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ABSTRACT

Mobile phone firms in Kenya are grappling with retag their employees. Studies show
that employees who are more motivated and committetheir organization are less
likely to quit. Rewards management strategies serageate a motivated and committed
workforce. Using the correct types of rewards damstprovide a necessary competitive
advantage. However, an organizations reward syseaffected by several factors and it
is incumbent upon every organization to identifedd factors that affects its reward
system. The objective of the study was to estalféistors influencing reward system at
Safaricom (K) Ltd. The research design adopted wasase study. The study used
primary data which were collected through the usarpinterview guide and the data
analyzed using content analysis. The study findstgsw that several factors affect the
organizations reward system, namely, job desigfecafe commitment, motivation

level, organizational culture, performance managegmeovernment and level of

competition in the industry. Employees that aradgd highly in the organization were
found to be rewarded better than those in the lssgate. Empowerment of employees
through giving a greater say in decisions thatcafflaem came out as a source of
employee commitment. Performance related compemsatithe organization is in form

of recognition, salary increments and bonuses. Byegls are more motivated to perform
when there is a reward linked to performance areteths likelihood to have high

performers in the firm resulting from the motivatio
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CHAPTER ONE: INTRODUCTION

1.1 Background of the Study

The people who make up an organization -human ressuare considered to be one of
the most important resources of today’s firms. Re@md how they are managed are
becoming more important because many other sowftesmpetitive success are less
powerful than they used to (Dyer and Reeves, 19B@ditional sources of success such
as product and process technology, protected nsedet economies of scale, can still
provide competitive leverage but an organizatidnisman resources are more vital for its
sustainability. Subsequently, it has become comiagepto say that the management of
human resources is and should be a partner in@angl and implementing a company's
strategy (Dessler, 2000). Society has now becomwlatge-based where clearly human
capital is considered a key resource and indispesa the survival of businesses.
Increasingly, organizations are competing for tastlalent employees (Fekal., 2009).
New paradigm companies recognize that an impodkement in business management
practices is the need to successfully motivate @etdin high talent employees who
survive organizational restructuring, downsizingynsolidation, reorganizing or re-
engineering initiatives (Storey, 2005). These teefhve increased dramatically the
degree of competition in virtually all industri€ompanies in such an environment either

become competitive high-performers or they vanidésgler, 2000).

Employees as a collective workforce are being edoto become more efficient, more
quality oriented, more flexible and more innovativdis requirement of employees is

intended to keep organizational costs down andhsoire its survival and to facilitate the



same, employees are being encouraged to changeahehey work and to accept
different ways of being organized and managed deioto gain competitive advantage
(Henemasmt al., 2002). As a result of these transformations respénts of working
practice, there is need for the employee to besfgadi with the work and all practices
should be put in place that will encourage the eyges to work towards the attainment
of the organizational objective. The factors ofogition for performing well, chances of
promotion, professional growth, compensation arwritive schemes, and rewards and

gifts are perceived as motivating factors to emgésy(Daslet al., 2008).

1.1.1 Concept of Rewards

A reward is defined as all of the monetary, non-gtary, and psychological payments
that an organization provides for its employeesrt@aand Locke, 2000). A reward is
presented after the occurrence of an action wethrtent to cause the behaviour to occur
again. This is done by associating positive meaminthe behaviour and it represents
what the individuals want to obtain from work or aththey perceive. A job reward has
been found to be a strong determinant of job satigfn and also rewards are
significantly related to professionalism. Accorditg Gerhart and Milkovich (1992) a
compensation decision should incorporate both enuaiental and organizational factors,
such as the organization’s business and humanrmesstrategy. Agency theory provides
insight into what reward mix best aligns organiza#il and individual objectives. It
outlines how the separation of organizational #oty from ownership presents the
problem of ensuring that owners' interests arenatigto those responsible for operating
the business. Owners look to ensure that emplogieest their work effort in line with

the owners' interests. This can be achieved thradglrsting the reward mix, in particular



the balance between fixed and variable rewardensure that appropriate incentives are

in place for the employee to act in the ownergriedt.

Appropriate rewards and benefits need to be deviseah organization because this
action will help in motivating employees and mira@iturnover. Financially, the salaries
must be fair according to employees' contributiod according to Togiat al., (2004),
one way of aligning the business' interest withsth@f the employee is introducing
profit-sharing plans that create programs in wheafiployees receive bonuses according
to the company's profits. Towards this end, botlplegees and employer basically work
for a common goal and mutual profit. This givesraaf) sense of ownership and an
interesting financial advantage for the employé@ésn-financial reward should also be
provided to employees for their contributions. Swebognitions include, paid time off,
employee of the month programs, access to trajpiograms, company paid holidays to

mention a few.

1.1.2 Factors Influencing Reward

Reward influences consist of contextual factorsiag from the internal and external
environment and conceptual factors relating to riksoand beliefs about strategic
management, total reward, human capital managenfectiors affecting pay levels,
motivation engagement, commitment and psychologioatract (Appeldorn, 2008).The
extent to which an organization combines finaneat non-financial rewards in its
reward strategy reflects a clear value positioner@liance on pay as a motivator is
likely to be accompanied by other human resourde&ips which assume a scientific

management perspective (e.g. no involvement in gemant decisions, minimum



employee control over the way in which jobs arefqremed). Recognition by the
employer that non-financial rewards may play anadngnt part in attracting, and more
particularly retaining, employees suggests a viédwhumanity which recognizes that
individuals require more for their efforts than netery reward (Burke and Hutchins,

2007).

In an organization, committed employees are reghwe being willing to build and

maintain long-lasting relationships with their eoy#r. Osterman (2000) posit that
employees may be highly skeptical of the managenméitives and both actively and

passively resist to the changes, resulting in uressful change efforts, decrease in
morale or productivity, and increases in turnovesgbsequent organizational failures.
Effective management teams need to recognize tsatiye employee attitudes are often
vital to achieving organizational goals. When empkes believe that they have the ability
to participate in decisions, research suggeste thél be a positive impact on the work

environment (Lawler, 2008). Employee participationdecision making changes their
perceptions and as a result leads to additionatantions with management and provides
new opportunities for employees to develop trusmiainagement. Involved employees
may also be more likely to believe they can impaanitiate changes in the organization

and to perceive the organization as adaptive tagda

1.1.3 Safaricom Limited

Safaricom is one of the leading integrated commatimos companies in Africa with over
17 million subscribers. It provides a comprehensmaege of services under one roof:

mobile and fixed voice as well as data servicesaorariety of platforms. Safaricom,



which started as a department of Kenya Posts &cbelnunications Corporation, the
former monopoly operator, launched operations ii31Pased on an analogue ETACS
network and was upgraded to GSM in 1996 (licensarded in 1999). Safaricom
Limited was incorporated on 3 April 1997 under @empanies Act as a private limited
liability company. It was converted into a pubicmpany with limited liability on 16

May 2002.

By virtue of the 60% shareholding held by the Gowmeent of Kenya (GoK), Safaricom
was a state corporation within the meaning of tteeSCorporations Act (Chapter 446)
Laws of Kenya, which defines a state corporationntdude a company incorporated
under the Companies Act which is owned or contdoly the Government or a state
corporation. Until 20 December 2007, the GoK skamere held by Telkom Kenya
Limited (“TKL”"), which was a state corporation undée Act. Following the Offer and

sale of 25% of the issued shares in Safaricom bglthe GoK to the public in March

2008, the GoK ceased to have a controlling intenesBafaricom under the State
Corporations Act and therefore the provisions o State Corporations Act shall no

longer apply to it.

1.2 Research Problem

One of the important assets to an organizatiomtsiginployees since for firms to react
appropriately in the face of competition and megtabjectives, the human resources
asset play a vital role and their reaction and gqgions on the working environment will
determine its success or failure. According to Chuet al., (2005), it is important to

evaluate this human perception by assessing enmlaytitudes in the midst of the



changes. They argue that, there appears to be tipbtgalue in assessing employee
perception to the organizational rewards in anretfm ascertain their thoughts, feelings,
and attitudes about the overall working environmanluding the rewards. In addition,

the never-ending problem of high attrition rate ls®®@n most organizations offer a
number of rewards with the idea of attracting amehtmotivating the employees to stay
in the organization. “Of all the factors that whklp create highly motivated and satisfied
workers, the principal one appears to be effecppegformance is recognized and
rewarded in terms that are meaningful to the irlial, whether financial, psychological
or both (Beakt al., 2003, p.67). Apparently, a large number of empdsysay that what

they earn is not as important as how much theyappeeciated for the work they do and

this perception will influence therefore there aute.

The telecommunication industry in Kenya offers flaene services thus creating intense
competition among the companies and the only djatshing factor remains to be its
employees. The importance of the introduction ofv @oducts, the shrinking of the
product life cycle and the necessity of sustainsegne competitive advantage in the
industry, require firms to have effective employad® will ensure that the products are
rolled out throughout the country. However this cently be achieved through effective
reward management. Safaricom limited since itsptioa has grown to become one of
the biggest companies in the telecommunication stigu However, its market share is
under threat from other competitors and this netaes effective reward management
decisions in order to ensure that employees’ welfarwell taken care of in order to

reduce the high staff turnover. This has been omcad by the company’s reward



management decisions which do not take into coredid@s all the policies and practices
that would ensure that all employees are rewardady f equitably and consistently.
Because of various issues affecting reward managedseisions, this study intended to

carry out the factors influencing reward at Safamd_imited.

Recent studies that have been undertaken on fanfturencing rewards include: Mutuku
(2012) studied employee perception of competitigsra performance based rewards in
Kenya Electricity Generating Company Limited Kerayad established that the company
was using performance based rewards in order ighs#as employees with the work and
encourage the employees to work towards the atenhof the organizational objective.
The use of the rewards by the company changed plketeption and as a result leads to
additional interactions with management and pravidew opportunities for employees
to develop trust in management. Mutua (2011) whalistl reward management and
employee performance at the National Hospital lasce Fund, Kenya. The findings
were that the institution has a strategy for emgéoyeward management spelt out in its
strategic plan. The strategy aims at facilitatieglization of Vision 2030 and complies
with the public sector performance improvementtegg. The remuneration policies in
the firm advocate for equal pay for equal work, mscrimination in rewards, internal
and external equity in rewards, competitive rewstidicture, and performance based
rewards. Echakara’s (2011) research focused onntheence of reward strategies on
employees' motivation and task performance in Kebgmmercial Bank, Kisumu Kenya
established that reward strategies chosen by mar@adeanfluenced motivation and task

performance of the staff. The telecommunicatiort@elgas witnessed high competition



which necessitates having an appropriate rewarcageanent system. From the studies
provided, there are no studies that have been doractors that influence reward. This
study will therefore seek to determine the factoffuencing reward at the Safaricom
Limited and will be guided by the question; whattéas influence reward at Safaricom

Limited?

1.3 Research Objective

To determine the factors influencing reward at 8edan Limited.

1.4 Value of the study

The study findings will benefit management andfst&fSafaricom who will gain insight

into how their institutions can effectively manatteir rewards to be in line with their
employees’ perception. This study will offer an arstanding on the importance of
maintaining an effective reward system that willoypde the desired results and
competitive advantage in the present day compethivsiness environment. This will be
also of value to the other telecommunication fiimshe country since they will be able
to understand what to do right to succeed and whdbne wrong would bring the

business down.

The understanding of the perception of employeesrtds the rewards policy of the
organization will help policy makers — governmeatsl other stakeholders — to design
targeted policies and programs that will activeiynslate the growth and sustainability
of the telecommunication firms in the country, aslvas helping those policy makers to

support, encourage, and promote the establishnfemppmopriate policies to guide the



firms. This study will also create a monograph vaheould be replicated in other sectors
of the economy. It is hoped that the findings widl valuable to the academicians, who
may find useful research gaps that may stimulaterest in further research in future.

Recommendations will be made on possible areastafef studies.



CHAPTER TWO: LITERATURE REVIEW

2.1 Introduction

This chapter is concerned with the review of litera related to the study. An overview

of theoretical foundation, rewards and the fachoilsiencing reward will be discussed.

2.2 Theoretical Foundation

The relationship between employers and employersbeacharacterized by economic
and social exchanges. The economic exchange ®tmal contractual relationship that

is created when the employee is hired (Whitegieal., 2008). The employer usually

offers a portfolio of pay and benefits in excharigethe employee's skills and effort.

However, certain aspects of the employer-employdationship go beyond a pure
economic exchange; as long as both parties are athutinterdependent, repeated
interaction generates a set of obligations foregittarty, resulting in benefits that are not

always the result of an explicit contract.

Two theories have as a result come up to explarafipropriate reward system namely
the utilitarianism and romanticism. Utilitarianissmphasizes extrinsic incentives such as
monetary compensation to motivate the innovativlabmur of employees, while
romanticism views rewards as self-motivated psyafichal behaviour that is typically
sparked by intrinsic spiritual rewards (Hennessegl Amabile, 1998). Utilitarianism
provides the foundation for early behaviorist’'s largnts that suggest that people's
behaviours are drivable and changeable and thangixt rewards can bring expected

behaviours and performance. Extrinsic rewards asdurce investment have been seen

10



as necessary to satisfy employee, especially imdbzed tasks. According to Whitener
et al., (2008) reveal that performance-linked salary iases and monetary rewards
positively influence employee satisfaction. Long#eincentive plans (stock options),
team-based rewards (profit-sharing plans), and reggchenefits are also empirically

shown to have a positive effect on employee crgtjizaursen and Foss, 2003).

Malhotra et al.,(2007) posit that a person’s beliefs, attitudes pacteption about his
behaviour prophesied rewards or punishment thatyauhis action, while according to
the cognitive theory actions only get strengthewden the expectations change about
what one does and what he receives in terms ofrosméroom debates that certain
behaviour is determined to be initiated only if #wepectations and the consequences
related to that event occurred. Porter and Lawt®82 followed vroom’s ideas and
further contended that people often determine &ffor work by judging the value of
reward and the relationship between their effod arpected reward (Chiang, 2005).
Azasu (2009) suggested the “Principal-agency tHeorywhich mostly people are
opportunist and always motivated through monetawards, while socioeconomic
theorist argue that people are neither inclinedarol monetary reward nor have they
homogeneous approach, they might be fascinatedhdydcktail of monetary and non

monetary rewards that can be the potent to enhthegemotivation and commitment.

2.3Reward

Rewards management decisions appears and develofiseicontext of managing
transformation; it acknowledges and redounds upbatwthe members have contributed

to the organization, it's a specific action scheofiea company strategic objective and

11



values outlook conversion. To some extent, modewards management breaks through
the categories of “Money” and substance, whichadatdis that indirect income and some
non-monetary compensation have been playing paite@asing importance in Reward
Structure Design. Organizational reward systemsg m@acritical role in enhancing
employee satisfaction as the primary aim of thearemMsystem is to enhance extrinsic
motivation by satisfying an individual employee&eds indirectly through means of pay
and bonuses (Anthony and Govindarajan, 2007). Haokemd Oldman (2005) observe
that in addition to salary and incentives, satisfacwith the job requires satisfaction
with different aspects of the work, including vayien the skills and activities required to
carry out the tasks, and autonomy in performingkwdhis is because work itself might
provide opportunities for creativity and task varjeallowing employees to increase their

knowledge and change in responsibility.

Armstrong (2002) points out that an organizatioeward strategy capture a financial
reward such as base pay and benefits which atrebktshould remain slightly above the
median for the location and benefits are more gergeithan its rivals. The reward
strategy should also capture employee career dawent which should encourage
everyone to develop as to a greater capacity usiAtpe-job training and course training.
Despite of an organization having an effective melnstrategy, Perrin (2009) provides
evidence to demonstrate that organizations arengapioblems in implementing their
reward strategies due to a number of reasons. keepgoout that the major reason for
unsuccessful reward system include ineffective camuoation, lack of support system

systems such as market data, poor performance maeag, the system not matching

12



with organizational needs and a lack of managenskils and support. Thus

organizations should redesign their reward systores to avoid the same pitfalls.

2.4 Factors influencing rewards

La Belle (2005) posit that different individualsvieadifferent perceptions of rewards and
believes that such factors are the main drivingdoof satisfaction and that they help
boost the employee to work harder and better, dudé motivation that comes along
with it. Put simply, motivators are able to increasternal happiness (intrinsic rewards).
On the other hand, hygiene factors are only ableotmst external happiness (extrinsic
rewards). If there are missing factors (whethey timay be hygiene factors or motivation
factors), it is possible for the employee to besdisfied and not to be able to perform to
their level best. If all the hygiene factors aregant and even when there are more than
enough of hygiene factors present, then it is pesshat the employee would still not be
motivated. Thus, in order for managers to succégshotivate their employees, there is
a need for them to determine the appropriate aedsttficient motivation factors to
apply. According to Babakus et al. (2003) the eptions that employees have with
regards to their reward climate influences thefituates towards their employees. In
addition, the commitment of managers towards tbeganization is also shown by how
the manager rewards his/her employees. Rewardskéy dunction in human resource
management systems in modern enterprises, asys pla important role in attracting,
retaining and motivating employees and is influendey job design, affective
commitment, performance management, communicataganizational culture and

motivation.

13



2.4.1 Job design

There is an established body of knowledge supppthe idea that certain jobs and goal
setting can enhance performance. Adler (1991) fabatl systems in which employees
reported higher perceptions of skill variety, tasgnificance, autonomy, and feedback
reported higher levels of satisfaction and intemmalk motivation. In their study, Arce
(2002) found that the reward from outside actigitise affected by the performance on
inside activity and the relation between job chemastics and job satisfaction,
furthermore, the relation was stronger for empley@éh the need to grow. According to
Morrison et al. (2005), job designs that provide tiggh levels of employee control also
provide increased opportunities for the developrmaendt exercise of skill. In addition,
meditational influence of perceived skill utilizati on job control and job satisfaction has
been observed. They further concluded that perdeiverk demands, job control and
social support through job design leads to highdpetivity. This means that the level of
job satisfaction is determined by a combinatiofobk, work and personal characteristics
and rotating managers to different jobs adds theefiteof task variety, resulting in

increased performance of employees.

The job characteristic has to be considered ingth@sj a job design since they contribute
to certain psychological states and that the streafyjemployees' need for growth has an
important moderating effect. The core job charasties that need to be considered by
an organization in coming up with a job designlude employee skill variety, where

this refers to the extent to which the job requttesemployee to draw from a number of

different skills and abilities as well as upon agea of job knowledge. The job design

14



should have an individual significance that makegpleyees’ proud employees to tell

their relatives, friends and neighbors what theyadd where they work (Bassey, 2002).

2.4.2 Rewards and affective commitment

An organizations reward system is intended to b&owarce of motivation. However,
different organization will adopt different rewasystem that will be suitable to its
operations and that will result in the realizat@fnts objectives. There is no universally

acceptable one though.

Organizational commitment can be categorized iotonative, continuance and affective
commitment. Normative commitment refers to emplsygeerceived obligation to stay
with an organization whilst employees with continca commitment choose to stay with
an organization because they have no choice (Malbbal., 2007). In contrast, affective
commitment is conceptualized as an emotional attacih and loyalty displayed towards
the organization as a result of rewards obtaineffecive commitment is the
commitment dimension which has been found to betratengly related to positive
occupational and organizational outcomes such &s spatisfaction, motivation and

employee retention (Buitendach and De Witte, 2005).

In many organizations, there’'s growing commitmesp g a widening split between the
expectations of employers and what employees apaped to do. The most common
reason for this, is failure of management in sonay wr another. Properly managed
employees can be motivated to achieve excellenaayrarea of business. Pickard (2003)
observes that increasing business competitivenesgmds that organizations have to

15



offer the best quality products or services for thest price. This requires that
organizations develop and harness the talents ammnément of all their employees.
Getting the best out of people and attempting forawe job satisfaction demand a spirit
of teamwork and cooperation, and allowing peoptgeater say in decisions that affect
them at work. In order to improve business perforoea managers will need to
relinquish close control in favor of greater empaowent of employees. Genuine
commitment requires not just recognition or underding of what the organization

expects but an emotional and behavioral respoose dtaff.

Generally, positive relationships have been fouetivben affective commitment and
rewards (Malhotrat al., 2007). Malhotraet al. (2007) explain this relationship in terms
of an act of reciprocity, according to which emmeg enter organizations with the
expectation of being given the right platform t@ ukeir skills and to satisfy their needs
and desires. The study further shows that when rganaation fulfils employees’
monetary and non-monetary expectations, their afecommitment increases. Whilst
Kuvaas (2006) found that pay and bonuses contritoteemployees’ affective
commitment, Malhotrat al. (2007) established that intrinsic non-monetary relware
more powerful predictors of affective commitmentarthmonetary rewards. Coetsee
(2004) underscores the significance of linking relsawhich are terms the outcomes to
good performance and explains that this givingaripensation to deserving employees
will encourage the employee to work harder and @enfluence their behaviour by
motivating them. Furthermore, social rewards, letployees develop trust and interest

in pursuing organizational goals (Burke, 2002). yetao and Aremu (1999), found that

16



employees who perceived their supervisor as supposere more affectively committed

to their employer. Burke (2002) argues that whepesuisors are committed to their
subordinates and engage in behaviours that suppgahizational objectives, employees
experience emotional gratification and are moreljiko respond by developing trust and

modeling their supervisor’s behaviours.

2.4.3 Level of Motivation

Motivation is the internal state that encourageeppe to perform certain activities.
Motivation is often used for defining individualsovking traditionally (Pervin, 2005).
Workers’ motivation for organizational tasks andyaltheir goals with the organization
goals have particular importance. The entire siecoésn organization is based on how
an organization keeps its employees motivated andvhat way they evaluate the
performance of their employees’ for job compensatidccording to Babakust al.,
(2003), the perceptions that employees have witjards to their reward climate
influences their attitude towards their employebs.addition, the commitment of
managers towards their organization is also shoyhdw the manager rewards his/her
employees. Delaney and Huselid (2006) mention trenrof reciprocity, which focuses
on the ability of organization to accommodate tkedsof their employees, and reward
them for their effort. In exchange for the rewaptevided to them, employees should

reciprocate by increasing their commitment towdhesr organization and their work.

The effectiveness of skilled employees is likelypwlimited if they are not motivated to
perform. One of the means that organizations cantesenhance employee motivation

and performance is to provide performance- relatedpensation (Delaney and Huselid,
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2006). A reward and compensation system is baseth@rexpectancy theory, which

suggests that employees are more likely to be maii/to perform when they perceive
that there is a strong link between their perforogamnd the reward they receive
(Mendonca, 2002). In other words, the compensatystem (profit sharing) contributes
to performance by linking the interest of employdesthose of the team and the
organization, thereby enhancing their effort andggenance (Kling, 2005). According to

Shore and Shore (2005), employees who are ablep@rience and receive recognition
for their work are also able to have a better peroa of their work, their workplace and

the people they work for. Thus, there is a needHeremployer to really make an effort
in showing the employee that his/her wellbeingfisancern to the organization and the
management and that the contribution of the empgldge/ards the organization is highly

valued.

2.4.4 Organizational Culture

Culture is the most perceptible cognizant or incognt reflection of one’s beliefs,

customs and values. Culture provides a platfornretify employee’s preferences
regarding rewards (Chiang and Birtch, 2007). Adogg to Hofstede (2004) culture is
the collective encoding of mindsets that enablenthe distinguish themselves from one
group to another. Organizational Culture includésh@ components of work experience
whether it relates to organization’s ethics or thi&angible commitments like working

conditions, flexibility, employee’s competence, andonomy. Employees tend to join or
leave the organizations by evaluating its cult¢eoéber and Kluckhohn, 2002). The
interpretation of capital, length of vacation arahk varies across different countries;

similarly a contrast effect is evident in terms refvards (tangible/intangible) across
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cultures. Hofstede’s (2004) model is demonstratethsight in a prognostic and specific
way and it can be used in designing and transfteroheffective practices of reward
(Chiang, 2005). Subsequently, when nations sharallglascore on national cultural

measurement then it is assumed that managemeticpsacan easily be transferred.

Chiang (2005) contends that it is really biasedsupport the argument that feminine
cultures give significance to material rewards. dgio the convergence perspective
argues that culture pressure is reduced now beadube globalization. Easterby-Smith
et al., (1995) found in their research that although, ewvgence is considered a
“hard’human resource policies that is evident nysti manpower planning but
continuous divergence is regarded as “soft” taskd in culturally sensitive areas, that
is, linked with rewards and motivation. Organizatb culture helps in nurturing and
dissemination of core values. Implementation of retvategy will be concerned with
adjustments in the structure, employees, systerdssime of doing things in order to
accommodate the perceived needs of the strateg@ra@@and Robison, 2007). Culture
can be inferred from what people may do and thinthinv an organization setting. It
involves the learning and transmitting of knowledbeliefs and patterns of behaviour
over time. This means organizational culture idyfatable and does not change fast. It
sets the tone for the company and establishes omdsow people should behave. The
top managers create a climate for the organizatems their values influence the

direction of the firm.

Reward systems are one feature of organizatiorisctirdribute to their overall culture.

Depending on how reward systems are developed,négtaried, and managed, they can
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cause the culture of an organization to vary quidely (Lawler, 1995). Reward

management has the ability to shape culture pigcisecause of their important

influence on communication, motivation, satisfacti@and membership. The behaviors
they cause to occur become the dominant patterdeelwdvior in the organization and
lead to perceptions and beliefs about what an arghon stands for, believes in, and
values. Perhaps the most obvious tie between petgraypractice and culture concerns
the practice of performance-based pay. The abgmesehce of this policy can have a
dramatic impact on the culture of an organizatienduse it so clearly communicates to
organization members what the norms are in thenizgon about performance. Many
other features of the reward systems also influeogkure. For example, having

relatively high pay levels can produce a culturenvimch people feel they are an elite
group working for a top-flight company. Finally, viag employees participate in pay
decisions can produce a participative culture inctvlemployees are generally involved

in business decisions and as a result are comnmdtdte organization and its success.

2.4.5 Performance Management

Mathias and Jackson (2006) indicate that performananagement involves a process of
identifying, measuring, communicating, developinghda rewarding employees’
performance. The performance management activitgtrba aligned with the overall
organization’s business strategy. The purposedaodacting this review is to nurture the
talent of the employee so that they reach theirmpodential in their job. The result of this
evaluation is then used to build the weak areaanaémployee through identifying their
training needs. Performance review is at the céoneward management as it provides

insight for the reward system, succession plansstaifl development. It helps evaluate
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competences of the workforce and provides feedtmtthe employee, which is important
to retention. However, because of its sentimentament, it is probably the most
apprehensive facet of the reward management proddéms results of an evaluation
system can either be positive or negative leadirthe staff member receiving rewards or

losing out altogether - intrinsic or extrinsic reds, DuBrin (2005).

In this regard, the reward system should be edeitabhd transparent if it is going to
promote retention of employees. To achieve thifopmance standards must be outlined
by management and staff members must commit inngrto achieving these standards.
These standards define the acceptable or expeaatéd bf performance. The manager
and the employee should then commit to adoptingettstandards as laid down goals or
targets (Mathis and Jackson, 2006). Most orgamizatithat have placed talent
management in the centre of their strategic hureanurces strategy also practice talent
reviews which are very beneficial to manageriaffstéor any work to be evaluated, it
must be communicated through clear job descriptibmgalent reviews, potential and
performance of an employee are assessed. The hrgsanrce leaders, line managers
and talented employees will evaluate whether tigesaifficient staff and tools to support
the goals and objectives of the organization. Tmehnknow-how, skills and
competencies and team spirit are evaluated in tteesews. Where gaps are noticed, the
managers should design a mentoring programme wipgr@ming managers can be built

(Brewsteret al., 2010).
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2.4.6 The Government

The Government can determine the minimum standards pay for all employees,
promote improved competitiveness, enhances workpdamocracy and provides greater
“fairness” in the employment relationship. Howevat,the same time the government
needs to avoid excessive labour market regulatisince this would increase
unemployment. Its promotion of labour market fleki will not be based on reducing
employment standards or competing on low wageililgy will be combined with
improving, by active labour market policies, the pdoyability of employees by their
acquisition of new skills (Babakus et al. 2003).ey¥hargue that minimum labour
standards (e.g. a national minimum wage) prevemhpatition based on lowering
employment costs. They debar employers from comgetin the basis of a wage
reduction strategy. Instead, they provide incestif@ employers to seek competitive
advantage by improving the quality of the inputsytremploy, e.g. introducing new

technology, improving labour utilization and enhiagcthe skills of the workforce.

Employee participation in management decision ngpkia believed to increase
employees’ commitment to their employer. This, umnt is said to improve their co-
operation with their employer and acceptance ofledisions including the pay structure
existing in the organization. The provision of mmum standards for employee
participation in company decision making is thusica@l in fostering co-operative
employer-employee relationships which is seen asessary for competitive success

(TUC, 2007). The Government’s intention to give éogpes the right to representation
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and recognition is a central plank in its programimestablish workplace partnerships

and lessen the industrial unrest.

2.4.7 Trade Unions

Trade unions also play an important role in detemng the amount of rewards paid to
employees. The workplace, partnership requiresl@maps and unions to work together
to achieve common goals (e.g. enterprise survivadjtnership recognizes that although
employers and employees have different constitesnand, at times different interests,
common goals are achieved by making common cau&#C,(T2007). Workplace
partnership involves obligations for employers, @ypes and unions, and the Labour
Government considers employers’ obligations tortierkforce need to be underpinned
by the provision of minimum standards to all empkey. Partnership involves employers
value to their workforce by paying them well, ensgrthey receive training and
providing job security. On the part of employedsrdquires accepting change and
ensuring businesses satisfy their customers. Theei@ment firmly believes that the
employer can only become more competitive on thesbaf partnership in which labour
market flexibility is coupled with job security atide provision of minimum standards of

protection for all employees.

2.4.8 Level of competition

The level of competition in the market will alsatelgnine the level of employee rewards.
In many organizations, there’'s growing commitmesp g a widening split between the
expectations of employers and what workers aregoegbto do. The most common
reason for this is a failure of management in somay or another since properly

managed employees can be motivated to achievelexcelin any area of business.
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Pickard (2003) observes that increasing businessipettiveness demands that
organizations have to offer the best quality presiur services for the best price. This
requires that organizations develop and harnessataets and commitment of all their
employees by employing an effective reward syst@etting the best out of people and
attempting to improve job satisfaction, demandiatsyf teamwork and cooperation, and
allowing people a greater say in decisions thacaffnem at work, such as pay. In order
to improve business performance, managers will needlinquish close control in favor
of greater empowerment of employees. Genuine comemt requires not just
recognition or understanding of what the organmratexpects but an emotional and

behavioral response from staff.
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CHAPTER THREE: RESEARCH METHODOLOGY
3.1 Introduction
The chapter describes the proposed research désegtarget population, data collection

instruments and the techniques for data analysis.

3.2 Research Design

The research design will be a case study. A casly $¢6 an in-depth investigation of an
individual, institution or phenomenon. Case stucidsw a researcher to collect in-depth
information, more depth than in cross-sectionaldiss with the intention of
understanding situations or phenomenon. It alspshiel reveal the multiplicity of factors,
which have interacted to produce the unique charazt the entity that is subject of

study.

The study will be used to determine the factorkiericing reward at Safaricom Limited.
The reason for this choice is based on the knowletigt case studies are the most
appropriate for examining the processes by whiagtness unfold, as well as exploring

causal relationships and also they provide a holistderstanding of the phenomena.

3.3 Data Collection

The study will use primary data which will be calied using an interview guide. An
interview guide is a set of questions that theringsver asks when interviewing. The
respondents to be interviewed will be the Seniomdger Talent and acquisition in
charge of recruitment and selection process, tneE®&lanager Reward and Recognition
heading performance and reward, the Principal Réw@fficer- Compensation and the

Senior Benefits Officer. These are considered tidyeinformants for this research. Key
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informants are the main source of information tbah assist in comprehending the

context of an organization, or elaborating paracussues or problems.

3.6 Data Analysis

The data obtained from the interview guide will &#ealyzed using content analysis.
Content analysis is the systematic qualitative dgson of the composition of the
objects or materials of the study (Hsieh and Shan2005). It involves observation and
detailed description of objects, items or thingst tomprise the object of study. Content
analysis, as a class of methods at the intersedtiotihe qualitative and quantitative
traditions, is used for rigorous exploration of mamportant but difficult-to-study issues
of interest to management researchers. This apprsamore appropriate for the study
because it allows for deep, sense, detailed acsdanthanging conditions. Thus the
gualitative method is suitable for this researchalse this research will be conducted

within the environment where the implementationiatives occurred.
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CHAPTER FOUR: DATA ANALYSIS, RESULTS AND DISCUSSION

4.1 Introduction
The research objective was to establish factotaenting reward at Safaricom Limited.
This chapter presents the analysis and discus$ibndings with regard to the objective

of the study.

4.2 Demographic Data
This section of the interview guide sought to esthbthe respondents’ academic
achievement and working experience which is necgsta assess their capacity to

understand and answer the questions appropriaté¢heiinterview guide.

The respondents comprised the middle and the tapageas of Safaricom (K) Ltd. In
total, the researcher interviewed 6 respondentobtiie 7 that had been intended to be
interviewed. One of the respondents was not availdbring the interview period; the
researcher was informed that the targeted respom@dehleft the organization. Despite a
new employee having been recruited to hold thetiposithe researcher felt that the
respondent had not worked long enough in the orgéion to provide adequate
information for the attainment of the organizatiaigectives. As a result, the response
rate was around 86%. The respondents comprised istathe Human Resource
Department in the Reward and Recognition secti@abernit and Acquisition Section and
Compensation and Benefits Section. Under eachoseatisenior and junior officer was

interviewed.
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All the respondents interviewed had worked in threBpective positions for at least 3
years and cumulatively had a work experience oly®&&s within Safaricom and other
telecommunication firms both within and outside tbeuntry. Academically, the

respondents had all attained university educatigh & of them having undertaken a
master’'s degree in their respective fields. In addj 2 of the interviewees had risen
through the ranks in the organization to occupyrtpeesent management position with
over 25 years of employment experience. With tiselid academic and work life

background in the affairs of the organization, tlespondents were found to be
knowledgeable on the subject matter of the researnzh thus capable to help in the

realization of the research objective.

4.3 Reward System at Safaricom

This section of the interview guide sought to elsshlthe workings of the firms reward
system. On the question of how the firms rewardesysoperated, the respondents
pointed that recognition and reward process is dqmaterly and is applicable to all
permanent and pensionable staff of Safaricom Luniexcept for Divisional chief
officers as they will be involved in the final namation and selection of candidates for
the award. The organization appreciated that withe tdynamism in the
telecommunication industry in the country, thereswiaed for a more frequent review to
be undertaken so that the reward system incorporaty changes that have been
undertaken more recently. On being asked whetherfrgquency of the analysis is
adequate, the respondents answered to the affienathd considered to keep its

employee reward adequate to face the challengie alector.
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An organization reward system should be tailoreduoh a way that it is able to attract,
retain and motivate employees. When the same gunests posed to the respondents on
whether the current reward system at Safaricomonsidered adequate to meet the above
objectives, the respondents observed that indezdulrent reward system attracts and
retains its work force. They noted that Safaricome\ward policy is to formally recognize
and reward employees who are innovative and al&iamding in their various roles and
capacities in keeping with the company’s strateggttract, motivate and retain talent in
the organization. They gave examples of the emp®yeho took part in the innovation
of products such M-Pesa and its applications, fades with the various banks in the
strategic alliances process in mobile banking 0B on M-Shwari and Equity bank
M-Kesho. These groups of employees have been reddidancially as well as non-

monetary gains such as holidays and houses.

An organization’s reward design system should blnoad and comprehensive in
nature. It is expected that a comprehensive rewgstem considers adequate financial
and non-financial systems as well as ensuringithatbalanced so that some cadres of
employees are not demotivated from the adopted rtevggstem. The interviewees
pointed that Safaricom had balanced and comprelemsivard structure and that the
recognition policy has two elements: informal whishiermed as on the spot award; day
to day recognition which is complimented by theelimanager. Formal which is
individual and team based award. Formal recognimes through the process of
nomination, selection and approval, recognitionmgwnication and publication.

Safaricom has endeavored to have the recognitistersyto move down to the smallest
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unit of performance such as daily operations of legges and this is aimed at

encouraging the staff and realize the most beoéthe employees.

4.4 Factors Affecting Rewards

This section of the interview guide sought to els$abthe factors affecting Safaricoms’

reward system. On being asked what factors affexibtganizations reward system, the
respondents identified several factors. These facioclude job design, affective

commitment, motivation level, organizational cuéturperformance management,
government and level of competition. However, traséons were not recognized to

influence their reward as they are currently nat paany.

4.4.1 Job design

The variety of job responsibilities in an organiaats job design was found to affect the
employee grading system. It was noted that thog#ames that are graded highly in the
organization were found to be rewarded better ttteose in the lower scale. This
therefore means that the job design of the firnd$einfluence the level of rewards given
to staff. The nature of work done by an employe ditierent significance to the overall
performance of the organization. From this backgdyuhe respondents pointed that the
significance of an employee’s job will also affdbe performance and therefore the
rewards to be awarded to the employee. Those eegdowhose jobs are considered

critical were noted to be rewarded much higher thamother cadres of employees.

The ability at which a particular job can be defireffectively in terms of its specifics
was also identified to be a factor that will infhee the reward level of the employee. It

was pointed by the respondents that once an englisyaware of their task they will
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have an objective of performing the task as reguivence that will in turn affect the

reward. There is need therefore, for a firm to mefin detail what each employee is
expected to perform and hence their performanceb&ibased on the same work which
in turn affects the reward level. The level of ¢bades present in an employees work in

the job design will at the same time lead to vagyéompensation level.

4.4.2 Affective Commitment

The level of employees commitment is affected bymagnothers satisfaction level of the

staff. It is therefore imperative that the orgatia should come up with a reward

system that will increase the employee commitmémt.the question of how affective

commitment affects the reward system at Safariciw,respondents observed that in
July each year, line managers will review theiffsta the talent matrix and submit the

nominated names to Human Resources Division. dleattmanagement process will be
reviewed bi-annually between HR and chief officaral the respective HODs and /or
direct reports. On annual basis the talent managempdates will be discussed as an

agenda item at the EXCO meetings by all chief efScand CEO.

Empowerment of employees through giving a greaagris decisions that affect them

also came out as a source of commitment to the gmeps at Safaricom. Employee

empowerment was found to be generated from diffesenrces and towards the same,
the researcher sought to establish how empoweraifauts employee commitment and

eventually on their rewards. Towards the same réspondents pointed that Safaricom
has introduced a chat platform with the CEO whghldabbed “SEMA NA BOB” and

“SIRI NA BOB”. These two chat platform enable emy#es to communicate directly to
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the CEO on matters and issues they feel shouladieetl into in relation to their work

and management. This was to some extent empowwszezhiployees.

4.4.3 Motivation Level

The reward system of an organization affects thpleyee motivation level. As a result,

the researcher sought to find how the level of watibn prevalent in the organization

affected the reward system at Safaricom. The refgrus pointed that Safaricom job

evaluation policy is to ensure that the organizatias a formal process of evaluating and
grading all its positions based on the positioelstive worth and the complexity of the

role. Its objective is to maintain internal equity matters of remuneration among

positions in the company. The company job evabtmagirocess is done after every 2-3

years or when a new post is being created or redew

Reward and grading will be determined by the ratpg get on the positions overall
evaluation. This was observed to affect the maowvalevel of the staff and therefore the
grading and the rewards associated with it are tamotivate the employees. On the
guestion of whether the company provides performamtated compensation, all the
respondents answered to the affirmative. It wasitedi that the performance related
compensation at Safaricom is in form of recognitisalary increments and bonuses.
They noted that employees are more motivated timperwhen there is a reward linked
to performance and therefore there is likely toenhigh performers resulting from the
motivation. To motivate the employees on the daglag activities, the respondents
noted that Safaricom has informal reward that igt@nspot which is done on a day to

day basis mostly through line managers. Formakrdywwhich is individual or team
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based recognition, they noted that it has beenildesso increase the employee

motivation index through employment of various resdga

4.4.4 Performance Management

Employee performance management is another parathateaffects the level of rewards
adopted in an organization. On the questions ofthdrethe alignment of performance
management activity affects the reward managemedisidns at Safaricom, the
respondents noted that indeed the organizationaenssthe performance management as
critical factor that affects its reward system. dfiperformance is used to determine the
salary review and other incentives in line with aedv policy and performance of the
company as a whole. The annual bonus is a disoatpayment determined principally
by the company’s achievement of business targetsuoned for the purposes of bonus. It
includes service revenue, free cash flow, EBITDA aompetitive performance which
takes cognizance of the Customer Delight Index {CDetermination and payment of

salary review and bonus is also guided by appriveidets and market analysis.

The respondents pointed that performance manageryeletis aligned to the company’s
financial year. All managers are required to canichalf year performance review with
their members of staff to ensure performance feddh& continuous and consistent.
Annual performance development reviews objectivitinge and learning requirement
activities of the performance management processance at the beginning of each
financial year i.e. 1st April in each year and via# finalized by the 31st of May each

year. At the end of this period, each employed halve a final performance rating for
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the previous financial year together with objedivand training development
requirement for the new financial year as well las appropriate rewards necessary to
achieve optimum outputs from the employee. Theoperdince measures take different

forms and include pre-set objectives, managersxiaded engagement Index.

The performance measurement is incorporated irothanizations reward management
decision. The respondents pointed that once tred fatings have been signed off, the
HRBP(Human Resource Business Partner) forwarditfreed off calibration templates

to the Talent and Resourcing team who will prepamorts and analysis against the
expected distribution curve for each division. Tiral analysis and reports is then
shared with the reward team who calculate the bandsincrement for each member of
staff against approved reward guidelines for eachntial year. The reward section
within HR will prepare a schedule for line managers$acilitate communication to their

members of staff concerning reward decisions amal ##D (Performance Development

reviews) rating, bonus and increment for each membstaff.

4.4.5 Level of Competition

The telecommunication industry has experienced gémnand more so in mobile
telephony in Kenya. The technical competence thaequired has resulted in increased
competition for the scarce talent in the markete Tespondents acknowledged that the
level of competition has influenced Safaricoms nelvsystem. They observed that good
and exceptional performance is recognized and edigio the company reward and

recognition policies. They pointed that the leagnand development department has put
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in place programs to ensure that good and excegtpmrformers are coached, mentored,

trained and developed to prepare them for leadeesidl more challenging roles.

On the question of whether the organization halay of rewarding and retaining
employees with unique skills, the respondents olesethat indeed the company as far
as possible, attracts, identifies, rewards, dewetpm nurtures talent required for present
and future business needs. In addition, they nibtadthe HR policy is to mentor existing
staff such that talented and skilled staffs areilabke to fill vacancies resulting from
exits and separations. Talent assessment is basdigb performance, high potential
against holistic future facing definition of skilland competencies required in the
business. Identification of individuals with highésadership potential and critical skill

across the organization is made early in theirerare

4.4.6 Organizational Culture

On the question of whether culture shapes rewarbhgement decisions in the company,
the respondents identified that the Safaricom Celtf Speed, Simplicity and Trust

indeed influenced reward decisions in the senseaiding it happen to transform lives. In

terms of speed it was noted that Safaricom driveedpto market and relentlessly
prioritize and pursue the outcomes that mattehéoltusiness; Simplicity to make thing
simple for their customers, partners and colleag@esl Trust to be reliable and

transparent to deal with in order to deliver fohet and for others to trust and do
likewise. The Safaricom Way Model that shapes thieue of Safaricom is meant for its

customers, colleagues and stakeholder and it iggae¢o reward management under
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performance as a key performance indicator thataasured under overall performance

both individually and team based.

4.4.7 The Government

The respondents identified that the governmentianited reward through taxes that are
levied on the business and this in turn is infleshon the employee’s net pay.

Government intervention was found to enhance tivamé system in the organization and
also improve labour utilization through pension atter benefits that employees are
accorded, entittement to leave days, hours of wamkl regulation of remuneration

standards.

4.5 Discussion

These results highlight that all types of rewardsralevant in building a motivated and
committed workforce. The findings also show thatoaganizations reward management
system contains the organization’s policies, preegsand practices for rewarding its
employees in accordance with their contributionlitegs and artifice. It was also found

that an organizations reward philosophy, strategrespolicies, should include the form
of processes, practices, structures and procedunah will provide appropriate types

and levels of pay, benefits and other forms of rewahis position was likewise pointed

out by Armstrong, (2003).

Job design was identified to influence the rewanckl of the employee. In view of the

researcher, the firm needed to define what eacHogm is expected to perform as the
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job design equally led to varying compensation llev€he introduction of chat platform
with the CEO made the employees feel more affdidtethe company and empowered,
this resulted in affective commitment towards tlmmpany as there was a sense of

satisfaction from most staff in relation to workdamanagement.

Bonus, recognition and salary increament as a fafmcompensation motivated

employees to perform hence it was noted that emegloperformed more when reward is
linked to performance. In level of competition thesearcher found that good and
exceptional performers are coached, mentored eileimd developed to prepare them for
more challenging roles and ensured its reward pokevards and retains unique skills

and talent.

It was found that culture indeed shapes the rewadagement decision in the company.
The Safaricom way model was identified to make eygés cultured to work with
speed, simplicity and trust to meet the compangaihje by being incorporated in the

company’s reward system.

The findings of the study also showed that if aganizations reward distribution system
is not well handled, then it can undermine indialdu performances. Employee
performance is what an employee does or does nd?etformance of employees could
include: quantity of output, quality of output, #timess of output, presence at work,
cooperativeness (Gungor, 2011). It was found teatrds management is a key strategy
used to create a motivated and committed workfortkis finding is similar to that of

Ramlall (2004) who observed that employees whonaoévated and committed to the
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organization are less likely to quit. He furthersped that favourable perceptions of
rewards, in turn, have been linked to positive hmnmasource outcomes such as
employee job satisfaction, work motivation, affeeticommitment, high levels of
performance and organizational effectiveness. Tihituence of effective rewards
management on employees’ affective commitment, vattn and subsequent high
organizational performance was clearly reflected practice examples in the

organization.
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CHAPTER FIVE: SUMMARY, CONCLUSION AND

RECOMMENDATION

5.1 SUMMARY

The results centered on establishing the factdksencing rewards at Safaricom Limited.

The study findings show that several factors affet organizations reward system,
namely, job design, affective commitment, motivatitevel, organizational culture,

performance management, government and level ofpebtion in the industry.

Employees that are graded highly in the organinaivere found to be rewarded better
that those in the lower scale. Hence an organizgtb design tends to influence the
level of rewards given to staff. Due to the natafevork done by an employee being
different, it also affects the overall performanck the organization. There is need
therefore for a firm to define in detail what eashployee is expected to perform on the

basis of the rewards expected.

Empowerment of employees through giving a greaagris decisions that affect them
came out as a source of employee commitment. Eraplesnpowerment was found to be
generated from different sources. Furthermore,as iound that the organizations job
evaluation policy is to ensure that the organizatias a formal process of evaluating and
grading all its positions based on the positioelstive worth and the complexity of the
role. Its objective is to maintain internal equity matters of remuneration among
positions in the company. The company job evabtmagirocess is done after every 2-3

years or when a new post is being created or redew
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Performance related compensation in the organizasian form of recognition, salary
increments and bonuses. They noted that employeea@e motivated to perform when
there is a reward linked to performance and theeetbere is likelihood to have high
performers resulting from the motivation. To motevédhe employees on the day-to-day
activities, the organization has informal rewardttis on the spot which is done on a day

to day basis mostly through line managers.

The organizations performance measurement is iocaig@d in its reward management
decision. The respondents pointed that once tled fatings have been signed off , the
HRBP(Human Resource Business Partner) forwarditreed off calibration templates
to the Talent and Resourcing team who prepare t®pod analysis against the expected
distribution curve for each division. The finaladysis and reports is then shared with the
reward team who calculate the bonus and increnmmmedch member of staff against
approved reward guidelines for each financial yedarwas also found that the
organization has a policy of rewarding and retajremployees with unique skills. Talent
assessment is based on high performance, high t@btagainst holistic future facing
definition of skills and competencies required ine tbusiness. Identification of
individuals with highest leadership potential amdical skill across the organization is

made early in their career.

5.2 Conclusion

Employee reward system is an important mechanisthdan be used by a company to
motivate its employees to offer their servicesh®irt utmost capabilities and at the same
time increase their commitment to the organizatime reward system should not only

be considered to be competitive by the employerabsd from the employee point of
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view. The outcome of employees’ effort will be undihced by both factors within the
working environment conditions as well as factorgswe the work place such as
employees’ family. In this regard, the reward congagion system needs to be varied

such that it will affect, and/or motivate both #gtaff and their next of kin.

An organizations reward system should also commateswith the effort that each

individual staff offer as well as be at par witthet firms of the same standard that
operate in an economy. In this regard, it is imfpegathat an organization identifies

factors that will influence its reward system aradble to capitalize on them to ensure
that its reward system is tailored to achieve ittended objectives. The appropriate
reward system that will help the organization aehiets objectives should also be
determined. This can be achieved if frequent suevae conducted to establish how
competitive the organizations reward system issBurvey should be undertaken from
both employees point of view as well as from exaéstakeholders to give their views on
the level of competitiveness. It can also be cahetuthat an organizations compensation
system should not only be financial but also narariicial since the study showed that
employees appreciate non financial rewards in equedsure to the financial rewards.
The study found out that the competitiveness ofdbimpany was achieved through the
adoption of rewards system that result in a wordass working environment that

motivates and propels the employees to work battdrstay on.
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5.3 Recommendation

5.3.1 Recommendation on Policy Implications

The study found that an organizations reward systemfluenced by various factors.

The management of an organization should, therefdeatify what factors influence its

reward system and from the same develop appropsttgegies that will seek to

eliminate the negative impact and at the same ¢mpéalize on the positive effects; since

from the adoption of appropriate rewards systenotfjectives can be attained.

The study established that the company has adepigous rewards systems in order to
motivate its employees. It is recommended thatratbenpanies should follow the trend
which has been set by the company as these woeédeca positive employee attitude

which is vital in achieving organizational goals.

Most powerful message to employees is deliveredutiin rewards, for example,
recognize superior outcomes or merely reflect theimum requirements. Appraisal
schemes based on direct financial rewards of booftesn send the wrong messages to
employees’ quantity rather than quality. Human Res® policy-makers need therefore,

to frame such policies in appropriate ways to mftkesired organizational outcomes.

5.3.2 Recommendations for further research

The study confined itself to Safaricom Limited. Fhiesearch therefore should be
replicated in other mobile phone companies anddbelts be compared so as to establish
whether there is consistency among the companidaabors influencing reward system

in their organizations. In addition, a study on tekationship between employee reward
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system and organizational performance can be uwaldartto establish the role of

employee reward system on the financial performanfeefirm.
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APPENDIX I: INTRODUCTION LETTER
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is a bona fide continuing student in the Master of Business Administration (MBA) degree
program in this University.

He/she is required to submit as part of his/her coursework assessment a research project
report on a management problem. We would like the students to do their projects on real
problems affecting firms in Kenya. We would, therefore, appreciate your assistance to
enable him/her collect data in your organization.

The results of the report will be used solely for academic purposes and a copy of the same
will be availed to the interviewed organizations on request.
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APPENDIX II: INTERVIEW GUIDE

The interview guide will seek to achieve the follog objectives;

1. Establish the factors influencing reward at theaGeom Limited.

Section A: Demographic Data

1. Name of the respondent( optional)

2. For how long have you worked in the company?

3. What is the highest level of education you haveeasd?

Section B: Rewards

4. How is the rewards policy of the company?

5. Do the rewards being used by the company attraizinrand motivate employees?

6. Is the design and application of reward strategythie company balanced and
comprehensive?

Section C: Factors affecting Rewards
A) Job Design

7. How does variety of job responsibilities influerregvards in the company?

8. Are there adequate periodic changes in dutiesarcdmpany?

9. How does the significance of employee job (the mixte which employee job adds
value to the entire organization) influence rewandhe company?

10.Does the ability to identify where job begins amdi® (how well defined your tasks
are) influence rewards?

11.Does the challenges and tasks that make up empjolyeefluence rewards?
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B) Rewards and affective commitment

12.How does rewards and affective commitment affect ttompany’s reward
management decision?

13.Does the company develop and harness the taledtscammitment of all their
employees?

14.Has the company empowered its employees throughqueshing close control, a
spirit of teamwork and cooperation, and allowingge a greater say in decisions
that affect them at work?

15.Do the rewards being given to employees encoutagermployee to work harder and
therefore affect their behaviour by motivating tffem

16.Do the perceptions that employees have with regaodsheir reward climate

influences their attitude towards their employer?

C) Motivation

17.How does keeping its employees motivated and etratpyahe performance of
employees for job compensation affect the orgaitia@t

18.Does the company provide performance related cosgtem to enhance employee
motivation and performance?

19.How does employee perceived strong link betweem geformance and the reward
they receive affect their motivation to perform?

20.Does the company recognize employees for their workrder to have a better

perception of their work, their workplace and tle®ple they work for?
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21.Does the reward distribution system lead to in@daamployees’ satisfaction in the

company?

D) Organizational Culture

22.How does the development, administration and manage of rewards causes the
culture of an organization to vary quite widely?

23.Does having employees patrticipate in pay decisadfect their commitment to the
organization and reward management?

24.How does culture shapes reward management decisidins company?

25.How does the existence of performance-based paygtdfie culture of the company

and thus reward management?

E) Performance Management

26.How does the alignment of performance managemetivitgcwith the overall
organization’s business strategy affects rewardagament decision?

27.How does the company undertake performance review?

28.Does the company incorporate performance managemergward management
decision so as to achieve managed performance drarmeservice quality, service

delivery and cost reduction?

F) The Government

29. Does the government influence the reward polictheffirm? Please elaborate.
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30. Does the government intervention influence enhathee reward system in the

organization and also improve labour utilizatiod®aBe explain

G) Trade unions

31.How do the trade unions influence the reward systethe organization?

32. Has the organizations reward system been enhahoeagh collaboration with the
trade unions?

33.What level of engagement does the trade unionsSafdricom come together in
negotiating the reward systems?
H) Level of competition

34.How does the level of competition for competent Eyges in the organization
influence the reward system?

35. Does the organization have a policy of rewardimg @etaining employees with

unique skills? Please elaborate.
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