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Abstract

The purpose of this study was to investigate thterd@nants of employee commitment in tea orgaroratiin
Kenya. Strong commitment is correlated with higbdarctivity, while low commitment lowers productiyitThe
primary objective of this research was to deterntime influence of reward and compensation on engaoy
commitment in tea factories in Kenya. To achievs tibjective a survey was conducted to canvas pit@ans

of respondents in public KTDA tea factories in Kanyurposive sampling was employed to select gix (6
factories based on second payment known as bonitis;thvee (3) high paying and three (3) low paying.
Stratified sampling technique was used to categopppulation into managers and employees. Random
sampling was used to give the sample size of empkyA total of 273 respondents were randomly sslec
from a population frame of 861 employees. Qualiatand quantitative data was collected by use Bf se
administered structured questionnaires and intergehedule. Analysis of data showed low payingdiaes had

a lower average mean in all aspects of reward antpensation 54.93% compared to high paying at geera
mean 71.60%.Further analysis using Spearman’s mmkelation test revealed significant relationship
(P=0.00<0.01) between reward and compensation antnitment. The study confirmed the significance of
reward and compensation as a determinant of emplam@mmitment. This study has implications for
management of KTDA tea factories in Kenya sinceytican influence employees to achieve optimized
motivation and commitment, by designing a good revand compensation that is perceived as fair,tellei
and consistent.

Keywords: Reward and Compensation, Employees, Commitmengridrgtion, Enlisted Factories

1.0 Introduction

No organization in today’s’ competitive world caarform at peak levels unless each employee is ctigtirio

the organizations’ objectives and works as an @ffedceam member. The work place is changing drevailét

and demands for highest quality of products areessing. Appointment of good workers is critical o
greater significance is the organizations abildycteate a committed workforce. According to Hahkcet al,
(2013) commitment is the main predictor of turnoged performance; hence organizations that areecoad
about employees and want to keep high performingl@yees should consider increasing commitment. The
literature suggests that positive work related bha and attitudes largely depends on employeegpions on
extend their employer values their contribution @ades about their wellbeing (Allen et al, 2003). fEmain
competitive in the face of these pressures emplogeanitment is crucial. Without employee commitmiare

can be no improvement in any business area. Toesdcin the face of increasing competition orgaiorat
need improved productivity at all levels. This reqa commitment on the part of all employees witah only

be achieved through better management practicebeinarea of managing rewards and compensation, by
creating a perception of fairness through competitivages and benefits (Coetzee, 2005). In the past
organizations secured the loyalty of their emplgyleg guaranteeing job security. However many omgiuns
have responded to competitive pressures by dowmgizestructuring and casualisation, thus creagirigss
secure environment and broken employment psychedbgbntract. A growing number of employees feelyth
are victims of broken promises. One of the chakendacing modern organizations involves maintaining
employee commitment in the current competitive guess. With no assurance of continued employment,
employees have now raised their expectations iero#ineas. For instance employees expect emplogers t
demonstrate their commitment in terms of pleasamtkimg environment where a fair and just reward and
compensation provides employees with the basedigeirements met to go for higher things like jotistaction

and fulfillment hence enhancing organizational cammant (Harter, 2002).

As organizations are faced with ever increasingptition and as they prepare for new challengesand and
compensation management is key component of suruivattracting, motivating and retaining the best
employees which ultimately lead to organizatiorfitiency and effectiveness thus realizing highdarctivity

and profitability (Milkovich and Newman, 2004). B (2002) argue that companies with committed
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employees will outperform companies with uncommittevorkforce, and contents that demonstrating
commitment to employees will generate a recipramahmitment by employees. Committed employees do
better work than uncommitted and organizations witmmitted employees do better financially thandtreers.
Employers need to determine what is responsibletHisr disparity. Organizational effectiveness dejseon
more than maintaining a stable workforce; employaast perform assigned duties dependably and begvib
engage in activities beyond role requirements.hitst seems that employees’ willingness to contrikiote
organization effectiveness will be influenced bgithevel of commitment (Coetzee, 2005).

Compensation is the glue that binds employees emdogers together. However (Milkovich et al, 20@4yue
that a poorly designed compensation package isi@sof dissatisfaction and employee turnover. varel and
compensation package fails to secure employee conent when it is viewed as not being fair, inedul#sand
inconsistent. Such compensation fails to attratgin and motivate employees. Employees who guitpemies
give inadequate or skewed compensation as the rrefsoexiting. It does not take many uncommitted
employees to prevent business from prospering lzereby ceding a huge advantage to its competitorsany
organizations there is a growing gap between egfieos of employees and what they are prepared tdlere
are a number of reasons for this erosion, the mmsimon is failure on the part of management in soags.
Many studies have investigated the factors thashpmployee commitment and turnover.

Fossey and Havey (2010) study on finding and suisigiemployment practically concluded that mortsfiad
employees will be more committed ,furthermore a oitted employee will discontinue actively searchfog
other sources of income and generously offer fothpetence to the organization, this however do¢some
alone but depends on factors that enhance comntitibis indicates that compensation management beist
taken seriously to achieve a competitive advan{s@ace, 2006). Since employee commitment is likelype
influenced by aspects of reward and compensatiismesearch was aimed at providing tea organizatiaith a
practical approach to enhance employee commitnrehtraprove productivity.

1.1 Problem statement

Reward and compensation is of growing importanceotmpanies in the world over that are seeking io ga
advantage among competitors as a tool for enhangigiger employee commitment and retention (Owens,
2006). According to Gallups, (2013) study on thatesiof American workplace, “70% of American workars

not committed or are actively disengaged from tarkplace. They are emotionally disconnected fitbir
workplace and less likely to be productive. In thport it is estimated that actively uncommittedrikess cost
the U.S.between $450 billion to $ 550 billion dddla year in lost productivity. This figures shdve tclaring
importance of having committed and engaged empkydethe workplace. Earlier research by Fossey and
Havey (2010) practically concluded that more sitisfemployees will be more committed ,furthermore a
committed employee will discontinue actively seamghfor other sources of income and generouslyrdffé
competence to the organization, this however dasscome alone but depends on factors that enhance
commitment.

Various empirical studies have provided extensividence that a good reward and compensation system
strategy for competitive advantage and enhancedoge® commitment while competitive pay attractsaires
and motivates qualified candidates (Zaman et dl12¥ance, 2006; Dessler, 2005; Harter, 2002). Adiog to
Milkovich et al, (2004) a poorly designed compeiwsatpackage fails to secure employee commitment
especially when it is viewed as not being fairgui¢éable, and inconsistent and is a source of tisgaation and
employee turnover. Exit interviews have shown a6 of employees who quit their jobs do so becaesg

are dissatisfied with the compensation (Welch, 2008 study of a sample of 350, daily workers iieland and
New Zealand by (O’ Driscoll and Randall, 1999) tediin (Naicker, 2008) showed rewards have a pawerf
effect on employee attitudes towards their jobs @génization commitment.

Scholars (Vance, 2006; Boon et al, 2006; Milkovi2Bp4; Harter, 2002) agree that reward and compiensa
can positively impact commitment and is a stratégy competitive advantage which enhances employee
commitment, but inadequate or skewed compensatitimi reason for job dissatisfaction and exitiktpwever
employee commitment has been affected by the catimpebusiness environment. Employees have become
victims of broken promises arising from downsizingstructuring and casualisation, thus creatinfpallenge

for the organizations to maintain a committed worké with no assurance of continued employment {feee
2005). Rashid et al (2003) says high levels of citmant are evident in organizations that are doiel
financially.

Braggs (2002) argue that companies that do welinirally outperform others and have committed eygss,

yet fewer than half the employees in today’s woré#oare committed to their employer. Employers nied
determine what is responsible for this disparityps@rvations from 54 enlisted KTDA tea factorieskianya
show high disparity in average payment of tea éeilds (bonus) over a 3 year period (2009 to 20hR.15
evidenced between six (6) selected factories frifferdnt Counties. The disparity of average payraghigh
and low) in KTDA tea organizations has been attéduo different levels of employee commitment (fipati,
2012; Cohen, 2007; Silverthorne, 2004). Empirid@rature showed that little had been done to éstakthe
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determinants of employee commitment in KTDA teddaes. This study was therefore undertaken tordete

the influence of reward and compensation aspecegrioyee commitment in KTDA tea factories in Kenya

1.2 Resear ch objective

The main purpose of this study was to determineitifieence of reward and compensation on employee
commitment: A survey of KTDA tea factories in Kenya order to achieve these objective, differemtesss of
reward and compensation were identified namelyditmms for recognizing employee quality effortate and
individual compensation, rewarding quality workeal communication of rewards and penalties and @&yepl
compensation programmes.

2.0 Literaturereview

Based on social exchange theory grounded in amoegiermodel of human behaviour where interactiomien
individuals is motivated by a desire to maximizevaieds and minimize losses, the individual's orgatianal
commitment depends on his or her perceived balaficeeward utilities over input utilities. The appich
emphasizes the current exchange relation betwebvidoals and organizations. Thus relationshipsvigiag
more rewards than costs will yield enduring muttidaction and commitment to the organization; &éxplains
organizational citizenship behaviour (Coetzee, 2008s is in line with Vroom's expectancy theory9@B)
cited in Armstrong (2009), which states that mdta will be high when people know what they havelb to
get a reward (Instrumentality). They also expectp@etancy) that they will be able to get the rewand that
the reward received will be worthwhile (Valence)FM Expectancy x Instrumentality x Valence. Thersgth
of expectations is based on past experiences ¢regrhent).

Social exchange viewpoint studies have shown timdi@yee’s commitment to organization derives frdarait
perceptions of employers commitment to them thropgsitive beneficial actions directed at the empks/by
the organization thus establishing high —qualitgh@nge relationship. This creates obligations fopleyees to
reciprocate in positive beneficial ways in their omwommitment to the organization through high work
performance. Human resource practices that représgh commitment strategies include a fair, coritjet
and equitable reward and compensation system.sltoban established that there is a significant pasitive
relationship between fair and adequate rewardscantgbensation and employee motivation to high peréorce
Dessler (2005).

This view is supported by Zaman et al ,(2011hiirnt study who affirmed that reward and compensaigstem
is the centre piece of the employment contract aflét is the main reason why people work. Thg¢eobve of
any good reward and compensation are to attractivate and retain good people for the attainment of
organizational goals. But when the reward and corsgiion system is perceived as unfair, or not ajlétand
competitive, it becomes the source of dissatigfactiHerzberg's two-factor theory (cited in Armstgy 2009)
notes that certain factors are necessary to maitithigiene” or ensure that employees are not dsfgad. If a
fair and just compensation system is providedetiheloyee has the baseline requirement met to etisar¢éhey
are now in a position to go for higher things ljke satisfaction and fulfillment, however if itadking leads to
dissatisfaction. The basic tenets of the two-fatheory provide insight into areas managers or eygsk can
influence for instance recognition and rewardingth@erformance in order to increase the satisfaaifotheir
employees and thus gain commitment and loyaltygamization.

Commitment is two-way activity. If employers wanbromitted employees, they need to be committed
employers. Committed employees do better work thacommitted ones and organizations with committed
employees do better financially, yet fewer tharf s employees in today’s workforce are commitiedheir
employer. Employers need to determine what is mesipte for this disparity. With no assurance of towred
employment in the current competitive work envir@am employees have raised their expectationseiasdike
a pleasant working environment with fair and jesvard and compensation system (Coetzee, 2005).
Milkovich et al, (2004) argued that a poorly desidrcompensation package is a source of dissatwfaahd
employee turnover. A reward and compensation pa&ckaits to secure employee commitment when itésved
as not being fair, inequitable and inconsistenthStompensation fails to attract, retain and magivanployees.
This indicates that compensation management muttkes seriously to achieve a competitive advantabes
view is held by (Harter, 2002) studies who noteat #mployees who quit companies give inadequaskewed
compensation as the reason for exiting. If adanl just compensation is provided employees Havdaseline
requirements met to go for higher things like jaisaction and fulfillment and thus commit theffoets to
organizational commitment and high performance.

Zaman et al (2011) indicated that there is a sicgnit and positive relationship between extringiwards and
employee motivation and hence performance, butctiwlenge is that employers are not offering faid a
adequate financial rewards to their employeesmipleyees feel that their effort is appreciated gtr@company
has a good compensation structure based on joliagical, the employe&smotivation and commitment will
improve and hence performance. A study by Boon §2@9Malaysia found that reward and recognitionéna
motivating effect on people at work, and those etspef reward such as fairness, equitable pay aaidepfor
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good performance influence employee commitmentgamization.

A study conducted by Probst & Brubaker, (2001) ctite Armstrong (2009) indicated that the difference
between job satisfaction and dissatisfaction Ireshe employees and the amount and type of rewthedsthe
employee expects. Employees expect that their ibotitsn and efforts should be valued and given irtqwe
in the same way they value their job and work talsaaccomplishing the tasks assigned. Exit intersibave
shown that 70% of employees who quit their jobssdobecause they are dissatisfied with the compensat
(Welch, 2006). A study of a sample of 350, dailyrkess in Ireland and New Zealand by (O’ Driscolldan
Randall, 1999) cited in (Naicker, 2008) showedals have a powerful effect on employee attitudesards
their jobs and organization commitment. Vance (2GQfpports this view by asserting that a good caorsaton
is a strategy for competitive advantage and enltaeeeployee commitment; since competitive pay attac
retains and motivates qualified candidates for oapd efficiency and productivity in the organizatio

3.0 Resear ch methodology

The study employed a descriptive cross-sectionsigde This design was appropriate since it pravidesnap
shot of the variables in the study at one poinine thus providing objective information acrossdapartments.
According to Meijen, (2007), it reveals how varieblunder study are represented in a cross-secti@an o
population.

3.1 Target population and sample size

The target population of this study was from the(6) selected tea factories from the various Ciesrtf the tea
growing and processing areas in Kenya. They aneedeas representatives of the 54 enlisted tearfastfor
two main reasons: First a stratification of allthigaying and low paying factories resulted in aiohof three(3)
from high and three (3)from low paying factorieattivere purposively selected. Secondly conditiaesailing
are the same for factories of similar categoriessg@ndents were taken from all departments, nafaetpry
operations, finance, technicians and field openatid his helped to collect information across atit®ns. The
sample for the study was obtained from the totplutetion of 861 using Slovens’ formula for finitegulations
(Yara et al, 2012).This gave 273 respondents of%8,Llwhich was well above the acceptable sampleoriicg

to Mugenda and Mugenda, (2003) a representativeplsais at least 10% to 20% of the study population.
Stratified sampling technique was used to categ@teployees into management and non-managemen®)Six
managers one from each factory were interviewetleTa shows target population and sample size.

3.2 Sampling techniques and sample size

Table 1: Target Population.

Selected Factories Patporh Sample size
Imenti 137 43
Iriani 109 35
Nyansiongo 313 42
Mogogosiek 219 61
Kapkatet 193 61
Chebut 97 31

3.3 Resear ch instruments

This comprised a self-administered questionnairefoployees and interview schedule for management.
Information on employees’ attitudes was solicitesing questions of likert-type scale containing Spanse
alternatives. Namely Strongly Agree (SA), Agree,(8pmehow (SH), Disagree (D), Strongly Disagree)(SD
these questions were rated 5,4,3,2 and 1 resplgctivee weight of 5 was allocated to the respoitse was
hypothesized to have the most positive influencemployee commitment to organization while 1 wéscaled

to the most negative.

In order to determine the strength of the relatijmbetween the independent and dependent vaaaiotdner set
of 5 response alternatives were used, Namely Véghy KVH), High (H), Medium (M) Low (L), and Very Lw
(VL).These were also rated 5,4,3,2 and 1 wherewtbigiht of 5 was allocated to the variable with thest
influence while 1 was allocated to the variablerdeé to have the least influence. Further two qaestivere
put forward to find out whether the employees warmmitted to their organization in form of “NO “OYES”,
and another to rate their level of commitment ay Vew, low ,moderate ,high and very high. Likecate was
used in this study since it was more reliable, alnjéctive (Mugenda and Mugenda, 2003).

3.4 Research findings

3.5 Biographic infor mation

The first part of the questionnaire deals with bégdnic information of the respondents and the imfation that
follows was obtained. Filled 203 questionnaires eveeceived which constituted 76.9 % response rate.
Descriptive statistics applied showed that the dachpmployees who responded in the selected tdaries
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comprised n=171 which translate to 84 % male an82translating to 16% female this is shown ondébl
Table 2: Crosstabulation: Gender of respondents

Frequency Per centage
Male 171 84
Female 32 16
Total 203 100.0

The sample indicated that 39 % of the respondssteunted for age group under 30 years, 47.1% bet®8-

39 years, 11.9% 40-49 years and only 1.9% wetbeofige 50 years and above.5.2% of the respontedts
education of primary and below,49% had secondauca&ibn while 45.8% had tertiary education. Furthe
analysis showed 53.8% respondents had been irrghaination for 4 years and below, while 46.2% bpent 5
years and above in their organization. The degeeigtatistics also showed that the respondentpdeed 33.8

% factory workers, 11.9 % were from finance deparnt 30% were technicians while 24.3% were field
operators, table 3 below:

Table 3: Biographical information

Descriptions Frequency Per centage
Age

Under 30 82 a9.
30-39 59 47.1
40-49 52 11.9

50 & above 4 91.
Quialification

Primary & below 11 5.2
Secondary 103 49.0
Tertiary 96 5.4
Length of stay

Less than 2 years 72 34.3
2 - 4 years 41 9.9
5-6 years 47 2.2
More than 6 years 50 23.8
Department

Factory 71 3.8
Financial 25 1.9
Technical 63 .80
Field Operators 51 24.3
Total 210 100

Chi-square tests were conducted to determine taéaeship between age, level of education, termurkength

of stay, gender and commitment. The results shqwsitive and significant relationships exceptdducation
level and commitment. Analysis of results on age @8 valid cases and commitment gave value of 6Q d
sig.0.014, for tenure or length of stay 196 cases dighly significant results with Chi-square aall2.42, df
=1, sig.0.000.That of education level and commitmeith 195 cases gave insignificant results where- C
square value was 0.01, df= 1, sig.0.919 and fodgeanalysis of results of 198 cases gave Chi-squeue of
12.42, df =1,sig. 0.001 all these analysis was @arie05 percent level of significance.

Respondents were asked to state whether they vaarenitted to the ideals, objectives and goals of the
organization. Results showed that out of 203 wispaaded comprising 171 males and 32 females, 9028 or
females were committed against 10% or 3 who saig there not committed. On the other hand 56 % or 96
males said they were committed against 44% or 7®wére not committed. In comparison more of thedies
are committed going by their proportion to theirleneounterparts.
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Table 4. Response on influence of reward & compensation for high and low paying factories
Table 4: Influence of reward and compensation on commitment cr oss-tabulation by company
To what level would reward and compensation influence
commitment

Moderate High Very high Total

high paying

factories %within 1.4% 27.3% 71.2% 100.0%
factory

low paying

factories %within 86.9% 13.1% 0% 100.0%
factory

Total

%within 44.5% 23.0% 32.5% 100.0%
factory

Reward and compensation summary table reveal¥itha% or 99 respondents from high paying factonese
very highly influenced by compensation and rewaystesm in their factory, 27.3% (38) respondentsdatiid
this factor’s influence as high, and 1.5% (2) aslerate Participants from low paying factories nurinige61
indicated moderate 86.9% or 53 members, 13.1% if#) with none stating very high table 4 above. Resu
showed significant differences between high paynd low paying factories based on the differeneatpof
reward and compensation. Employers need to deterwiirat is responsible for this disparity.

To establish the relationship between reward andpemsation influence on employee commitment, a null
hypothesis below was tested using Spearman’s ramglation.

°: Reward and compensation is not significantlytezlao employee commitment in KTDA factories in
Kenya.
Results showed that all aspects of rewards revesfgtficant correlations as shown on table 5 Welo
organizational commitment for improving effort thigh working conditions was ( r=0.476 p< 0.01),
compensation system (r=0.494 p< 0.01), performdased rewards( r=0.458 p< 0.01), communicating
rewards and penalties (r=0.384 p<0.01) and rewaddcampensation policy was (r=0.372 p< 0.01). The
results further showed that reward and compensgisignificantly related to commitment (p=0.009D).
Table 5 : Correlation between different aspects of reward and compensation and organizational
commitment on respondents

Reward & compensation Correlation value(r)
Aspects

Organizational commitment for improving 0.476

Effort through working conditions

Compensation system 0.494
Performance based rewards 0.458
Communicating rewards and penalties 0.384
Reward and compensation policy 0.372

*Correlation is significant at 0.05 level

Thus the null hypothesisHO, Reward and compensation is not significantly tezglato employee
commitment in KTDA tea factories in Kenya is regttand conclude that reward and compensation is
significantly related to employee commitment in KAXOea factories in Kenya.

4.0 Discussion of results

The study sought to find out the influence of relvand compensation aspects on employee commitmeeai
organizationsData analysis was conducted by use of descrigtiggstics which showed that majority of the
respondents were male 171 against 32 females. ginafiowed that a large majority of the respond@6t$%
were of age 39 years and below, while only 13.8%evegyed 40 years and above this meant the orgemgat
had a fairly young workforce which has the chanasties of being energetic and innovative but Istsble and
may show high turnover in such of better alterregivThis concurs with (Meyer et al, 2004) who adytreat
investment plans alone is insufficient to producganization commitment among employees with medium
lengths of service. Analysis showed the respondeste from various departments which gave objectiegy
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of the issues in the factories.

Chi-square tests were conducted to determine th#amrship between age, level of education, termurkength

of stay, gender and commitment. The results shqesitive and significant relationship except foueation
level and commitment. Analysis of results on agd @8 valid cases and commitment gave value of 6Q d
sig.0.014, for tenure or length of stay, 196 cage& highly significant results with Chi-squareuall2.42, df
=1, sig.0.000.That of education level and commitmeith 195 cases gave insignificant results whehé- C
square value was 0.01, df= 1, sig.0.919 and fodgeanalysis of results of 198 cases gave Chi-squelue of
12.42, df =1, sig.0.001 all these analysis was @rie05 percent level of significance.

The results are in line with some theories thatylate that as individual's age, alternative oppoities become
limited hence making their current job more atirgctThis is in line with Keramati et al, (2013udy which
showed significant relationship between age andwirgtional commitment. While level of educatiorowid
negative association, positive relationship witmute was noted which could be attributed to reduced
opportunities and increased personal investmemlténorganization. Adenuga et al (2013) also ingidahat
gender significantly predicted employees’ orgamaatl commitment. However though gender has pasitiv
relationship, analyzed data showed it is mostly worwho are more committed to their employers thmesir t
male counterparts; this may be attributed to soffieet@evomen put in finding jobs and family issues.

Results on aspects of reward and compensationhallved significant relationships, Findings reveathdt
organizational commitment for improving working ctitions contributes to employee commitment. Thine
with Social exchange viewpoint studies cited in Atrang (2009) which found out that employee’s coment

to organization derives from their perceptions ofployers commitment to them through positive begiefi
actions directed at the employees by the orgaoizatius establishing high — quality exchange retethip.
Compensation system also showed significant agsmtiavith commitment, this is in line with (Zaman &,
2011) who affirmed that reward and compensatiotesyss the centre piece of the employment conatet all

it is the main reason why people work, if employeffort is appreciated and the company has a good
compensation structure based on job evaluationgihgloyees’ motivation and commitment will improaed
hence performance.

All other aspects of reward and compensation, perdnce based rewards, communicating rewards and
penalties, rewards and compensation policy all glibsignificant and positive association. Theseltgsuie in
line with the study of (Keramati et al, 2013, Mohaed and Eleswed, 2013; O’ Driscoll and Randall,96i¢ed

in Naicker, 2008) who found that the salaries avals offered by an organization have a positifectfon
employee commitment towards their jobs and theganization. This supports the findings of (Robb2@01)

on reward and compensation system, who found thanvemployees feel their efforts are appreciated ahe
company introduced a system of fair ,equitable emkistent reward compensation system, the compihy
have employees with optimized motivation and hénceeased commitment and performance.

Further analysis revealed that low paying factoslkeswed lower mean in all reward and compensatpecs
54.93 % compared to high paying 71.60 %. Analysi;igl spearman’s correlation test revealed significa
relationship (p=0.00 <0.01) between reward and ersation and commitment. The results suggest draop
the disparity in payment among KTDA tea factorisscontributed by reward and compensation aspects
prevalent in the different factories. This is imdi with (Milkovich et al, 2004) who argued thatpaorly
designed compensation package is a source of idfassion and employee turnover, furthermore a revand
compensation package fails to secure employee conant when it is viewed as not being fair, inechltaand
inconsistent. Employees expect that their contidiouand efforts should be valued and given impuatain the
same way they value their jobs and work towardeaiishing the tasks assigned.

Vance (2006) supports this view by asserting thgb@d compensation is a strategy for competitiveaathge
and enhanced employee commitment; since compefifiyeattracts, retains and motivates qualified hatds
for improved efficiency and productivity in the @mjzation. Braggs, (2002) cited in (Coetzee, 20853erts that
companies with committed employees outperform thedé uncommitted workforce, and contents that
demonstrating commitment to employees through uarie@ward and compensation packages will generate
reciprocal commitment by increased commitment andtribution to the organization. This supports the
findings that high paying KTDA tea factories ratgighly for all aspects of reward and compensatimvided

in the organizations.

5.0 Conclusion

The study sought to find out the influence of redvand compensation aspects on employee commitment i
KTDA tea factories in Kenyalt was established thatoorly designed reward and compensation package is
source of dissatisfaction and employee turnovah&more a reward and compensation package fafiedare
employee commitment when it is viewed as not beimg, inequitable and inconsistent. The study has
implications for management of tea factories sirmtkaspects of reward and compensation showedfisamt
relationship to commitment; this means part ofdtsparity observed in payment of tea bonus (highlaw) in
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various KTDA tea factories in Kenya is contributieyl ineffective or poorly designed, inadequate aevatd
compensation system. Employment psychological eshthas been broken by downsizing, restructuring) an
casualisation and employees expect employers tmugmate their commitment in terms of pleasant wark
environment where there is a fair, equitable angt j@ward and compensation system. This can enhance
commitment and productivity because employees’ idsasant reward and compensation as a way that the
contribution and efforts are valued and given intmace in the same way they will value their jobd arork
towards accomplishing the tasks assigned. It idestithat the problem of employee commitment in iKTia
factories will continue to bring disparity in avgebonus payment unless attention is given to ris& af reward
and compensation. Organizations with committed egg#s outperform others with uncommitted ones;
furthermore demonstrating commitment to employedb generate a reciprocal commitment by increasing
effort and contribution to the organization.

5.1 Recommendation

Based on the results of the study management of KXT&xtories should put in place a good reward and
compensation system as a strategy for competittdeargage and enhanced employee commitment; since
competitive pay attracts, retains and motivatedifigth candidates for improved efficiency and protiaty in

the organization.

Reward and compensation should create perceptibnfimess by paying competitive wages, offering
competitive benefits and promoting the most quadifemployee to enhance commitment. This would peovi
solutions to organizations faced with low produtyivproblems by giving special attention to rewaadd
compensation system in their organizations humsouree policies for building commitment.

Managers or employers can influence employee comemit by recognizing and rewarding best performance
order to increase the satisfaction of their empdsy@nd thus gain commitment for higher productivity
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