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ABSTRACT:

The studyinvestigated the contribution ofstaffincentives,welfare programsand

remuneration policies on organizationalperformance oftea factories in southern

Uganda.Organizationalperformancewasexaminedbasingonemployeeproductivityin

responsetoanincentive,welfareprogram andremuneration.Thestudyobjectiveswere

toexaminetheimportanceofstaffincentivesonorganizationalperformance.Tofind

outwhetherwelfareprogramscancontributetoorganizationalperformance,andtofind

outthecontributionofremunerationpoliciesonorganizationalperformance.

Thestudyadoptedadescriptivemulticasestudydesign,Datawascollectedusingapre

-testedquestionnaire.Atotalof160respondentsparticipatedinthestudy.Datawas

entered into Statisticalpackage forSocialScientists (SPSS),and analyzed using

descriptive,inferentialstatistics and a multiple regression model.Findings were

presented intables,figuresand descriptivestatements.Resultsrevealed astrong

positiverelationshipbetweenorganizationalperformanceandstaffincentives,welfare

programsandremunerationpolicieswithPearsoncorrelationof0.720,0.875and0.864

respectively.The multiple regression modelshowed thatstaffincentives,welfare

programsandremunerationpoliciespredict82.5%oforganizationalperformanceand

remunerationpolicywasthehighestpredictorwithabetavalueof0.468.

Basing on the results of the study,the study recommends that tea factory

managementstoalwayshaveaclearlywell-knownremunerationpolicy/policiesthat

shouldbewellexplainedandknowntoallemployeesaswellasaclearlydesigned

rewardingprogramsbasedonstaffoutput,providefood,transport,medicalschemeand

housingtostaffandthattrainingbeorganizedtoteachworkersoftheincentives,

rewardsandremunerationoftheircompanies.

Key Words:staff incentives,employee welfare programs,remuneration polices

organizationalperformance,employeeperformance.
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INTRODUCTION

Thebasicpremiseofstaffincentivesandwelfareistomaintainemployeemotivationin

ordertoincreaseproductionandsustainacompetitiveedge,whilekeepingcostslow

(Milkovich,Newman & Gerhart,2015).Thisbasicpremiseofstaffincentivesand

welfarehasbeenevidentthroughoutthecenturiesbutwasespeciallydominantduring

thehistoricalperiodspanningthelate1800stotheearly1920s,aperiodknownasthe

scientificmanagementera(Wren,1987a).Thescientificmanagementeraisripewith

offeringsofmanagementprinciplesandphilosophiesthatarestillprevalenttoday.

Frederick(1963)even creditsthiserawith providing afirstapproximation ofthe

meaningofmanagement.Thismeaningwascharacterizedbyasearchforefficiency

andsystematization.Inparticular,theuseofemployeeincentivesystemsplayedan

integralpart in the successfulimplementation of the philosophy of scientific

management.Globallythesuccessandpromotionofanycompanyororganizationcan

beevaluatedintermsstaffincentivesandwelfarewhichincludethingssuchaswell

planning,betteradministrativesystem,system ofworkingofemployees,followuprules

andregulations,managementofresourcesandmanyothers.

AccordingtoLuthans(2012),indevelopingcountriessuchasBangladesh,theissueof

consistency,frequencyandprovisionofemployeeincentiveschemesisoneofvital

research area in the realm ofHuman resource management.Human resource

managementbasicallyconcernsitselfwithsomekeyobjectivesthatanorganization

needstoachieve,suchasperformanceobjectiveamongothers(Torrington2008).

Employeesareavaluableresourcethatmaycontributeinseveraldifferentwaystoa

company’sactivitiesprovidedthatthecompanygivesthem anappropriatechance.In

ordertobesuccessfulacompanyneedsemployeeswhoacttowardsthegoalsofthe

organizationandhaveastrongdesiretoremaininthecompany(Luthans,2012).Such

loyaltyandcommitmentmaybegeneratedbymotivation.Furthermore,motivationis

aimedtoachieveincreasedemployeeperformance(Schultz&Schultz,2017).

In Uganda,tea industryis one ofthe labourintensive industries in the country

maintainingalargenumberoflabourforcesintheentireprocessofteaproductionthat
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isfrom plantationofteabushestothefinalproduce.Thislargesectionofworkerforms

asignificantpartoflabourforceintheteaestate.Thehappinessandwoesofthis

sectionofworkersdependsuponthewelfarepracticesadoptedbytheconcernedtea

estatefortheirwell-being.AccordingtoUgandaTeaAssociation(UTA),Ugandahas21

TeaGrowersFactories.UTAistheumbrellabodyofcompaniesandindividualswhoare

inthebusinessofgrowing,processingandtradingintea.Itwasestablishedin1948as

avoluntaryassociationtodiscusscommonproblemsaffectingtheteaindustryandfind

solutions;UTA as a managementagencywas formed to increase efficiencyand

effectivenessinmanagement,throughprovisionofstandardizedremunerationpolicies

totheteagrowers’factories(UTAreport2017).

According to Barwazir(2013),Ugandan Tea Factories have done substantiallyin

employeewelfaresystems;moreemphasishasbeenputontheworkingconditionsand

remunerationpoliciescomparedtocounterpartsinotherAfricancountries.Inasmuch

as numerous research has been conducted on the subjectmatterin developed

countries,theextenttowhichincentivesandwelfaresystemsinfluenceorganisational

performancehasnotbeencoveredextensivelyinUganda.IncentiveandwelfarePolicy

orresearchhasnotbeenfullyembracedorutilizedinUgandanTeasector.Asaresult,

incentivesandwelfaresystemsislefttothewhimsofmanagers,directorsandowners

oftheTeaFactories(Reed,2016).

Poblem Statement

Anorganizationisonlyasstrongasitsworkforce.Humanresourcesneedtobetreated

withgreatcare,sincetheyareaspecialresourcethatneedsto begivenspecial

managerialattentionandtime.(Storey,2013).Recentexploratoryfindingsaccordingto

theUTAreport2017haveindicatedthatthefactoriesinSouthWesternUgandahavea

largerpotentialofproducingteaiftheworkforceisproperlymotivated.TheUTAreport

(2017)furtherindicatesthereislowproductivity,salesandemployeemoraleinthetea

factoriesintheSouthWesternUganda.Thecurrentstateofaffairsintheregionin

generalasrelatestothemotivationofworkersmakesitnecessarytospeculateonthe

extentofachievingthefactories’goals.Forinstance,workersofKyamuhungaTea
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EstateFactorystagedapeacefulstrikeandlaiddowntheirtools,demandingbenefits

(New Vision2017),severalcomplaintsonemployeerewardshavebeenreportedin

IgaraGrowersTeaFactory(UTDALReport2018).Ifthemattersremainlikethis,Tea

factories in South Western Uganda are likelyto close down due to deteriorating

performance.Therewillbeincreasing labourturnover,low employeemoraleand

commitmentifthefavourablewelfareandincentiveschemesarenotputinplace.(UTA

report2017).Thisiswhatpromptedtheresearchertoinvestigateintostaffincentives

and welfareprogramsin selected teafactoriesand theireffecton organizational

performancessincethereisnoknownstudythathasaddressedthecontributionof

staffincentivesandwelfareprogramsonorganizationalperformanceinTeafactories

ofSouthwesternUganda.

TheoreticalFoundationoftheStudy

FunctionalTheoryofLabourWelfare

FunctionaltheoryoflabourisalsocalledtheEfficiencyTheory.Thistheorystatesthata

fullymentallyandphysicallysatisfiedworkeristhemostefficient.Employeewelfareis

ameanstokeepindustrialworkerscontentsotheymayworkeffectively.Inthistheory,

welfareworkisusedasameanstosecure,preserveanddeveloptheefficiencyand

productivityoflabour.Thistheorysuggeststhatwelfareworkcanbeusedasameans

ofsecuring,preservinganddevelopingtheefficiencyandproductivityoflabor(Manju&

Mishra,2017).Thetheorystatesthatifanemployertakesgoodcareofhisworkforce,

theywilltendtobemoreefficientbyimprovingproductionandthatprogram forhousing,

education,training,provision ofbalanced dietand familyplanning measures are

important for labour welfare as they increase the efficiency of workers in

underdevelopedcountries.Thetheoryishelpfulinunderstandingthecharacteristicsof

labourforceasreflectedonthecontemporarysupportforlabouranditworkswellifthe

employerandemployeeshavethesamegoalofachievinghigherproductionthrough

betterwelfare.The theoryis adopted in the studysince welfare services affect

performanceofanylabourforce.Itisobviousthatifanemployertakesgoodcareofhis

workers,theywilltendtobecomemoreefficient.

Accordingtothistheory,theemployerhasanobligationordutytowardsitsemployees
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tolookaftertheirwelfare.TheUgandaemploymentAct2006alsoemphasizesthis

aspectoflabourwelfare.Impacton Efficiencyplaysan importantrolein welfare

services,andisbasedontherelationshipbetweenwelfareandefficiency,thoughitis

difficulttomeasurethisrelationship.Programsforhousing,educationandtraining,the

provisionofbalanceddietandfamilyplanningmeasuresaresomeoftheimportant

programsoflabourwelfarewhichincreasestheefficiencyoftheworkers,especiallyin

underdevelopedordevelopingcountries.Thedevelopmentofthehumanpersonalityis

givenhereasthegoalofindustrialwelfare,which,accordingtothisprinciple,should

counteractthebanefuleffectsoftheindustrialsystem.Therefore,itisnecessaryto

implementlabourwelfareservices.Bothinsideandoutsidethefactory,thatis,provide

intramuralandextra-murallabourwelfareservices.TotalityofWelfareemphasizesthat

theconceptoflabourwelfaremustspreadthroughoutthehierarchyofanorganization.

Employees’atalllevelsmustacceptthistotalconceptoflabourwelfareprogram will

neverreallygetofftheground.Thefunctionaltheoryoflabourassumesthatthefirst

essentialsofthewelfareoftheemployeesare;steadywork,afairwageandreasonable

hoursoflabour

ExpectancyTheory

Expectancytheoryismoreconcerned withthecognitiveantecedentsthatgo into

motivationandthewaytheyrelatetoeachother.Thatis,expectancytheoryisa

cognitiveprocesstheoryofmotivationthatisbasedontheideathatpeoplebelieve

therearerelationshipsbetweentheefforttheyputforthatwork,theperformancethey

achievefrom thateffort,andtherewardstheyreceivefrom theireffortandperformance.

Inotherwords,peoplewillbemotivatediftheybelievethatstrongeffortwillleadto

goodperformanceandgoodperformancewillleadtodesiredrewards.Expectancy

theoryisbasedonfourassumptions(Vroom,1964).Oneassumptionisthatpeoplejoin

organizationswithexpectationsabouttheirneeds,motivations,andpastexperiences.

Theseinfluencehowindividualsreacttotheorganization.Asecondassumptionisthat

anindividual’sbehaviorisaresultofconsciouschoice.Thatis,peoplearefreeto

choose those behaviors suggested bytheirown expectancycalculations.A third

assumptionisthatpeoplewantdifferentthingsfrom theorganizationforinstancegood
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salary,jobsecurity,advancement,andchallenge.Afourthassumptionisthatpeoplewill

chooseamongalternativessoastooptimizeoutcomesforthem personally.

LiteratureReviewed

Thisresearchtopicwasbasedonthecontributionofstaffincentivesandwelfare

programsonemployeeperformanceandkeyissuesandconceptsrelatingtothishave

beenexploredinthecriticalreviewofliterature.

In establishing an effective staffincentives and welfare programs within your

organizationandcultivatingaculturetowardscontinuousimprovementandefficiency,

backingthisupwiththeappropriatelevelorcombinationofstaffincentivesandwelfare

programsatthatparticularpointintimeisimportant.Thereiscertainlyno‘onesizefits

all’approachtothetypeofstaffincentivesandwelfareprogramstoapplywithinyour

organization.Butthetimingofthatstaffincentives,welfareprogramsandthedynamics

ofthestaffwillbevitaltoitssuccess.Inthissenseaneffectivestaffincentivesand

welfarestructurewillprovideatransparentmeanstogetthemostforyouremployees

whilecultivatingapositiveworkenvironment(Mwiti,2017).AsArmstrong(2012,p.324)

highlights,highperformersareusuallyhighlymotivated.However,ithasbeenargued

thatextrinsicrewardsmayerodeintrinsicinterestandthatworkingforjustmoneymay

leadtoalessmotivatedorpleasurableenvironment.Itisthecombinationofrewards

targeted in the rightwayand to the rightindividualorgroup thatwillimprove

performancethemost.

Itcanbeconcludedthattoday,itisgenerallyacceptedthatacombinationofstaff

incentivesandwelfareprogramsisthemosteffectiveapproachtotakewithinan

organization.Much ofthe published literature is now focused around a more

comprehensiveapproachtohowwemotivateouremployees.Thestandardmotivation

theories are stillapplicable in today’s organizations and as these theories are

complimentarytooneanother,theycanalsocomplimentemployeeengagementand

thusperformance.AccordingtoArmstrong(2009,p.38),engagementwillexistwhere

employeesunderstandwellthenatureoftheirroleandwhereitfitsintothebigger

pictureandwheretheyfeeltheyareintrinsicallymotivatedthroughasenseofbelonging
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and accomplishment.And thisisin accordance with expectancytheory,where a

relationshipexistsbetweenperformanceandoutcomes.

ResearchMethodology

ResearchDesign

Thisstudyadoptedadescriptivemulticaseresearchdesign,whichaccordingtoCooper

and Schindler(2003)involvessurveying peopleand recording theirresponsesfor

analysisindifferentorganisations.Descriptivemulticasesurveyresearchdesignisthe

systematiccollectionofdatainstandardizedform from anidentifiablepopulationor

representativeindifferentorganisations(Oso&Onen,2009).Withinthedescriptivemulti

caseresearchdesign,thisstudyincorporatedbothquantitativeandqualitativeresearch

approachestobetterunderstandtherelationshipbetweenvariablesintheresearch

problem.

StudyPopulation

Apopulationisanygroupofindividualsthathasoneormorecharacteristicsincommon

and thatare ofinterestto the researcher(Creswell,2005).Therefore,the target

populationofthisstudyincludedhumanresourcesofficers,GeneralManagersand

EmployeesofIgaraGrowersTeaFactory,KyamuhungaTeaCompanyLtd.andGlobal

VillageTeaCompanyLtd.Thetotalpopulationsizeis2668employeesofthe3tea

factories.

SampleSize

Thestudyusedsimplerandom samplingtechniqueonemployeesofthekeyfactories

andpurposivesamplingtechniqueonthekeyinformantswhoincludedthegeneral

managersandhumanresourcemanagers.A samplesizeof160respondentswas

determinedbasingonYamane(1967)formula.

DataCollectionInstrument

Duringthestudy,primarydatawascollectedthroughLikertscalequestionnairesand
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theinterviewguide.Secondarydatawasobtainedfrom e-journal,librarymaterialsand

documentationrecordsfrom UgandaTeaAssociation.TheLikertscalequestionnaire

andtheinterview guideenabledtheresearchertogetdetailedinformationonthe

subjectmatter.Theinterview guidecomprisedofbothopenendedandclosedended

questions.Thisenabledtherespondentstoanswerthequestionswithoutdifficulties.

The Likertscale questionnaire contained statementsassuring the respondentsof

confidentialityandprotection.Itfurthermadeclearthattheinformationgatheredwas

solely used forinvestigation.Thus,each respondent’s response was treated in

confidenceandwasnottobereleasedtoanyotherpartyforwhatsoeverreason.The

questionnaires were administered to the employees and administrative staffthe

selectedTeaFactories.Thequestionnaireswereadministeredthroughpersonalcontact

toallow forfurtherinvestigation.Thequestionnaireswerethenpickedlaterbythe

researchertobeusedfordataanalysis.

ReliabilityandValidity

Thedatacollectioninstrumentwastestedforreliabilityandvalidityinordertocarryout

apilotstudyonthedatacollectiontool.Theissueofreliabilitywasensuredthroughuse

ofCronbach’sAlphawhichisusedtomeasurereliabilityandinternalconsistency.

Cronbach’sAlphaisareliabilitycoefficientthatindicateshow wellitemsinasetare

positivelycorrelatedtooneanother.Itmeasurestheintercorrelationsamongtestitems,

withameasureof1beinghigherintermsofinternalconsistencyandreliabilityand0.7

to0.9beingacceptable(Revelle& McDonald,2006).Toestablishthevalidity,the

researcherdiscussedtheinstrumentwiththesupervisor.Datawascollectedconfirming

tothetestsofvalidity.Thevalidityofthedatawasguaranteedbecausetheresearch

toolsusedinthestudyweredesignedtocapturealltherelevantinformationrequiredto

fulfilltheobjectivesofthestudy.Wherequestionnaireswerenotapplied,interviews

wereusedtogetintodeepanalysisofthematter.Anacceptablecontentvalidityindex

(CVI)of0.7wasemployedandcalculatedusingAmin’s(2005)formula.

DataAnalysis

Dataanalysisinvolvedworkingwithdata,organizingit,breakingitintomanageable
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units,synthesizingit,searchingforpatterns,discoveringwhatisimportantandwhatis

to be learned and,deciding whatthe researcherreported.Both qualitative and

quantitativedataanalysismethodswereusedtoanalyzethedatathatwascollectedin

thisstudy.Specifically,descriptivestatisticswereusedtosummarizethedataandputit

in presentableformatsand prepareitforcorrelation and regression analysisand

inferentialstatisticalanalysis.Descriptivestatisticswaspreferredforsummariesand

presentationsbecausetheypresentthefactsandtheyalsomakeiteasiertocompute

andinterpret.Thequantitativedatathatwasobtainedfrom theresearchwaskeyedand

codedinto theStatisticalPackageforSocialScience(SPSS)analysissoftwareto

analyzeandthefindingswerepresentedinsummarizedandeasilycomparableformats.

ThedatawaspresentedusingAPAtables,piechartsandbargraphs.Qualitativedata

was analyzed through ATLAS.ti.This involved categorizing the responses from

unstructuredquestionsintothemesthenanalyzingthesamebasedontheweightto

frequencyofappearanceandrelatedness.

Forthe inferentialanalysis,the study used Pearson correlation to establish the

relationshipbetweenemployeestaffincentives,welfareprogramsandorganizational

performance.Thestudyalsoconductedmultiplelinearregressionanalysis.Thishelped

todeterminetherelationshipbetweenthedependentandindependent

ResearchResults

Thestudyfocusedonfindingoutthecontributionofstaffincentivesandwelfare

programs on organizationalperformance.On the demographic section:the study

showedthattherewasgenderdisparitywherethemaleswerethemajoritytotheir

female counterparts.The study also revealed thatmajority respondents in the

organizationsweretheyouthsbelow35yearsofage.Themajorityoftherespondents

hadworkedintheorganizationforlessthan1year.Therespondentswereeducatedfor

theyhadattainedUCE,UACE,diploma,degreeandmaster’sdegrees.Thestudyalso

revealedthattherespondentsweredrawnfrom thedepartmentsofadministration;

finance;humanresourcescasualandmarketing.

Thestudysoughttoexaminetheimportanceofstaffincentivesonorganizational
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performanceinteafactories.Thestudyestablishedthattherespondentsagreedthat

staffincentiveswerehighlyrelatedwithemployeeproductivitywhichcontributesto

organizationalperformanceofteafactories.AsignificantpositivePearsoncorrelation(r

=.720,p<.0.05)wasestablishedbetweenthevariables.Therefore,providingincentives

tostaffmotivatesthem toworkharderwhichleadstoimprovedproductivitythus

improvingorganizationalperformanceandthereforethefirstnullhypothesisofthe

studywasacceptedbasedonthisfindingandthusconclusiondeducedthatStaff

incentiveshavesignificantpositiveinfluenceonstaffproductivityandorganizational

performanceofteafactoriesinsouthwesternUgandaasshownintable1

Table1:Correlationbetweenstaffincentivesandorganizationalperformance

Staffincentives Organizational

Staffincentives PearsonCorrelation 1 0.720**

Sig.(2-tailed) 0.000

N 150 150

Organization

performance

PearsonCorrelation 0.720** 1

Sig.(2-tailed) 0.000

N 150 150

**.Correlationissignificantatthe0.01level(2-tailed).

Thestudysoughttofindoutwhethertheavailablewelfareprogramscancontributeto

organizationalperformance in tea factories.The findings revealed thatwelfare

programshavehelpedemployeestobettertheirlivesandinreturnenhancedtheir

productivitythusorganizationalproductivity;respondentsalso agreed thatwelfare

programs were highly related with employee productivity and organizational

performance.A significantpositive Pearson correlation (r= .875,p<0.05)was

established between the variables and this showed thatan increase in welfare

programsimprovesonemployeeeffortsintoworkandproductivitythusimproving

organizationalperformanceby87.5%aspresentedinTable2.
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Table2:Correlationbetweenwelfareprogramsandorganizationalperformance

Welfare
programs

Organizational
performance

Welfareprograms PearsonCorrelation 1 0.875**

Sig.(2-tailed) 0.000

N 150 150

Organizational
performance

PearsonCorrelation 0.875** 1

Sig.(2-tailed) .000

N 150 150

**.Correlationissignificantatthe0.01level(2-tailed).

The study sought to examine the contribution of remuneration policies on

organizationalperformance in tea factories.The findings established that the

respondentsagreedthatremunerationswerehighlyrelatedwithemployeeproductivity

andorganizationalperformance.AsignificantpositivePearsoncorrelation(r=.864,p<

.05)wasestablishedbetweenvariablesandindicationthatprovidingofremunerations

toemployeesinteafactoriesaccountedfor86.4% oftheemployeeproductivityand

organizationalperformance.Therefore,thethirdhypothesisofourstudyisaccepted

and conclusion is made that there is a strong positive relationship between

remunerationsandemployeeproductivityandorganizationalperformanceaspresented

intable3.
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Table3:Correlationbetweenremunerationpoliciesandorganizationalperformance

Remuneratio
npolicies

Organizational
performance

Remuneration
policies

Pearson
Correlation

1 0.864**

Sig.(2-tailed) 0.000

N 150 150

Organizational
performance

Pearson
Correlation

0.864** 1

Sig.(2-tailed) 0.000

N 150 150

**.Correlationissignificantatthe0.01level(2-tailed).

MultipleRegressionanalysis

Themultipleregressionanalysiswasusedtodeterminehowtheindependentvariables

(staffincentives,welfareprogramsandremunerationpolicies)predictthedependent

variable (organizationalperformance)and which ones among them are the most

significantpredictors.

Themodelintable4withthevalueoft=3.186andwithalevelofsignificanceofSig.=

0.003whichislessthan0.05indicatesastrongsignificantrelationshipbetweenthe

independentvariablesandthedependentvariable.The“AdjustedR-Square”results

indicatethatindependentvariablescanpredict82.5% ofvariationinorganizational

performance,andonly17.5%isduetootherfactors,whicharenotconsideredinthis

study.
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Table4.Regressionanalysisresults

Coefficients

Model Unstandardized
Coefficients

Standardize
d
Coefficients

t Sig. Adjusted

R2

82.5

B Std.
Error

Beta

1 (Constant) .946 .297 3.186 .003

Staff
incentives

.244 .263 .100 .929 .016

Welfare
programs

.650 .235 .411 2.770 .008

Remuneratio
npolicies

.562 .128 .468 4.376 .000

a.DependentVariable:organizationalperformance

FortheBetacoefficients(0.100,0.411and0.468)staffincentives,welfareprograms

andremunerationspoliciesrespectivelywhicharepositiveindicatethatforeachunit

increaseinthepredictorvariable,theoutcomevariableincreasebythosesameunits.

Thisleadstotheformulationofthemodelform oftheequationbelow:

Y=0.946+0.244SI+0.650WP+0.562RP

WhereY=organizationalperformance(dependentvariable)

SI=staffincentives(independentvariable)

WP=welfareprograms(independentvariable)

RP=RemunerationPolicies(independentvariable)

The regression Table above show thatEffective financialservices is the most

significantpredictoroforganizationperformancewithBeta=0.468,BasingonF-value=

74.953withstatisticalP-Value=.000whichis(typicallyP<.05)signifiesthatthemodel

usingthepredictorsdidagoodjobofpredictingtheoutcomevariableandthatthereis
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a significantrelationship between the setofpredictors (staffincentives,welfare

programs and remuneration policies) and dependent variable (organizational

performance),therefore,weacceptH0(Nullhypotheses).

Conclusions

From the findings,the studyconcluded thatincentives affectthe efficiencyand

effectivenessofemployees.Theyincludebothfinancialandnon-financialincentives.

Therefore,accessto morestaffincentivesandimprovementinwelfareprograms,

organization’sperformancecanbeboosted.Withmoreremuneration,workersare

naturallymotivatedtoworkharderandinevitablyincreasestaffproductivitywhich

increasesorganizationalperformance.

Recommendations

Thestudyrecommendsteafactoriestoalwayshaveclearlywell-knownremuneration

policy/policiesthatshouldbewellexplainedandknowntoallemployees.

Thestudyrecommendsthatteafactorymanagementsshouldcomeupwithclearly

designedrewardingprogramsbasedonstaffoutput,asthisfullymotivatesandkeepsa

workerfocusedinordertoattainahigherreward,thiscanbedonethroughrewardinga

team ofworkersthatsupersedetheirdailyproductionlevelwithaparticularpercentage.

Thestudyalsorecommendsthattheteafactorymanagementshouldprovidefood,

transport,medicalschemeandhousingtostaffthroughestablishingstaffquartersas

thissavestimethatisusuallywastageonlatecomingandthiswillalsoencourage

workerstokeepinpropershapeastheyaremonitoredandthiswillgreatlyimproveon

theirproductivity.

Itisalsoarecommendationofthisstudythattrainingbeorganizedtoteachworkersof

theincentives,rewardsandremunerationoftheircompaniestonewemployeesaswell

asrefreshertrainingsaboutthebetteroffersaheadassuchusuallymotivatesworkers

tohaveafocusoncareergrowthandwhichentailsbeingagoodperformancewhich

inevitablyboostsorganizationalperformance.
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