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ABSTRACT

The study focused on exploring the performance g@am&nt process and how rewards
can be linked to employee performance in governneemporations in Kenya with
specific reference to Kenya Bureau of Standards. mhjor objective of the study was to
establish the relationship between rewards caimked to better employee performance.
The specific objectives were to establish the i@tahip between employee services,
salary reviews, health benefits and training prograand employee performance at
Kenya Bureau of Standards. The study was carri¢@toilne Kenya bureau of Standards
Headquarters in Nairobi and focused on the operattistaff in the six major departments
in the organization. The study discussed vari@apeets of rewards such as employee
services, salary reviews, health benefits anditrgiprograms and how they impact on
employee performance. Employee performance canefieed as what people does,
produces, and accomplishes on behalf of its kekehtders. In order to improve
performance the management needs to provide thiglogees with the right framework,
the right environment and the right opportunitiés. the modern world the rising
dependencies on global markets places an evergitaaiden on the delivery of products
and services. The concept of employee welfare bas bsed by many organizations as a
strategy of improving productivity of employeesc@nwork related problems can lead to
poor quality of life for employees and a decline performance. Each year most
organizations at a set time review their salaries r@muneration packages for their staff.
Salaries need to be at a certain level so thas ihd longer a primary concern for
employees to drive commitment to the organizatidealth benefits are an important part
of most employees benefit packages which explaimg mvany organizations offer them
to their worker to boost morale and commitment e brganization. The employees
being the major assets of the organizations plasgrg crucial role that can never be
underestimated. Therefore they should be equippéd the right knowledge through
effective training to enable them to be producthence improved performance. The
study employed descriptive research design becausdealt with the aggregate of all
responses using descriptive statistics such as jmmodan, percentages and frequencies
through self-administered questionnaires and Sedtrandom sampling procedure was
used to select the sample that represented theevploplulation. This sampling technique
would be appropriate because the target populasdmeterogeneous. The researcher
targeted 224 employees from the six departmerttsedteadquarters and a sample size of
guantitative techniques. Results were analyzeditqtiaély by data being sorted, coded
and narrative explanation given. Quantitative datdahe other hand was analyzed by use
of tables, charts, graphs and interpretation ddrihereof for ease of understanding. The
statistical package for social sciences (SPSSused by the researcher for data analysis.
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OPERATIONAL DEFINITION OF TERMS

Reward

Employee Performance

This refers to the monetary or non-monetary reitimgn
that an organization provides to its employeesdento

express appreciation for good performance or beliavi

The accomplishment, execution or carrying outroftiaing
ordered to undertake.

Performance management The process that begins with translating the ol/etadtegic

Training

Total Reward

objectives of the organization in to clear objeesifor each

individual employee.

This refers to the acquisition of knowledge, skdlisl
competencies as a result of teaching of vocational
practical skills and knowledge that relate to speciseful

competencies.

The whole package of employee reward system domsis
of three elements; financial compensation, employee

benefits and non-financial reward such as recagniti

Xii



CHAPTER 1
INTRODUCTION TO THE STUDY
1.1 Introduction

This chapter presents the background of the stthiy,profile of Kenya Bureau of
Standards, statement of the problem, research toilgscboth general and specific,
research questions, significance of the study,sthdy limitations and the scope of the

study.

1.2 Background of the study

Employee reward is a monetary or non-monetary n@itiog that an organization

provides to its employees in order to express apgien for good performance or

behaviour. Employee reward is usually considered asncept different from employee
compensation (a regular salary), benefits (regaldra options for compensation) and
appreciation (saying thanks for specific contriboji so employee reward is considered
as a frequent systematic payment or any suppaatitien that is regulated by appropriate
organizational program; sometimes rewards can lsyst@matic: one-time bonuses,

valuable gifts, or anything like this (Armstron§)(7).

A systematic approach to employee rewarding isragfaorporate strategy which stands
for continual rising of the performance level fédvetwhole company, a workgroup, a
company unit, and individuals. It requires estdtitig an accurate system of employee
performance monitoring. In a more advanced meaamployee rewarding combines the
features of all other remuneration types: emplageegnition (results-oriented payment);

appreciation (motivational action) and benefitg@ar option for extra earnings).
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The purposes of employee rewards are:

« Attracting, retaining and effectively rewarding ¢ifiad, talented and diligent
employees;

« Supporting exceptional performance and outstaneingloyee efforts;

The aggregate of financial and non-financial rewattht any employer offers are meant
to attract, retain and elicit reciprocal performaraf the employees. This aggregate has

been described as the ‘new pay’ or total rewardmgrong, 2007).

Worldat work (2000,cited in Armstrong,2007) firsfohed total rewards as consisting of
compensation, benefits and the work experience thiéhlatter components including

acknowledgement, balance (of work and persond| kiigture, learning and development
as well as the work environment. The revised dedininow consists of five components;
compensation, benefits, work -life balance, perfamoe and recognition, development
and career opportunities (Worldatwork, 2007). Otheefine it as consisting of

compensation (pay and bonuses), benefits, learamd) development and the work
environment (Towers & Perrin 2001).

Reward systems and procedures provide ‘the glué&twkeeps the entire team together
thus improving their performance (Gross, 2011). &&ls and recognition can also be
used to enhance relationships by encouraging cmatpe and working towards a
common goal. Rewards can either be given based ndividual behaviour and
performance or can be given to the whole team aqdblly divided amongst the
individuals based on team performance. In order dar organization to meet its
obligations to shareholders, employees and sodetop management must develop a
relationship between the organization and employkas will fulfil the continually
changing needs of both parties. The organizatiopeets the employees to perform
reliably the tasks assigned to them and at thedatds set for them and to follow the
rules that have been established to govern the plaw&. On the other hand the
employees expect the organization to provide fay, gafe working conditions and fair
treatment (Beer, Spector, Lawrence, Mills & Walth@84).



Traditionally most reward and recognition programere vague and often given in
response to a managers perception of when an ea®logrformed exceptionally well.

There were usually no set standards by which eiaeptould be measured and it could
have meant anything from having a good attitudsisaeag another department or being
consistently punctual. However, in current orgatizel settings this is no longer the
case, as organizations understand the great ganged by linking rewards to the

business strategy (Flynn, 2007).

Since organizations provide rewards hoping to eodammployee motivation and
engagement in job-related activities different redsahave different effects on employee
motivation and performance. Previous research measided empirical evidence that
some employees perform well when they are offeredeatary rewards (Manolopoulos,
2008). He asserted that extrinsic rewards exsshger influence on employee choices
and performance as compared to rewards given feeln@erformance which tend to

increase intrinsic motivation and creativity (Eiberger and Shanock, 2003).

People are now seen as the primary source of a awyigp competitive advantage.
Therefore the way people are treated increasingtgrchines whether an organization
will prosper or even survive (Lawler, 2003). Orgaations are under constant pressure to
enhance and improve their performance and arezimeglithat an interdependent
relationship exists between organizational perfarceaand employee performance hence

the whole concept of performance management.

Performance management includes the practicesghratnich the manager defines the
employee’s capabilities and evaluates reward, énegmal effort all within the framework
of how employee performance should be contributmgachieving company’s goals
(Armstrong, 2005). It refers to a comprehensiveersific approach to ensure a link
between efforts of individual employees with visiand goals of the organization, to
achieve excellence in the organization on one sidd satisfaction and growth of
employees on the other side. The overall aim ofop@rance management is to establish
a high performance culture in which individuals aedms take responsibility for the

continuous improvement of business processes artdm own skills.



The concept of performance management has devetpadthe past two decades as a
strategic, integrated process which incorporatesd getting, performance appraisal and
development into a unified and coherent framewoith ihe specific aim of aligning

individual performance with the organizational aipees (Dessler, 2005).

Armstrong (2002) draws attention to conceptualaranf total reward which comprises
both financial non-financial elements. With referento performance management
financial (extrinsic) rewards relate usually to mer contingent pay, that is, where an
element of pay is at risk and dependent on perfocsa adopting performance
management as the process by which decisions aalltmation of such rewards is based.
Non-financial rewards (intrinsic) rewards inclugeaognition, development, and access to
other assignments, career guidance and the quahprking life, many of which can be
delivered by developmental forms of PM.

It is crucial that organizations have an efficistrategy to link performance with reward
because both have an impact on the bottom lineeigioyers need a modern system for
tracking the link between the two or they miss ontalented people and will struggle to
meet their critical corporate targets (Stuarn, 203 be effective the management of
performance needs to be a formalized process witftoppnance measures updated at least
annually, formal reviews held regularly and devetept plans agreed and monitored.
According to Dyer and Reeves (1995) performancerseio output measures (improved
retention, reduced absenteeism, productivity, andyxct and service quality). Employees
need to have their work reviewed so that they magpdknowledged and rewarded when
appropriate.

Prendergast (2008) asserts that incentives areidadvto workers through the
compensation practices of their employers. The mamm which workers respond to
these incentives plays a significant role in deteimg both their individual level of

performance and the performance of the organiza®m whole. However, it is often
difficult for managers to determine an individuabnkers contribution to the overall
performance of an organization. Without this infatan managers will not be able to
match reward performance with any degree of acgunaith the knock —on effect that

workers will not be able to count on a fair rewardeffort expended.
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A range of systems have been applied in the pwglator to reinforce the link between
individual and organizational performance inforntgdthe principles of PM tested in the
private sector. For example, the use of organimatidargets, devolved management,
individual target setting, performance review aedi@grmance related pay (Boyne, 2002).
Managing and measuring performance has been ottedfey drivers in the reform of
the public sector in recent years. It is one of tentral planks of ‘reinventing

government’ movement (Gianakis, 2002).

Although PM is relatively unknown in many Africamuntries the interest in such an
improvement tool is growing among African organigas and in specific government
owned agencies. For instance, there seems todmd aaged for the balanced score card in
Kenya's state owned corporations as it will helpsen organizations to improve their
performance and then contribute to the company®wtr. Both management and
government need to work diligently on a successfydlementation of PM (De Waal &
Augustine, 2005). In Kenya PM was traditionally idefl as the process of financial
control in which the mission and strategy are ti@es into budgets and subsequently
results are compared with budgets. However as rk@amyan companies are trying to
qualify for the ISO standards they are turning ®f@rmance management. Those
companies that have implemented the BSC show metterbperformance than the

‘scorecard less’ competitors (Malinga, 2004).

Any PM strategy must not only be affordable buniist also be fair which means setting
employees appropriate and achievable objectives. any organizations set poorly
targeted incentives because the system they haptaae for assessing and measuring
how an individual or a team is performing is in quiate. Therefore rewarding employees
based on how they perform is a tricky area for oiztions, but if they get it wrong then
productivity and motivation can nose dive. Nothiagnore demoralizing for people than
feeling that their efforts are not being adequatelyognized. While employers become
frustrated if they are not getting the best retpossible from their reward schemes, yet
often they have themselves to blame. The harslityaal that too few organizations
effectively link performance and their reward sys$e Without this firm connection a
business can struggle to attract or retain the taent and will always lose out as

confidence shifts to the job market over the next months. This is an indication that
5



those organizations who have not implemented a gtdddand reward system for their
employees faces a very hard time in the dynamginless environment This is a
challenge for these organizations who want to imerahe performance of their

employees as they are heart of every organizaiomgtrong,2000)

1.2.1 Profile of Kenya Bureau of Standards

A government-owned corporation, state-owned compastgte-owned entity, state
enterprise, publicly owned corporation, governmeénsiness enterprise, commercial
government agency, public sector undertaking oagiatal is a legal entity created by a
government to undertake commercial activities dmalfeof an owner government. Their
legal status varies from being a part of governnerdtock companies with a state as a

regular stockholder.

The Kenya Bureau of Standards (KEBS) is a governnagency responsible for
governing and maintaining the standards and pexctaf metrology in Kenya. It was
established by an Act of Parliament of Kenya's &fatl Assembly, The Standard Act,
and Chapter 496 of the Laws of Kenya. The Burearest its operations in July 1974. It

has main offices in Nairobi, and regional officesoughout Kenya.

The KEBS Board of Directors is known as the Natidgt@andards Council ("NSC") and
is the policy-making body for supervising and collitng the administration and financial

management of the Bureau. The Bureau's chief eixedgtthe Managing Director.

The aims and objectives of KEBS include preparatbstandards relating to products
and services, measurements, materials, procedsesnel their promotion at national,
regional and international levels; certification ioflustrial products; assistance in the
production of quality goods; quality inspectionimiports at ports of entry; improvement

of measurement accuracies and dissemination afnnaftoon relating to standards.

To keep close liaison with and render efficienwg® to industry, trade and commerce in
different parts of the country, KEBS has openedi&®ed Offices in Mombasa, Kisumu,

Nakuru, Garissa, Nyeri and has import inspectidited at all the legal points of entry in
Kenya. KEBS is a member of the International Orgation for Standardization (ISO).

6



Public sector organizations often feel constrainedtheir ability to reward their

employees and have to be careful not to be seasiag public money in ways that could
be seen as irresponsible. Giving individual cashuses or giving team a ‘benchmarking
tour’ could be seen as unnecessary perks givemlticpemployees. Thus government
agencies have been characterized as decision maitkait a single clear organizational
goal unlike the case of private sector where vahagimization appears to be overriding
goal. Government jobs involve many difficult tasksd the difficulties in monitoring

their behaviour means that incentive plans arecditf to implement thus the preference

for benefits.

Armstrong (2007) defines benefits as indirect payg ancludes; pensions, wellness
programs, sick pay, various types of loans, insteamompany cars and paid annual
vacation. Beardwell and Holden (1997) cite a nundéeeasons for the choice of benefits
as over other rewards. Most benefits are tax exem@tmutually beneficial to both the
employer and the employee. Firms also enjoy ecoe®rmi scale in providing them.
More importantly, benefits can also serve as anomapt retention tool; pension as a
seniority benefit serve as a deterrent since itogeg large economic costs on employees

who quit early hence their preference at KEBS oiker reward schemes.

1.3 Statement of the Problem

The process of measuring and subsequently activefynaging organization and
employee performance in order to improve orgarora effectiveness is usually seen as
critical to development and survival of the orgatian. The Human Resource Audit
Manual (2006) lists PM and PA as a function of HRIWe other functions of HRM are
Human Resource Information System (HRIS), Recruitmand selection, Training and
Development, Succession Management, Human Res&leaic@ing, Employee relations,
Management of Change, Compensation and BenefiexeTis growing recognition that
despite significant effort to improve public seeviperformance it is still found to be
wanting in many developing countries Kenya includddowever, according to Lubale
(2012) there is lack of a well thought out rewaxdtem for best performers by the
government. Again, management of public servantKemya has been found to be
severely wanting. There has not been a cultureaskplanning where targets are set at

the beginning of the year and performance measgaest set targets. As a result the
7



public service has focused on inputs such as badget activities rather than outcomes.
Likewise the unequal pay and incentive regime tisainot linked to performance,
achievement of results and national priorities exaates the problem (PSC-K Report,
2008).Having a performing workforce is very impaottabut if the efforts are not
rewarded accordingly, performance is affected asblgr PM helps employees align their
personal goals with organizational and to undedsteow their efforts are rewarded.

Organizational reward systems may affect employeealm which in turn affects their
performance and that of the organization as wedinilemployees will remain productive
if assured of good rewards. Therefore organizatisimsuld strive to ensure that their
employees get the necessary rewards both finaacidl non-financial to be able to
perform well. PM systems are used by the orgamimatito gauge the employees’
effectiveness in achieving the organizational goafsl subsequently receive their

rewards.

1.4 Objectives of the study

1.4.1 General Objective
The general objective of the study was to estalthehrelationship between rewards and

employee performance at Kenya Bureau of Standards.

1.4.2 Specific Objectives
The study however sought specifically to:

1. To determine the relationship between employeeanelfervices and employee
performance at Kenya Bureau of Standards.

2. To establish the extent to which salary reviews anked to employee

performance at Kenya Bureau of Standards.

3. To examine how employee health benefits are linkegerformance at Kenya
Bureau of Standards.

4. To establish the relationship between training powg and employee

performance at Kenya Bureau of Standards.



Research Questions

1. What is the relationship between employee sesviand employee performance at
Kenya Bureau of Standards?

2. To what extent are salary reviews linked to exygé performance at Kenya Bureau of
Standards?

3. How is health benefits linked to employee perfance at Kenya Bureau of Standard?

4. What is the relationship between training praggaand employee performance at

Kenya Bureau of Standards.?

1.6 Significance of the Study

The study highlighted the various non-financial éfés that organizations give their

employees to ensure effectiveness in their workfoReance management assists
management to influence and direct performancergfl@yees. Employee evaluation is
important to the management as well as the empsoydEes can influence the amounts
of efforts employee put in their job once it is readlear that efforts increase

performance and ultimately rewards. The employeasldvalso be sensitised about the
organization’s rewards and subsequent performandkeir part.

This is to help the management of the organizatarealign itself concerning PM so as

to get the best out of its utilization and to imgre@mployee performance.

1.7 Scope of the Study
The study was carried out to investigate the effectnon-financial rewards/benefits

on employee performance at Kenya Bureau of Stasddtdwas confined at the
organization’s Headquarters since this is whereomalecisions concerning its
operations are made and has the largest numbenmbgees thus it would provide
adequate data for the study and it would be easibessible to the researcher. The
study focused on the operational staff at the sajomdepartments at the headquarters
since they are the major beneficiaries of the amgdion’s reward system.

It is against this background that this study soutgh establish facts about the

relationship between reward and employee performanc



1.8 Limitations of the Study

The researcher was unable to get all the requimedmation since some respondents
were uncooperative to the extent that they refusedffer the information required
for the study. On the other hand some respondeate woncerned of their privacy
and confidentiality of the information they gavenc® they were worried of the
information being leaked resulting to their victmafion. The researcher assured the
respondents of anonymity and confidentiality of théormation given through the
guestionnaires
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

The success of any organization depends on thatyquald the productivity of the
employees. The employees become a significantrfactany organization since they are
the heart of the organization. The organizatiomsiodachieve their goals and objectives
without them. Therefore the employee needs songtturmotivate him to work at the
best interest of the organization. The organizaticey aims, goals and objectives become
an embedded part of the process in the PM and caocated through the performance

appraisal process (Marchington & Wilkinson, 2005)

Managing employee performance is a critical taskairy organization. Effectively

managing performance contributes positively to @ygé satisfaction, retention and
engagement and thus has important internal andrredteoutcomes. Performance
management is regarded as a problematic area insiHEe it deals with different

individuals with different interests and persone$it Because of this improvement and
redesign of PM in whole or in part play a majoreroh systematic organizational

development efforts (Cumming&Worley, 2005).

According to Dodd (2005) performance measurememdsRM as business process and
communication around total rewards are the cruadiatlerpinnings of an effective

compensation system that differentiates and trelyards performance. Traditionally
individual performance in organizations was centoedevaluation of performance and
allocation of rewards. Organizations are startingatknowledge that planning and

enabling individual performance have a criticaketfon organizational performance.
11



2.2 Theoretical Review

The study was based on two major motivational tleepiMaslow’s motivation theory
and Vroom’s expectancy theory. The expectancy thessumes that motivation is a
function of three components; for an individuallde motivated: the reward must be
valued by the person (valence); the person muséueelthat higher performance will
result in greater rewards (instrumentality) andt ta@ditional effort will lead to higher
performance (expectancy). For example, if an eng#qyerceives that high performance
might not be achieved even after hours of effod ttulack of skills or self-efficacy, even
if he or she desires promotion the person mightfeelt motivated and thus performance
will be negatively affected. Likewise if an empl@yean perform well but does not value
the reward provided for example a gift voucher teestaurant that the person does not
care for, the person is likely to be demotivatelde Theory is based on the hypothesis that
individuals adjust their behaviour in the organimat on the basis of anticipated
satisfaction of goals set by them. The individualsdify their behaviour in such a way
which is most likely to lead them to attain themads

Therefore, offering the appropriate rewards, priogdappropriate training, clarifying
expectations and providing guidance are importaustriengthen this reward-performance

link.

Maslow’s theory is based on a simple premise themdn beings have needs that are
hierarchically ranked. As we satisfy these basedsewe start looking to satisfy higher-
order needs. Once a lower need is satisfied ibngdr serves as a motivator. The most

basic of Maslow’s needs are physiological needskvhefer to the need for air, food and
12



water. Once physiological needs are satisfied, lpetgmd to become concerned about
safety. Social needs refer to the need to bond etiter human beings, to be loved and to
form lasting attachments. The satisfaction of estaeeds more salient.

Finally, at the highest level of hierarchy, the dhefor self-actualization refers to
‘becoming all you are capable of becoming’. Thigchenanifests itself by acquiring new
skills, taking on new challenges and behaving wag that will lead to the satisfaction of

one’s life goals.

Maslow’s hierarchy is a systematic way of thinkidgout the different needs employees
may have at any given point and explains diffemeatctions they may have to similar
treatment. Therefore organizations should satidfgirt employee’s needs through
leveraging the various facets of planning, organgzieading and controlling. In the long
run, physiological needs may be satisfied by thre@€s pay check, but it is important to
remember that pay may satisfy other needs suchfats/sand esteem as well. Providing
generous benefits, such as health insurance angatgnsponsored retirement plans as

well as offering a measure of job security willhehtisfy safety needs.

Social needs may be satisfied by having a friemalyironment, providing a workplace
conducive to collaboration and communication witthess. Providing promotion

opportunities at work, recognizing a person’s aqaishments verbally or through more
formal reward systems; job titles that communicatio the employee that one has

achieved high status within the organization areragrways of satisfying esteem needs.
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Finally, self-actualization needs may be satisfigdproviding development and growth
opportunities on or off the job, as well as by gssig interesting and challenging work.
By making the effort to satisfy the different easimployee may have at a given time,
organizations may ensure a more highly motivatedrkisoce hence improved

performance.

2.3 Empirical Review

2.3.1 Employee Performance

An organization’s viability is directly related tbe performance of its employees. A well-
managed organization has an effective PM systerat dhgns individual employee
performance goals with the organization’s missiod aision. Employee performance
can be defined as what an employee does, prodadegcaomplishes on behalf of its key
stakeholders. In order to improve employee perfogeathe management needs to
provide their people with the right framework, thight environment and the right
opportunities (Mathis, 2003).

Employees want to know how well they perform onrtiebs. Kavanagh (2007) refers to
the idea of employees wanting to know how well they performing: the issue of how
best to provide effective feedback to employeesthadthallenge of providing feedback
to employees which facilitates both performance rompment and effective career
development.

DeNisi and Kluger (2007) assert that it is widebcepted that feedback is an essential
component of an effective performance improvemetnategy. Thus performance
feedback plays an important role in numerous omgditinal activities such as career
development, motivation, and job satisfaction ardggmance management. Employee
evaluation also known as performance appraisaitisal to ensure feedback is achieved,
for the functioning of the organization as welltasthe advancement of the employees.
The organization needs to rate its employees dopé@ple can be identified to assume
positions of leadership. Employees need to have Werk reviewed so that they may be

acknowledged and rewarded when appropriate.
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For any organization to achieve effective emplogedormance they must have in place
Employee Performance management Systems an HREhsylscribed as a ‘continuous
process of identifying, measuring and developing performance of individuals and
teams and aligning performance with the strategialgof the organization. Scholars
describe EPM as an important tool that leads tol@yeps’ performance improvement
(Purcell and Kinnie, 2007).

In many organizations, the most effective way tor@éase employee performance is
through clarification of goals. Where a person lsac regarding his goals and has the
ability and drive to perform effectively, perfornr@n may still be inadequate. In such
circumstances it generally transpires that theee ddostacles which prevent the person
from performing effectively. Such barriers may umbk: lack of time; insufficient
information; inadequate work facilities and lack ad-operation from others. Hence
employee performance may dramatically improve bynaeing the obstacles and
changing the employee’s job to ensure that theackest no longer impinge on his

performance.

2.3.2 Employee Welfare Services and Employee Perfoance

In the modern world the rising dependencies on ajlabarket forces places an ever-
greater burden on those working in the deliverpraiducts and services. This in turn has
had a negative effect on health and wellbeing ofkens. This results in high cost to

business and the public pulse of employee abseitbetive public sector absence levels
and costs being higher (Mac Donald, 2005).

The concept of employee welfare has been used loy mEanizations as a strategy of
improving productivity of employees since work telh problems can lead to poor
quality of life for employees and a decline in peniance (Manzini & Gwandure, 2011).

Tehrani, N and Humpage, S (2001) points out thdlbeieg in the workplace is steadily

rising up the business agenda as more employeosgnize the benefits and contribution
that can be made by introducing workplace health &allness policies. He comments
that healthy and fit employees are essential torarg a company remains efficient and
profitable. Employee wellbeing at work promotes aatage to organizations of having a
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healthy work (Cooper & Robertson, 2001). Therefdhe dynamics of employee

wellbeing at work is pivotal in the understandinigtioe different domains that affect

quality of life at work.

Priti (2009) argues that the role of welfare atidg is to promote economic development
by increasing efficiency and productivity with thmderlying principle being making

workers give their loyal services in genuine spafitco-operation and the general well-
being of the employee. The employee of Kenya Buma®tandards render essential
services to the nation of ensuring that goods amices of the best quality for

consumption and thus labour welfare activities neeadddress their issues.

Further, welfare facilities help in raising emples® standards of living. This makes
workers’ pay more attention to work and thus insesatheir productivity and foster

better industrial relations, help organization’sibility and popularity (Priti, 2007)

The International Labour Organization (ILO) clagsf welfare services into two;
intramural activities which are provided within testablishment such as drinking water,
creches, rest shelters, canteens, health servicksling occupational safety, uniform and
protective clothing and shift allowances. Extranhumativities which are undertaken
outside the establishment such as maternity benefidcial insurance, measures like
gratuity pension, physical fithess and efficienegycation facilities, recreational facilities

including sports, cultural activities, transportted from work (Manju & Mishra, 2007).

Currie (2001) views employee wellbeing at work lzes physical and mental health of the
workforce. That is, employees should be workingairstress-free and physically safe
environment. Bakke (2005) supports this view antesidthat wellbeing can be linked to
promoting environment that make work exciting, stiating, enjoyable and proposes that

joy-filled workplaces improves performance.

For organizations to be able to remain sustainébie inevitable that promoting the
wellbeing of its employees is a necessary needntmmce performance and thereby
survival and further development of the organizati@Currie, 2001). Introducing

employee services into organizations thereforeikislyl to introduce a change in the
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organizational climate that makes room for innoxefpractices that can produce positive

organizational outcomes.

Research has shown that an escalating number dbgenp now recognize human capital
as a valuable resource and consequently there iilscegnsing realization that employee
wellbeing is an important determinant to organai prosperity.

Here in Kenya the Occupational Health and Safety ABSHA), 2007 provides
guidelines for safety and welfare of all workersdaall persons lawfully present at
workplaces. Therefore it is the responsibility afesy employer to ensure that their
workers wellbeing is take care of to ensure maximpmoductivity hence improved

performance.

2.3.3 Salary Reviews and Employee Performance

Each year most organizations at a set time revieeir tsalaries and remuneration
packages for their staff. Most companies raise siadf wages by the consumer price
index or inflation rate in order for salaries tonan at least at the current rate of inflation.
Salaries and financial perks are not enough to kegpindividual engaged in the work
place. However salaries need to be at a certai lavorder for it to be no longer the
primary concern for the individual to drive commént to the organization (Ongori,

2007) and to bring individuals satisfaction thataesrelated with their earnings.

There is some empirical evidence that pay has tdaféects on performance (Gneezy and
Rustichini, 2000). There is substantially more ewick that positive outcomes such as
higher subsequent performance are more likely wianincreases are made contingent
on good performance. A major part of attracting aethining the best employees

involves reviewing the compensation you are payingsent employees and awarding
raises as the business and market demands. Weilke dhe many ways of determining the
amount of raise, the basic approaches to deterthieeamount of raise is to give

everybody the same percentage or give employedesraiit raises based on equity

between base wages or performance also known aseahesystem (BIS, 2011).
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There appears to be plentiful evidence in the rebelterature that poor pay has a
negative effect on the performance of public setwamd is a core factor in worker de-
motivation (PSC-K, 2008). This is especially theeavhen salaries are not adequate for
obtaining the basic necessities of life. The reporther suggests that knowing how to
manage salary reviews is critical to engaging,imetg and motivating staff. This can
provide a key opportunity for both the employee #mel employer to ensure that they

share the same understanding with regard to pesiscenmeasures and expectations.

With consumer and business confidence at consildetals it may not be financially
viable for organizations to give their staff theypee that they received in previous years
or that they may be expecting. However, Armstra2@D@) suggests some key points that
should be considered when conducting salary reviews

2.3.3.1 Salary consistency

Consistency in salaries amongst the staff is ex@hgnimportant. People talk and
unreasonable or unexplainable salary discrepaceaiesoster resentment and have a very

negative impact on the organization’s culture.

2.3.3.2 Self-evaluation forms

Having employees complete self-evaluation forms jusr to salary reviews are useful
in getting an understanding of what gap there maybktween the organization’s
perceptions and expectations and employee’s péoospand expectations. It will also
provide guidance for what key areas should be f@tusn and addressed during the

review.

2.3.3.3 Clear communication

Communicating clearly about pay at all times, gsgttiout clear and achievable
performance objectives and milestones will allove tbompany to assess the true
contribution of the employees to the business amdprovide markers for considering the
validity and legitimacy of a pay rise. Open comnuation about the issue will limit any
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damage to goodwill and pave way the way forward d&oibetter understanding of

performance objectives and expectations, and hewithpact reward mechanisms.

2.3.3.4 Other incentives

Cash bonuses are often used as an alternativedlary increase. A bonus that is tied to
performance is an additional incentive for the eyek and it can ensure that the

business objectives will be achieved before inagrany additional cost.

Performance management encompasses performancaisappobjective setting for

individual departments, appropriate training proggaand performance related pay. PA
should measure performance against identified dpirements, determine the gap
between the skills available and those needed Her jbb and set a remuneration
intervention to harmonize the two.

According to Lawler, (2003) if the compensationtsys is designed to distribute rewards
in relation to differences in performance, it ise#ial that the organization implement a
PA system. This will enable the managers identity good performers and reward them

or those employees who have potential for growthfature development.

PA would not work if linked to a reward and remuatém system that employees do not
trust or support (Stockley, 2009). Employees willlyosupport the reward system if
constant reviews are made periodically in theiofavand if they are involved in setting
goals for performance pays such as commissiondandses and when pay policies are
communicated openly. This will boost their morahel avill always look forward to work

and deliver selflessly to the organization.

2.3.4 Health Benefits and Employee Performance

The well-being of employees is in the best inteodshany organizations. The workplace
is a significant part of an individual’s life thatfects his or her life and the wellbeing of
the organization. However, the wellbeing of empés/as also in the best interest of
employers who spend substantial resources hiringleymes and trying to generate

products, profits and maintain loyal customers. Talth, safety and wellbeing of the
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workforce are an essential element of a successfdl sustainable business. Although
expensive there are many intrinsic benefits to igiiog your employees with an
insurance plan. For most it is the ability to fiamad keep highly qualified staffs that is the

key driver for good performance (Armstrong, 2005).

Armstrong (2006) argues that medical services amprovide help to employees who
may get absent from work for long periods becadsédness related issues. Employers
provide a variety of health care benefits usudiigoigh insurance coverage. The most
common plans cover medical, dental, prescriptiongslrand vision care for their

employees and their dependants.

Employers also have in place counselling servicestake care of employees
psychological needs as Armstrong (2006) also furdrgues that stress, anxiety and

depression are some of the issues that may ledidrt@l performance of the employees.

Many employers allow employees to miss a limitednbar of days because of illness
without losing some pay. Others pay employees fursad sick leave whereas have
shifted emphasis to reward people who do not welsave by giving the well pay that is

extra pay for not taking sick leave (Matthis,2003).

With all these health provisions catered for by ¢neployer employees to perform well

since the medical care issues for them and thewddiate families are fully catered for

by their employer.

2.3.5 Training Programs and Employee Performance

The view that people are an organization’s mostotgmt assets and that their effective
development and deployment offers a distinctive mmakimitable competitive advantage
has spurred interest in the effective managemerttuohan resources (Guest, 2000).
While the resource based literature has argued glaeralized investment in human
capital should be avoided, drawing conclusion anlitierature on psychological contracts
and organization commitment is important as gerrm@dlinvestments may have value for

the firm through strengthening worker commitmenthi® firm
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From a company’s perspective training of employeegssential for organizational

operation and advancement. From an employee’s @eigp these same factors are both
crucial and critical for skill development and foareer advancement. Retention of
employees and the retention of valued skill seésiamportant for continued business
achievement (Mark and Sockel, (1999). The succkssfantion of employees leads to
knowledge preservation within the organization (€@&p2004). At a company level,

mechanisms that allow for and promote knowledgesfiex amongst employees can help

minimize the effect of the loss of skilled staffdther companies.

Training employees leads to increased employesfaetion, facilitates the updating of
skills, leads to an increased sense of belonging benefit, increased employee
commitment to the organization and strengthens dhganizations competitiveness
(Burden and Proctor, 2000).

A reward system is not only concerned with monelydtbier non financial rewards such
as training and development. According to "moneykey’, (2001:1) employees’ ranked
external conferences and seminars, tuition reindvoent, managerial training and
company support for academic degrees as alterntaiivaoney to retain workers and
improve performance. Workers who are given the dppdy to learn, grow their careers
and are appreciated are more willing to make l@ngntcommitments to the organization.
Training and development is important in all aspeaft the organization for sustained
success and growth. Rapid change in technologyhadging customer demands require

continual retraining of experienced employees tégom new and changed jobs.

Training should be about the whole person developmet just transferring skills, the

traditional interpretation of training at work. Waer role and responsibility, you might
not immediately be able to put great emphasis parson’s development. If the person’s
development is quite worthwhile an organizatiorairet him or her. Unless training is

effected, an organization will not benefit from ésployees (William, 2009)

A well trained and motivated workforce makes it gibke to achieve organization
success. Effective employee training is not onliticad for enhancing long term
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employment and economic growth which can add tooagenizations competitive

advantage; but it also provides firms with a uniguel differentiated position that can
improve the standard and quality of services odpets resulting in continual innovation;
increased productivity and profitability (Mathew2002; Taylor and Davies, 2004).
Training employees motivates them to channel tlefforts towards organizations

activities and thus enhancing their performancanéinagement neglects training their
employees they will become dissatisfied or losér tinéerest in the job. This may lead to

absenteeism, turnover, sick leave, strikes, grieesiand even accidents.

Whilst company commitment for its employees posiipvaffects retention and leads to
desirable outputs there are many types of traiajgropriate to different categories of
employees. To have the positive results, orgamizatcommitment to training must tie
closely to appropriate effective training methodsd araining delivery mechanisms.
Therefore it is the responsibility of the managemtn ensure that their employees
possess the necessary skills to ensure efficiendyeffectiveness in their work hence
improved performance.

2.4 Summary and Gaps to be filled by the Study

Today’s reality is that people influence importaspects of organizational performance
in a multitude of ways. People conceive and impleintee organization strategy, while
the mix of people and systems mostly determines oaganizations capability.
Competencies are required to execute the stratadjyheese competencies are primarily a
function of the skills and knowledge of an orgatimas human capital which should be
rewarded. Therefore if an organization is to triéatemployees as it's most important
assets, it has to be knowledgeable about whathiismotivates people to reach their full

potential and hence improved performance (Lawi@d32.

In order for an organization to meet its obligatida shareholders, employees and society
its top management must develop a relationship dmtwthe organization and its
employees that will fulfil the continually changingeds of all parties. At a minimum, the
organization expects employees to perform relidisdytasks assigned to them and at the
standards set for them. The employees expect tenization to provide fair pay, safe
working conditions and fair treatment (Beer et 2984).
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People are now seen as the primary source of a ayigp competitive advantage.
Therefore the way people are treated increasingtgrchines whether an organization
will prosper or even survive (Lawler, 2003). Orgaations are under constant pressure to
enhance and improve their performance and arezimeglithat an interdependent
relationship exists between organization perforrearand employee performance.
Therefore the management should ensure that tingrogees are well rewarded to
ensure enhanced productivity. Prendergast (19983rtssthat rewards involve giving
something of value to recognize positive work ressuReward therefore is integral to
recognizing employee’s contribution to the orgati@s growth and subsequent

prosperity.

2.5 Conceptual Framework

Employee services
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al policies &
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Fig. 2.1 Conceptual Framework

Source: Author (2014)
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2.5.1 Employee Performance

Performance is usually defined as the extent tochvhan organizational member
contributes to achieving the goal of the organaratEmployees are the primary source of
competitive advantage in service-oriented orgammat The performance measurement
system employed in an organization must be in #ipndo measure the performance of
all assets including the human ones. Therefores itevident that the individual’s
performance has an impact on the organizationsraidgctives and thus it is imperative

that every employee’s performance should be managed

2.5.2 Employee Welfare Services

Employee welfare is a term including various seesjcbenefits and facilities offered to
employees by the employers. Through such generensfits the employer makes life
worth living for the employees. They are ameniteedended in addition to normal
rewards available to employees as the legal pravssiThe very logic behind employee
services is to create efficient, healthy, loyal aatisfied labour force for the organization.
The purpose for such facilities is to make thde better and also to raise their standard
of living

2.5.3 Salary Reviews

It is important when managing a salary review tokl@at what the market is paying. It
should be carried out together with performanceere\as they both go hand in hand.
Salary reviews are an important process and regane and preparation in order to meet
your employees’ expectations and ensure that revéew valuable process. It is also
important that explanations are offered as to th&sons and criteria behind salary
reviews. Not everyone may receive a salary increasa least an increase at the level

they were expecting, so it is important that thesipectations are managed correctly by

justifying and preparing prior to undertaking treview. When the organization is in a
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position to offer a pay increase at a higher Il¢kiah they were expecting it is important
to utilize this situation to praise and congrateilite employees for excellent performance

and contribution.

2.5.4 Health Benefits
Health benefits are an important part of most eygrs benefit packages which explains

why many organizations offer them to their workéh#hile offering health benefits is an
expense some organizations want to avoid, there aanreumber of reasons why
organizations should consider offering health biésefFirst, today’s job market is fiercely
competitive and yet the best new hires are an itapbpart of the company’s strategy.
Health benefits are something that new employee& lior today considering the

skyrocketing cost of healthcare. Without healthdsis your staff will likely to be eyeing

other positions that can give them the health amyerthey need. In addition, health
benefits boost the morale of staff since they avara that the employer is concerned

about their wellbeing.

2.5.5 Training Programs
Employees are the major assets of any organizatlua;active they play towards a

company’s success cannot be underestimated. Assuwdt requipping them through
effective training becomes imperative in order taximize job performance. Investment
in training can improve an organizations financthnding. Poor performance often
results when employees do not know exactly whay Hre supposed to do, how to do
their jobs or why they need to work in certain waysaining can help solve these
performance problems by explaining the detailshef jpb. Improved performance from
training can reduce staff turnover, lower mainte@arcosts by reducing equipment
breakdowns and result in fewer customer complaBetter performance from employees

typically creates less need for supervision anddsrincreased worker output.

2.5.6 Organizational policies and Regulations
Organizational policies are courses of action takgnan organization from among

alternatives to guide and determine present andgduecisions and position on matters

concerning the organization. Appropriate organaral policies concerning reward will
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stimulate employee satisfaction and performancegafizations that put in place
practices like effective and equitable compensasitmcture, appropriate promotional
scales and enhanced development and training appoes will motivate their

employees to perform well.
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CHAPTER 3
RESEARCH DESIGN AND METHODOLOGY

3.1 Introduction
This chapter deals with the description of the rdththat will be applied in carrying out

the research. It covers the following areas; retedesign, research area, population,

sampling techniques, research instruments, dal@ctioh procedures and data analysis.

3.2 Research Design
The study adopted a descriptive research desigdeskriptive survey research design

was chosen because it sought obtain informationdéscribe existing phenomenon by
asking individuals about their perceptions, atwsiand values (Mugenda & Mugenda,
2003). Descriptive research design is the systenwatilection of data in standardized
form from an identifiable population or represew@at(Kombo and Tromp, 2006). This
design was preferred for this study because il fdéscribes employee reward and its

relationship with employee performance at KenyacBurof Standards.

3.3 Target Population
According to Mugenda & Mugenda (2003), target papah is the members of a real or

hypothetical set of people, events or objects ¢isearcher wishes to generalize the results
of the research. The research targeted a populatid24 officers comprising of

departmental employees in the six major departmarite organization.
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Table 3.1 Target population

Department Frequency Percentage
Standards 50 22

Quality Assurance & Inspection a7 21
Metrology 57 25

Testing 42 19
Certification 15 7

NQI Training 14 6

TOTAL 224 100%

Source: Author (2014)

3.4 Sampling and Sampling Procedures

It is impractical to collect data on the whole plapion considering the size, as well as
time available to the researcher, hence the neesdléat a sample that will represent the
whole population. Stratified random sampling wasduso select departments to which
guestionnaires were administered. It was bestdtntethis study because the population
was heterogeneous. Mugenda & Mugenda (2003) obsethvat 30% of the target

population is a good representation thus out of2lP# officers targeted 68 respondents

would be considered to provide a general view enstindy.

Table 3.2 Sample size

Department Frequency Sample ratio Sample size
Standards 50 0.3 15

Quality Assurance | 47 0.3 14

Metrology 57 0.3 17

Testing 42 0.3 13
Certification 15 0.3

NQI Training 14 0.3 4

TOTAL 224 0.3 68

Source: Author (2014)

3.5 Data Collection Procedures
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analysed. Both open-ended and close-ended questiergsused. Open-ended questions
enabled the respondents give adequate explanatmrgiestions while close-ended

guestions helps to keep the questionnaire at @mahte length and therefore encourage
responses. Likert scale was also employed in sa@ris pf the questions to facilitate easy

analysis.

The researcher got authority from the Universityptoceed to the field to collect data.
The authority was through a letter addressed tdéda&l of the organization to allow the
researcher administer the research instrument.r@$marcher personally distributed the

guestionnaires to the respondents and collected #fter a period of two weeks.

3.6 Data Sources and Instruments

Primary data collected directly from the respondenhrough the administered

guestionnaires was used. The major advantage ©fyppe of data is that it is usually the
latest and most updated information and also relef@ the current study. Secondary
data from books, journals, past researches anthtiimet was also used to reinforce the

primary data. Questionnaires were used to collete tfom the respondents.

3.6.1 Data Validity and Reliability

Mugenda and Mugenda (2003) assert that the accofadgta collected largely depends
on the data collected instruments in terms of Wgliand reliability. Validity is the degree
to which results obtained from the analysis of tii@ta actually represents the
phenomenon under study. Validity was ensured wnlgaobjective questions included
in the questionnaire and by getting guidance from supervisor and through expert
opinions.

Reliability on the other hand refers to the measfréhe degree to which the research

instruments yield consistent results (Mugenda & Bhap, 2003).
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3.7 Data Analysis and Presentation

Data was analyzed and interpreted using descripthatistical techniques such as
frequencies and percentages. The researcher madef statistical package for social
sciences (SPSS) to code, tabulate and analyse dtze According to Mugenda &

Mugenda (2003) descriptive statistics includes shedistical procedures that produce
indices that summarize data and describes sampke.r@sults were then presented in

form of well interpreted and easy to understantetglgraphs, charts and percentages.
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CHAPTER FOUR

DATA ANALYSIS AND PRESENTATION

4.0 Introduction
This chapter covers the discussion of the qualigatind quantitative data analysis. It also

presents the most salient findings based on theiriealpanalyses and provides an
overview of the research findings obtained basedhendescriptive statistics for the
measuring instruments which were utilized. The majbjective of this studywas to
examine effects of rewards on employee performamseng operational staff at Kenya
bureau of standards.The data was obtained by usguedtionnaires, analyzed, and

presented in tables, bar graphs and pie charts.

4.1 Response Rate
This particular study targeted 68 respondents basaed their functional
categories/departments from which 52 filled in aedirned the questionnaires making a
response rate of 76.47 %. According to Mugenda &g&hda (2002) a response rate of
50% is adequate enough for analysis and reportini¢eva response rate of more than
60%-69% is considered to be good and that of alz69 is excellent. This was achieved
after the researcher made a rigorous explanatiahgarespondents on how to fill the
guestionnaires.

m Respondents  m Non-Responents

Figure 4. 1: Response Rate
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4.2 Demographic Information

Figure 4. 2: Distribution according to Gender of respondents
To determine their gender, they were asked to atdithe same. Figure 4.2 presents the
findings;

m M\ale

® Female

Figure 4.2

From the findings, the study established that thenler of respondents were almost
equal with a small disparity between female andenaal shown by 46.6.3% against their
male counterparts who registered 53.3% males pbrefents. This shows that there are
more male than are females in the operational stafKkenya Bureau of Standards.

However, from the look of the responses, there igoad balance of gender ration

between male and female. This is also reflectethénmanagement and non-operational
staff of KEBS
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4.2.1 Age of the Respondents

60%
50%

40%

20%

10%

0% . o

21-30 Years 31-40 Years 41-50 Years 51-60 Years

Figure 4.2.1
On the age of the respondents, the study foundthieatnajority of the respondents were
between 31-40 years (50.0%), 446.7% were aged bat@®-30 years, 10.0% were aged
41-50 years, while 5.6% of the respondents werel afppve 50 years. This shows that
majority of the operational staff are middle ag&tley are very energetic and can quit

their area of employment easily given an opporjuaitwhen they sense inequity of the

reward system.

4.2.2 Marital Status

Figure 4.2.2 Distribution according to marital stat
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From the findings, the study established that thenler of respondents who were
married were 60% as compared to the unmarried %4. 4the questionnaires had a

provision for the divorced and the widowed but theyh registered a frequency of Nil.

4.2.3 Job Classification
Table 4.2.3 Job Classification Distribution

S/No. | Job Classification Frequency (n) Percentage
1. | Technician 16 25.5%
2. | Officer 28 41.2%
3. | Specialist 10 14.7%
4. | Clerical/Administration 8 11.8%
5. | Line Manager 6 8.8%
Total 100%

Table 4.2.3 indicates that majority 28 respondeattg41.2%) were Officers while
technicians followed closely at 16 respondents2&ty) while the least being the line
managers at 6 respondents contributing to a pergentf 8.8%. This implied that the
officers and technicians form a batter percentagth® operational staff at the Kenya

Bureau of Standards.

34



4.2.4 Educational Qualifications
Figure 4.2.4Distribution according to education level

19%
Diploma
Degree
Masters

Others

69%

The study also sought to establish the respondbigkest level of education. According
to the findings, the majority of respondents hathaversity degree as shown by 69. % of
the respondents, 19% had college Diplomas ashighest level of education while 10%
of the respondents had Master degrees and 2% hatsdike Secondary education only.
This implies that majority of the respondents hadeast a first degree and could give
relevant information on the subject matter.
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4.2.5 Period the respondents had worked with the ganization
Figure 4.2.5 Distribution of years of experience

35% 7~

30% A

25% 1+~
20%
15% +
10% |
B [
: : : : : .

0%

Lessthan1  2-5 Years 6-10 Years 11-15vears 16-20 Years 21 Years or
Year Longer

The findings indicated that majority had an expsree of about 6-10 years at (36%)
closely followed by respondents with an experienic2-5 years in the same organization
while the least percentage was at less than 1 gedrlonger than 21 years both
registering a response rate of 5 % respectively

4.3 Response to specific Questions
(a) Does the Management carry out performance eva#ion?

When they were asked whether the management ofeKBayeau of standards carry out

performance evaluation, all the respondents (1068ig yes. And when they asked how
often, most of them if not all of them indicatedtlit is being carried out quarterly and

they were actually satisfied with the present panence appraisal system employed by
the organization. In this regard therefore, it veasy for the researcher to correlate the
issue of reward system in relation employee peréorre with ease.

36



Table 4.4: Effect of Rewards on employees’ Perfornmece in Kenya Bureau of
standards

The following is the details of the

Performance | Frequency (n) | Mean Standard
based o o
Deviation t- Statistic | P- Value
rewards
Poor 37 30.39 4.257
-4.034 0.000
Good 31 33.42 5.151

The t-test results in table 4.4 revealed that padnts whose performance was good as a
result of rewards have 33.42 mean statistics wisitctigher than 30.39 mean statistics of
those whose performance was poor. It was notedhisaiean difference was significant
since the p-value aD00 was less than.05 level of significance. Thelizapon of this
was that rewards affected the performance of ojpet staff at Kenya Bureau of

standards.

4.5 Relationship between Rewards and Performance

Rewards can be used to improve performance byngetirgets in relation to the work
given e.g. surpassing some set targets. When tipdogee surpasses their target, he or
she can be given an additional amount to theirngathis will make them strive to
achieve more (Maundy, 2001).

Research has proven that when human being arecigeck and praised, they tend to
improve their performance.

This is another way an organization can apply esaerd so as to improve performance.
Praise could be shown in the organization newsletten meetings. When managers take
time to meet and recognize employees who have npeefd well, it plays a big role in

enhancing employees’ performance (Torrington & H2006).
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Further, the results show that majority of empl@ykave a perception that cash bonuses
motivate performance. Cash bonuses were perceigetiave a great influence in
motivating employees to achieve their targets alé agein motivating them to be more
productive in their work; however it only has sigrant influence when it comes to

motivating employee attendance.
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CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter presents the discussion of resultawslrconclusions according to the
findings on each of the study objective and givesommendations as per research

objective.

5.2 Discussion

5.2.1 Performance-Based Reward used in Kenya Burea standards
Research established that the most commonly uges tyf rewards in Kenya bureau of

standards were public appreciation, recreation,mptmns, packages/presents, duty
allowances and pensions. The study revealed howthatr public appreciation and
promotion were so common and this was due to tttettiat they had no or little financial
implications on the employees generally as regamlsthe issue of promoting
performance. This is corroborated by APPA, (200hjclv indicated that traditionally
there were a variety of models for recognizing emeés on the basis of the quality of
their performance. Among the models included pagmployees, wholly or partially, on
the basis of the quality of their performance.

Noting the fact that Kenya Bureau of standards paieastatal and not mostly aimed at
profit making, they ensure high level minimizatiaf costs. So they cannot afford
financial rewards to the performing employees.

APPA (2007) further indicated that the system dfedaining payments could only be
effective with quantifiable out puts; payments wenade as per the volume of output
which would be difficult with the provision of seces say, in quality assurance or in
testing departments.

An effective and workable system of performancespayparastatals, one of the more
crucial questions to be answered is that of whether contributions of individual
employee/staff can be measured in a way which prdivide a valid, fair, and generally
accepted basis for varying pay rates (Odden, 2002)y often the yard stick majority

parastatals have used to gauge the performanceagbygees is the effectiveness of the
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organization as a whole and the reputation/ abtlityneet the goals it is intended to

achieve.

Effectiveness of Kenya Bureau of standards as ganization is a collective effort of
many individuals; it is at times difficult to deteine which employee performed better
than the other and be rewarded accordingly. Fughkrevaluating individual employee
performance is difficult, as Cohen’s (1986) reskatemonstrated. Despite this difficulty,
employees’ impressions of performance evaluatigrstems play a crucial role in the

success of performance based pay programs.

5.3 Conclusion of the study
In reality, performance-based rewards were constdenportant due to the fact that they

motivate employees, promote good performance, ivgm administrator/management
relations, demonstrate a fair and equal treatmedtantribute to effectiveness of the
organization as a whole. It was discovered rewdsdnonstrate fair and equal treatment
to employees/staff. It was realized that many pmuldiganizations pay less to their
employees despite their academic qualificationspartbrmance. As a supplement on the

salary, rewards play a big role to cover up that ga

5.4 Recommendations
This study recommends that;

Kenya Bureau of standards should reward its emp®ymore often. This greatly
improves performance compared to having the rewaralgbe only once a year. This is

because frequent rewards are easily linked to ¢ni@mance.

Another way through which Kenya Bureau of standatda use reward systems to
increase output is by personalizing the reward. Whewards tend to be so general,
employees do not value them. Organizations canres@ards to improve employee
performance by incorporating appraisal or promotion employees who have a good
record of performance. Managers should be on tbkolat for employees who perform

exemplary well.
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Rewards have been known to have a positive effe@noployee performance. However
no reward system is perfect, this is because ntativas personal and what motivates
one employee could be different from what motivates next. Therefore, the Kenya
Bureau of standards should get to know their engdeywell so that they can employ the

right motivational strategy to enhance increaseplfaved performance.

Herzberg’'s motivator-hygiene theory says that ghleir level needs were met like a sense
of achievement, opportunities for personal growtld &aving responsibility were met,
individuals would be motivated (Ryan & Pointon, 8D0Therefore, Kenya Bureau of
Standards should hence change the intrinsic natdecontent of jobs by enriching them
SO0 as to enhance employees’ sovereignty, oppaganfor them to have additional
responsibilities, gain recognition and develop rtiséills so that employees can achieve
peak performance.

The study finally recommends that the in order thaice employees morale and
enhance performance Kenya Bureau of standards cshaffér increased employee
training, revision of benefits scale, staff pagation in decision making, transparency in

matters relating to staff benefits and establishitroéfoyalty clubs/team building.

5.5 Suggestions for Further Research

Based on the limitations of the study, the follogvivere the areas suggested for further

study;

Further research is needed to monitor the rewaadtipes and the impact of these
practices have on employee Performance to betteageathe continuous development of
the employees at Kenya Bureau of standards . Asdstat the moment the reward
practices are well organized in the case studyrozgton but what is needed in the

future is the monitoring and measuring of the efficy of the reward practices.

This study only focuses on the rewards; it doefcus on other factors. Research can

also be carried out to identify other factors whicay affect performance but which have
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not been studied to determine their effect. Suoldifigs can enhance management of

performance.
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APPENDIX |

INTRODUCTION LETTER

Dear respondents,

RE: REQUEST FOR ASSISTANCE WITH A RESEARCH PROPOSAL

| am a Masters of Business Administration studenKanyatta University pursuing
Human Resource Management and wish to conductdy stu the impact of rewards on
employee performance management. The aim of tliy $futo establish whether rewards
have an impact on employee performance. | wismforin you that your organization
was the one selected for the study. The informadioth data being sought is purely for
academic purposes and utmost confidentiality wélldibserved. | am kindly requesting

for your assistance in the course of the study.

Thank you in advance.

Yours faithfully,

Catherine Nthambi
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APPENDIX II

QUESTIONNAIRE

AN INVESTIGATION ON THE EFFECTS OF REWARD ON EMPLOY EE
PERFORMANCE AMONG OPERATIONAL STAFF AT KENYA BUREAU OF
STANDARDS

Kindly answer the following questions as accuratsypossible .Your individual
response is strictly confidential and anonymous ahswers shall be used for academic
purposes only. Please tick in the box corresponttinghatever your choice is or state
briefly where necessary.

SECTION A: Personal Information

1. Gender Male 0
Female m
2. Marital status
Single

Matrried
Divorced
Widowed

O O oada

3. Age

21-30 years
31-40 years
41-50 years
51-60 years

Oo0o oOoa

4. Job classification

Technician 0
Officer 0
Specialist O
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Clerical/administration O

Line manager .

5. Educational qualification

Diploma O
Degree [
Masters =

Others (please specify)

6. How long have you been working for this orgatia#?

Less than 1 year m
1-5 years O
6-10 years O
11-15 years O
16-20 years O

O

21 years or longer

SECTION B

EMPLOYEE PERFORMANCE

1. Does the management carry out performance di@i@a
(@) Yes O (b) No O

If yes to 1 above how often are they carried out?

Monthly O
Quarterly O
Semi-annually O
Annually O
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2. Are you satisfied with the present performanmeraisal system in your organization?
(@) Yes O (b) No O
If no then why

3. How would you rate the current performance applasystem in place in your
organization?

(a) Effective O (b) Ineffective O

4. Do you productively complete projects and magjets?
(a) At all times m
(b) Frequently U
(c) Sometimes O
(d) Always O

SECTION C

EMPLOYEE WELFARE SERVICES

1. Are you satisfied with the canteen facilities/our organization?
(@) Yes O (b)No O

If no why

2. Do you have pure drinking water facilities inugmrganization?
(@) Yes O (b) No O

If yes to the above how can you rate these faasiiti
(a) Very good O (b)Good O
(c) Satisfied O (d)Poor

3. (a) Which of the following facilities are prowd by your organization
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Facility Yes | No | No opinion

Housing

Recreation

Uniform

Health insurance

Conducive working conditions

Lighting & ventilation

Safe drinking water/ rest room

(b) Kindly give suggestions for any desired impnoeats in the current employee

welfare systems in your organization

SECTION D
SALARY REVIEWS
1. What type of benefits does your organizatiorviole?

Bonuses [
Commissions U
Pensions O
Allowances O

2. What is your employment status?

Full time O
Part-time U
Contract L
Intern O

3. What does your organization base salary incecas®e

a) Performance 0
b) Years of service 0
c) Position 0
d) Combination of the above O
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4. Do you get a cost of living adjustment?
a)Yes 0O b)yNo 0O

If yes how often

SECTION E

HEALTH BENEFITS

1. Rate your benefits in terms of importance. Rleascle the number that best
corresponds to the degree of importance you pladeefollowing benefits.

5(very important), 4(important), 3(undecided), 2(noo important) and 1(not at all

important)
very important | undecided| not  too| not at all
important important | important
Health medical plan| 5 4 3 2 1
Prescription drug 5 4 3 2 1
plan
Dental 5 4 3 2 1
Vision 5 4 3 2 1
Maternity 5 4 3 2 1
Accidental death 5 4 3 2 1
&dismemberment

2. 1)) What is the health medical plan are you ently enrolled in?
Corporate medical cover

Insurance medical cover O
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i) When was the last time you or your family usbd health medical plan provided by

the company?
Never used

1-3 months ago
4-6 months ago

7-12 months ago

OO ooaagd

1 year & above

3. How do you perceive;

Excellent

Above

average

Average

Below

average

Poor

Communication of your benefits

understanding of benefits offered to ya

u

SECTION F
TRAINING PROGRAMS

1.a) Does your organization have any process feeszing (immediate and future)

training needs and individual development needsR your appropriate suggestion)

i. Yes, by the Human Resource department

ii. Yes, by outside consultants
iii. Yes, by departmental heads-

iv. No

b) If yes, how is this assessment carried out?

c) How often is this assessment updated?

i. Quarterly [ ]
ii. Mid-yearly [ ]
iii. Yearly [ ]
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2. What mode of training is normally used in yougamization?

Rate from scale of 6-1

extensively| frequently always | used | rarely use| never used
used used used
Training method 6 5 4 3 2 1
study leaves 6 5 4 3 2 1
Workshops/seminars 6 5 4 3 2 1
job rotation 6 5 4 3 2 1
external consultants| 6 5 4 3 2 1
case studies 6 2 1

3. Which target group undergoes most of the trginin

a) Top managers

b) Middle level managers

¢) Junior staff
d) New staff

d
d

d
d

e) Everybody is given equal amount of trainin(J

THANK YOU FOR YOUR CO_OPERATION
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APPENDIX Il

BUDGET (KSHS)
Flash disks 2,000
Printing& Stationery 20,000
Binding 5,000
Internet usage 8,000
Travelling expenses 10,000
Photocopying 5,000
Data collection and analysis 15,000
Total expenditure 65,000
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APPENDIX IV

TIME PLAN
Milestone| Description Due date Remarks
1 Stage 1:Area of interest identified Sept 2013 n®o
2 Stage 2:Topic selected Oct 2013 Done
3 Stage 3:Start date of proposal writing Nov 20&8-F | Done
2014
4 Stage 4:Proposal writing and March 2014 Done
submission
5 Stage 5:Data collection April 2014 Done
6 Stage 6:Data analysis and May 2014 Done
interpretation
7 Stage 7:Writing up May 2014 Done
8 Stage 8:Preparation of final project | June 2014 Done
report
9 Stage 9: Submission of final project | June 2014 Done

report
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