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CHAPTER ONE - INTRODUCTION

Introduction

Incentive programs have been in existence since the beginning of the nineteenth
century. Since then the idea of what an incentive program is, for both the employer and
the employee, has changed. Incentive programs used to be simply a method of payment,
meaning the more one produces the more one makes. Today the definition of an
incentive program has broadened to include not only a way of paying employeesbut a
way of reducing costs for the employer, while at the same time rewarding the employee
for making the extra effort."

Asan intern for the City of Pflugerville. | was asked to "' create” an incentive
program using ideas from other cities who were currently implementing such programs.
As1 began to research cities with similar populations, demographics, etc. | realized many
different types of incentive programs existed. Not only were there many types of
incentive programs, but there were also many different goals each of them seeked Lo
attain. Withall of thisin mind, | put together a monetary incentive program which
awarded an employee a cash bonus (the amount ranged from $100 to $1000) based on the

recommendationsof the chosen individual's department head. An employee wasto be

't isimportant for the reader to understand that incentive programs are used in both the public and private
sector. The concentration in thisresearch ison public sector incentive programs. Some incentive programs
areused in both the public and private sector. therefore references from the private sector which describe
particular incentive programs have been included where public sector references could not be found. The
emphasis 1s on describing the various types of incentive programs and not comparing their usage in the
public and private sector. It should be noted that al of the employee attitude assessmentscame trom the
public sector.



awarded if s'he performed above expected levels of performance. The employee had to
have worked with the City of Pflugerville for at least one year.

After the program was initiated 1L turnced out Lo be a complete failure. For one
thing, the City of Pflugerviile has fifty to sixty employees, a majority of them working in
the Police Department. What this impliesisthat most of the employees know each other
very well, not to mention whether or not they just received a cash bonus. So naturally
employees were complaining and questioning their department heads about why they
were not awarded. Secondly, the department neads felt like they were not included in the
incentive program since the only one above them was the City Manager and he rarely
gave bonuses. In short, the City Manager ended up giving asmaller bonusto all the
employees who were not recognized and the incentive program waslaid to rest. Of
course | wasdiscouraged but also inspired to research incentive programs from a public
scctor employee point of view; which isthe reason | chose thistopic for my Applied

Research Project.

Statement of The Research Purpose

The purpose of this research istwofold. First, it describes varioustypes of
incentive programs that are used in both the public and private sector. Second, the
research assesses public sector employee attitudes towards each type of incentive
program defined with respect to performance and work environment factors which are

also described.



Chapter Summaries

This section is included to give the reader an overview of the chapters ahead and
their respective purposes.

Chapter Two, Literature Review, provides a review of the literature on incentive
programs. First, it includesthe definition of an incentive program and gives reasons why
organizations implement incentive programs. Then it defines the four major types of
incentive programs and their respective prosand cons. Next, it differentiates between
incentive programs used in the public and private sector. It aso definesthe performance
and work environment factors used to assess employee attitudes within the questionnaire.
The chapter concludes with the formulation of the project's conceptual framework and
statement of expectation.

Chapter Three, Setting, discussesthe ten municipalities that were chosen for this
research. It gives various demographics, geographic locations of each and major
industry, if any. Chapter Four, Methodology, describes the methodology used for this
research project. Firgt, it establishesthat both descriptive and exploratory research are
used. Then, it explains the research design and gives both the strengths and weaknesses
of the chosen methodology. Next, thischapter defines the sampling procedure and types
of statistics used. Finally, the hypotheses and subhypotheses are reviewed and
operationalized. Chapter Five, Results, presents the findings in table format and
discusses whether or not they support the hypotheses and subhypotheses. Chapter Six,
Conclusion, givesa brief overview of the results and discusses the possibilities for further

research.



CHAPTER TWO - LITERATURE REVIEW

Introduction

The notion of rewarding employees for "a job well done'™ has existed since the
19th century when piecework systems were first implemented. (Schiller 1996, 89)
Piecework systems simply involve plans which directly associate the employees level of
pay to their output levels. From these piecework systemsevolved the traditional merit
program. The traditional merit program is based on performance appraisals which
employers evaluate to determine whether or not the employec is deserving of an increase
in pay. Merit programs have lost their appeal inthe 1990's. Today many government
employersare implementing incentive programs, which recognize employees efforts and
reward them accordingly in a multitude of ways.

In thelate 1970°s and early 19807s, when governments began being challenged to
provide more with less, public employers had to find ways to increase employee
workloads without straining an already tight budget." (National Commission on
Productivity and Work Quality 1975, 1) When an employer, be it public or private,
expects employecs to perform more services, the employee usually expects some sort of
compensation. One example of this type of compensation is the traditional merit
program, which correlates an increase in an employees pay with performance over the
past year. Thistype of merit program can be seen within both the public and private

sectors. However, Maclean (1990, 46) maintains that in general employers were losing

In this research project | am mainly focusing on the public sector. However, isimportant to note that at
this timeboth the public and private sector were struggling with ways to provide more services within an
economy faced with rising costs




money with the traditional merit programs used during this period. Under the traditional
system, a** meritorious™ employee received a permanent pay increase that affected base
salary. Thusan agency continually pays throughout the year and all future years of
employment for performance that was demonstrated the previous year. If the
performance of that employee declined, the agency lost money.

Because both public and private employers began to lose faith in the traditional
merit programs, they realized they " needed to develop new guidelines for assessing how
well services were being delivered to citizens™ (Brosz and Morgan 1977, 7). Once the
guidelines were established and services were assessed, governmentscould then
implement programs which would recognize employees who improved their efforts and
save managers from evaluating performance appraisals and distributing pay increases all
year long. These alternatives to the traditional pay increase are known as incentive
programs. Because these typesof programs proved to be successful not only in the eyes
of the managers but in the eyes of the employeesas well, many public organizations took

interest.

Chapter Purpose

This literature review chapter summarizes the literature dealing with incentive
programs and employee attitudes toward those programs. This summary should give the
reader an understanding of the derivation of the conceptual framework that isfound

toward the end of the chapter.



Purpose of Incentive Programs

What isan incentive program? An incentive program can include many things.
Broadly speaking, an incentive [program] is anything offered to obtain
desired performance or behavior from an employcc It may be a reward,
or more responsibility, or more free time. Some peoplealso consider
penalties, such asareduction in pay, loss of benefits, or even dismissal, as
atype of incentive. [National Commission on Productivity and Work
Quality 1975, 9)

Given their variety, incentives can produce many different reactions from employers and
employees. At their best, incentives can increase output, improve employee
performance, reduce costs, increase attendance, create safer work habits, enhance
education and job skill, improve morale?and instill acompetitive spirit among co-
workers, etc.” (National Commission on Productivity and Work Quality 1975, 10)

Why do organizations implement incentive programs? The National Commission
on Productivity and Work Quality (1975, 2) maintainsthat it is the responsibility of states
and local govemments to make their employeesjobs' satisfying and it is also their
responsibility to be able to provide efficicnt and effective services. Because this idea,
that was expressed over twenty years ago, still holds true today, many local and State
governments are implementing programs that improve employee attitudes and the overall
working environment.

Many employrrs have discovered that incentive programs do improve the quality

of working life for employees because incentives give employees a reason to do their

* Of courseit isimportant to keep in mind that incentive programsare not the solution to every personnel
problem and they do not always work in every organization



jobs well and to go the extramile. (Barrier 1996, 30) In addition, incentives give
employees the opportunity to be recognized by their co-workers for having done a good
job. (Moustakis 1983, 28-29) John Gardner (1988. 10) suggest that simply
implementing incentive programs which cxpect higher standards increases the chances
that employees will begin to hold such high standards for themselves. Inaddition, itis
because governments have had to produce more for the citizenry while at the same time
meeting the higher wage demands of the employees, (Greener, et al 1977, 3) that
incentive programs, which recognize and reward employeesfor increasing their levels of
production, have become more and more popular among municipalities and the tax
payersover the years.
Finally, incentive programs have simply eliminated the old way of recognizing
employees for their efforts; which according to a study donein 1985 by the Public
Agenda Foundation was not very popular among many empioyecs.
Although a majority ofjobholders want to do good work for its own sake,
they fell the workplace did not reward people who put in extra effort.
Only one worker in live felt that there was a direct relationship between
how hard one worked and how much one was paid. Close to two thirds
wanted a closer link between performance and pay. Nearly three quarters
believed that the absence of such alink was one of the primary reasons
why work effortshad deteriorated.  (English 1985, 74)

Incentive programs change the method used to evaluate employees. Under these systems

employees are given a more detailed description of what is expected and the areas of the

job that can be improved. Ideally when improvement occurs a reward of some type can

be expected. (English 1985, 73)



The changes that have been made to improve the way agencies recognizethe
effortsof their employees through incentive programs have been substantial. Most, if not
all, of the literature that has been reviewed has been very supportive of the
implementation of incentive programsin both the public and private sector.

Behind al of the reasons why organizations have left the traditional merit
programs and moved on to incentive programs isthe theory of motivation. Motivation is
defined as ' 'something which causes a person to act." That something is not just a
tangible reward but rather atotal climatefor self-motivation. A person's behavior results
from personal internal drives” (Moustakis 1983, 27). In other words, no one can
motivate someone else, it has to come from within that person. Moustakis(1983,27)
maintains that managers can create a work environment that is conducive to motivating
their staff. Sustaining thistype of work environment is crucial for any successful
incentive program.

Thad Green (1992, 1) suggests that popular theories of motivation, which include
Abraham H. Maslow’s and Frederick Herzberg’s", rest on the ideathat workersare more
likely to be motivated to improve their productivity if they are promised some sort of
reward for their effort. Of course the reward has to be something the worker thinks is
worth working a little harder for. Green reconceptualized Victor Vrooms popul arized

expectancy theory of motivation in thefollowing way:

Thefirst belief (B1) deals with the relationship between the effort and
performance, the second (B2) with the relationship between performance

* For moreinformation on Abraham H. Maslow’s and Frederick Herzberg’s theory of motivation see
Abraham H. Maslow, Motivation and Personality, 2d ed. (New York: Ifarper and Row, 1970) and
Frederick Herzberg, Work and the Nature of Man (Cleveland: World, 1966).




and outcomes, and the third (B3) with the relationship between outcomes
and satisfaction. (1992, 2)

It is displayed in the diagram below.

Bl B2 B3

Effort-----esnne--- Performance-------=--==e-n-- QOutcomes Satisfaction

Here the motivation is based on the employees beliefs about what s/he can accomplish
and what those accomplishmentscan do for the employee.”

According to Green (1992, 5), it is important employers realize that motivation is
not the only key to getting employeesto perform well. Employees must first believethey
can accomplish something before they will ever be motivated to do it. Even further, they
must have the appropriate skillsto perform the job they are being asked to do. Finally a
positive work environment must also be in place before any of these things can be
accomplished.

From the theory of motivation comes Dr. Maslow’s hierarchy of human needs.’
Dr. Maslow suggests that as organizations prepare themselves for a motivational
surroundings they also consider three basic propositions:

1 Human behavior is determined by unsatisfied needs; a satisfied need no
longer motivates behavior.

2. Human needs exist in a hierarchy of importance.

It isimportant to note that the expectancy theory of motivation has not had a high success ratein
predicting motivation, effort, and other dependem variables (Rainey 1979, 441).
® The hierarchy of human needs comes from Abraham H. Maslow, Motivation and Personality , 2d ed
(New Y ork: Harper and Row, 1970).



3. Higher needs differ from lower needs in that they are never completely
satisfied. (Moustakis 1983, 5)

At the base of Maslow’s hierarchy of needs are the physiological needs. These include
thingslike food, shelter, and water, etc. Next comes safety which includes law and
order, job security, health care, etc. Following safety comes love and belongings. Then,
self-esteem which basically is"the need for experiencing and maintaining a good feeling
of personal worth and competency' (Moustakis 1983, 5). At the very top is the need for
sell-actualization, Self-actualiza~iormeans reaching one's potential.

All of these things are important for employersto be aware of when trying to
implement a motivational environment. The more they are aware of these things the

more successful they will be in implementing workable incentive programs.

Typesof Incentive Programs
There are a variety of incentive programs that are implemented by all types of

organizations. The programs can be classified as monetary, nonmonetary, quasi, and

negative incentives.

Monetary Incentives
Monetary incentives can come in many forms. The National Commission on
Productivity and Work Quality (1975, 10-13) divide monetary incentives into the

following categories.



1. Attendance Incentives - basicaly rewards the employee for unused sick
time by giving acash bonus or extra retirement benefits.’

2. Competition and contests- instill a'* competitive spirit'. among ¢o-
worker~.~
3. Output-Oriented Merit Increases- " permanent, nonpromotiona wage

increases given for high quality performance.”

4. Perfor mance Bonuses - one time cash awards for accomplishment."

5. Piecework - not usually used in government, pay proportiona to level of
productivity.

6. Safety Incentives - motivates employees to improve satety records and

reduce money lost due to accidents on the job.

7. Suggestion Awar ds - if someone gives the organization agood idea or
suggestion that makes a quality improvement s/he will be awarded.

8. Miscellaneous Monetary Incentives - these typesare not tied directly to
the levels of productivity

Another monetary incentive that wasn't mentioned above 1s one that allows employees to
become stockholders in the company This means that a portion of the employees

paycheck depends on the profitsand losses of their particular share. (Santora 1991, 36)

Nonmonetary | ncentives
Nonmonetary incentives usually come in the form of written recognition, gifts,

formal dinners, informal parties, plagues, etc. One example of written recognition

'The City of New York's department of general services sponsored a program that rewarded those
employees who did not use more that one day of their sick time. Martin (1987, 138) maintainsthat this
program saved the city $258,000 in what would have been sick leave expense.

* An example of one type of competition is the Token Reward System, which gives the salespeople tokens
for each sale where the number of tokens issued reflects the dollar value of the sale (Bushardt,et d 1989,
908). Thusthe salesperson with the most tokens wins.

® Schiller (1996. 89) suggests another type of performance-based pay in which the employee is basically
hisiher own boss. There isvery little supervision and they get paid only for the hours that are worked No

benefits are offered.



comes from the City ot San LuisObispo in California. Here the city istrying to better its
relations with the community and itsse ice to its citizenry through a bulletin board
which displays letterssent in by the public. (Dunn 1991, 28) These letters recognize
employees who went the extra mile to please acustomer. Many organizations also use
the bulletin board as part of their incentive program to recognize their employees
achievements.

The most popular types of nonmonetary incentive programs are usually those that
offer vacations, formal banquets, gifts, etc. Kathryn Troy (1993, 114) states that the key
to noncash reward programsis making the occasions memorable. Popular programs
include banquets, ceremonies, and celebrations. Usually everyone from the company is
invited, including top level officials. Quite a bit of work goes into planning and
organizing these typesof incentive programs. For example, People's Bank in Bridgeport
Connecticut awards their employees with a recognition gift, followed by an
announcement in the company newsletter, a letter from the president, an announcement
in the Managers Meeting and aletter for their personnel file. (Troy 1993, 115)

Another type of nonmonetary award isthetravel award. It's hard to beat a fun-
filled vacation when rewarding those who have gone the extra mile. Incentive programs
which focus on travel rewards have become the key to sales and marketing strategies
(Wagel 1990, 41-42). It isthe responsibility of the employer to know what types of trips
are going to motivate the employees enough to work for the goals of the organization;
which basically means employers need to do a great deal of planning before an incentive

program of this nature will be successful.



Winners of an incentive trip should come back having had a unique,
quality experience that they could not have duplicated on their own. A
good result on an incentive trip automatically generates enthusiasm for the
next one and substantially enhances employee morale, productivity, and
loyalty. (Wagel 1990, 42}

The National Commission on Productivity and Work Quality (1975, 13-15) also
includes examples of nonmonetary incentives not yet mentioned. Examplesinclude:
[ Job Enlargement - increased participation in other job related decisions,
teams which brings employees together to work on assignments, job
redesign, and job rotation which allows employees to leam what their co-

workersdo.

2. Performance Targets - setting targets by which performance levelscan
be measured.

Task Systems- a.soon as the employee finishes what has be set out as a
full days work, s/he can leave while being paid for the entire day.

W

4, Variationsin Working Hours - simply allowing the employee to work 4
ten hour days or other similar variations.

Quasi Incentives

Quasi incentives just barely make it into the employee incentive category because
they have little affect on productivity levels. (National Commission on Productivity and
Work Quality 1975, 16). Promotion isan example of a quasi incentive. Promotion is
sometimes difficult to incorporate into an incentive program because the output which is
produced in many jobs cannot be measured or checked against quotas and therefore
cannot bethe only measure of success or increase in productivity (Fairburm and
Malcomson 1994,684). What the authorsare saying here isthat it is hard to measure the
outputs of some jobs because the outputs are so complex and immeasurable that they

cannot be compared to last years standards or benchmarks usually set forth in an



incentive program. “To usea tournament™® means to contract not on the levels of
individual outputs but on the rank-order of outputs: thus the more successful workerswin
the prize of a higher wage" (Fairburn and Malcomson 1994,681).

Peter Cowie who is CEO of Charter Systems in Waltham, Massachusetts believes
that in house promotion is the most "*powerfully motivating”" (Barrier 1996, 31) reward.
However, Barrier (1996.31) maintains that it isimportant for managers to understand the
individual needs of each employee and realize that a lot of workers like their present jobs
and do not always want to be promoted to another level which would lead them to an
entirely different profession. In fact, some people do get promoted and end up returning
to their former jobs.

Educational Incentives are another type of quasi incentive. These usually are
things like: tuition reimbursement, time off to attend courses, wageincreases based on
educational achievements, or a combination of these (National Commission on
Productivity and Work Quality 1975, 16). Thistype of incentiveis generally not a major
component of any one incentive program. It usually is something on the side that
employees can be involved in if they want to.

Productivity Bargaining and Work Standar ds are also categorized asquasi
incentives. Productivity Bargaining includes some sort of wager between an employee
and management which guarantees improved benefits for increased productivity,
efficiency etc. (National Commission on Productivity and Work Quality 1975, 16).

Work Standards basically monitor the amount of time it should take to finish ajob.

" The use of the word tournament here refers to the competition within agenciesfor promotion. The
authors are explaining that because output cannot always be measured, the worker with the most or fastest
outputs gets promoted.



Work Standardscan be used as a tool for employees to motivate themselves to get the job
donein the alocated amount of time. It also helps employees understand what level of

performance is expected from management.

Negative Incentives

Thefinal type of incentive program is the Negative Incentive. The National
Commission on Productivity and Work Quality (1975, 17) defines negative incentives as
rules, threatsand punishmentswhich are utilized to change staff conduct. Bell Atlantic
implemented a pay-for-performance incentive program in 1985 which deducted money
from their annual salaries and was returned to them based upon their performance.
Managers who work above the level specified will be returned more than what was
originally deducted, however, those managers who work below the specified level stand
to lose more than what was taken out (English 1985, 74).
Another type of negativeincentiveisthesalary plan. Thisplan
refers to giving a regular income on a regular basis in the form of money
and fringe benefits. When an individual is hired, he is granted the weekly
salary and the fringe benefits before he sells anything. In order to
continue to receive these rewards he must avoid being discharged.
(Bushardt, et al 1989,905)

With al of the different types of incentive programs available, it is easy to see

why it is so important to have an understanding of employeesindividual needs. Not

everyone is going to be equally motivated by the sametype of program



Prosand Consof Various Incentive Programs

Just by reading about al the different types of incentive programs it iseasy lo see
that many different opinions exist about which incentive programs work and which ones
do not. Each organization isdifferent and therefore one incentive program that worksin
one may not always work in another. The following sections reveal some of the pros and

consof the incentive programs that have previously been explained.

Pros

Incentive programs can offer a variety of positive factors to any organization.
Michael Barrier (1996, 31) maintainsthat if employees are held to higher standards they
will strive to achieve them and they will feel positively about making the extra effort.
LaForge et al. (1992, 131) claim that if done properly incentive programs can pay for
themselves through the money that issaved by simply implementing them. Thisis
important because one thing the public is concerned about when it comesto merit
programs and incentivesis the cost to the tax payer. Tax payersare more willing to
accept incentive programs if they do not create additional taxes and can be proven to
increase productivity and decrease expenses (National Commission on Productivity and
Work Quality 1975, 132). In general, unlike traditional merit programs, Troy (1993, 116)
maintainsthat incentive programs are meant to be available for al workers and are not

offered only to a select few.



More specifically, awards (nonmonetary) programs in themselvesare very
effective communication tools, especially when the recipients and the program itself are
published in alocal newsletter, an interoffice memo, a bulletin board, etc. (Martin 1987,
136). When an employee is recognized for having done an excellent job on a particular
project, s’he realizes someone is payingattention and cares. In addition, it gives other
employees amodel to follow and communicates the level of performancethat is
appreciated {Wagel 1990, 41). Any type of positive recognition is going to be
appreciated by employees. Koch (1990, 110) sums up employee reactions by asserting
when employees know that their efforts are being recognized they are more likely to
continue the extra effort. Informal recognition can also be effective if the employee
knows exactly what s/he has doneto receive the award, so the behavior or performance
can be duplicated. (Barrier 1996, 30)

One company in Pennsylvania had been giving cash awards for several years but
the personnel director decided to switch to gifts because he felt that most of the
employees were putting their money in their family budgets and not buying or doing
anything to remind them of the company's appreciation. Thus the company decided to
distribute catalogs from which the employees could select their own gifts. The switch
was successful. (Wagel 1990, 43) It has been noted that giftsare becoming amore
popular form of incentive than bonuses (Wagel 1990, 44). Many organizations have
recognized that it makes more sense to give a one time lump sum award than increasing

the base salary.



When compared to merchandise, cash incentive awards do have their advantages.
""Cash has universal appeal. Sometimes programs that are based on cash are easier to
administer because there is no shipping charge, no sales taxes, etc." (Moustakis 1983,
32). Cash also allows the employee to buy whatever sthe wants. Even if it is put towards
the family budget, it isthe employees personal choice.

Competition and contests are types of monetary incentive programs which have
also proven to be successful in many organizations. Contests can instill a competitive
atmosphere in the work place because employees are triggered by what their co-workers
aredoing. {Scott 1996, 37) One organization experienced a 30% drop in tardiness
because of an incentive program which rewarded employees who made it to work on
time. Every time an employee was on time s’he would get to choose a poker card. Those
who were late did not get a card. By the end of the week all of the employeeswho had
five cards would play a hand of poker - the winner received the pot of $20 - $25 which

was supplied by the company. (Scott 1996, 37)

Cons

Although the above lists the advantages that incentive programs can offer, it is
important for the employer to be aware that there are disadvantages to using incentive
programs. For example, with monetary incentive programs such as self-management
(where the employee only gets paid when s/he works), huge gaps can be created in the

amount of money each employee makes. (Schiller 1996, 89) Thiscan cause



inconsistency when trying to forecast for next years budget and it can be hard on the
employeeswho get sick or has to miss work for some unforeseen circumstance.

Another monetary incentive which has disadvantages is the incentivethat is tied
to the company's success or stockholder incentive program. It has been shown in some
reports that these types of incentive programs are not reliable. For example, agencies
that did not offer incentives enjoyed return rates of 5.6% while the agencies which
employed incentive programs had return rates of 11.3%, 12.7% and 14.2%” (Castro
1991, 41). Thereason behind this discrepancy is because some companies simply
compensate the employees when the stock prices go down; therefore there isreally no
"incentive" to improve performance.

Competition and contests are also monetary incentives which have drawbacks.
Usually with competitions, goals, quotas, and/or deadlines are set. Bushardt, Fowler, and
Debnath (1989,905) maintain that as soon as the goal that was set forth is attained, the
worker is satisfied with the achievement and is less likely to continue to improve his/her
productivity. Also, when there isextraeffort put into reaching a goal or deadline, there is
often a temporary decrease in sales which is below normal levels of performance. (906)

Finally, the monetary incentive which has disadvantages is the piecework
incentive program in which pay is proportional to the employees level of productivity.
" Piecework encourages speedups, creates sweatshop conditions, and spreads alienation™
(National Commission on Productivity and Work Quality 1975, 12).
The salary plan, which isa negative incentive can also have disadvantages. Like

the stockholder incentive program, it offers no incentive to improve performance.



“A salary plan alone islikely to motivate individuals to perform up to the minimum
acceptabl e standard to avoid discharge but provides no incentive for them to perform at
their Cull potential” (Bushardt, et al 1989,905).

With any of the listed incentive programs, it is hard to say what really motivates
an employee to increase levels of output, performance or whatever the goal may be.
There isno guarantee that ssimply increasing someone's level of pay is going to produce
improvement in their performance (English 1985, 74). According to the National
Commission on Productivity and Work Quality there doesn't seem to be one type of
incentive program that has been successful in any one local or State govenunent (1975,
142). Itis, however, important that these options are made available because when
employers expect improvement from their staff, they are going to expect somethingin

return.

Incentive Programs- The Public Versusthe Private Sector

Throughout this literature review a fairly comprehensive listing of the various
types of incentive programs used in many organizations have been described. However,
it is important to note that not all incentive programs that are appropriate in the public
sector are appropriate in the private sector. In this manner, E.S. Savas in Privatization:

The Key to Better Government, distinguishes between those products that are publicly

available, those which can be made available only to the private sector, and those that fall

somewhere in between. The following diagram serves as an example.
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Savas(1987, 39) defines the above terms as.

|. Private Goods - those which are consumed individually and cannot be used without
some sort of approval from the person who is supplying the good or payment for the
good.

2. Common Pool Goods - consumed individually and are available to everyone free of
charge.

3. Toll Goods- used jointly. Those who want to consume the good must offer payment
and those who don't will not get to useit.

4. Collective Goods - used jointly. These goods cannot be taken away from anyone
without some sort of confrontation.

The relationship between what E.S. Savas writes about private versus public
goods and what is written here about incentive programs, isthat some types of incentive
programs which can be used in the private sector cannot always be used in the public
sector. Thisdiscrepancy usually exists because of the flexible funding that the private
sector has which the public sector does not. The private sector is spending money that

consumers have willingly spent for their goods and services while the public sector is



spending money that has been collected from citizens through taxes. Thisdifference lies
in the consumer's willingness to pay (Savas 1987.44). Taxpayersdo not usually want to
fund incentive tripsto Hawaii, etc. Also, the public sector is often constrained by
political boundaries that the private sector isless often confronted with. Obviously, there
does exist some separation, though it may be vague, between what is allowed in the

public sector and what is allowed in the private sector - whether it be goods or services.

The following tables highlight which types of incentives would not be suited for

the public sector and which ones would.

Table2.1
Monetary Incentives and Their Appropriatenessin the Public and Private Sectors

ype of Incentive Progran ¢ate S
Attendance Incentives | Yes Yes

_ Competition and Contests | Yes . Yes _

_ Output-Oriented Merit Increases Yes . ~Yes

__ Performance Bonuses B Yes ~ Yes

Piecework B No _ Yes
Safety Incentives Yes Yes

. SuggestionAwards . Yes  Yes
Miscellaneous Monetary Incentives | Yes ‘ Yes
Stockholders No ' Yes

L

The only monetary incentives that are not appropriate for usein the public sector arethe
piecework incentive programs and the stockholder programs. The piecework program
bases an employee's pay directly on the level of output that the employee produces. An

example would be how many more widgets one could produce in an hour etc. The

"' There are stockholder programs that have been introduced into the public sector.
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stockholder program allowsworkers to contribute a portion of their paycheck to stocks
within the company. The amount the worker receives depends on the profits and losses

of their particular share. Since the public sector is tax supported, company stocks are not

an option.

Table2.2
Nonmonetary Incentives and Their Appropriateness in the
Public and Pri ctors

~ Written Recognition
Gifts
Formal Dinners
Informal Parties
Plaques
Trips
Job Enlargement
Performance Targets
Task Systems
Variationsin Working Hours Yes Yes

The only nonmonetary incentive program that is not usually found within the public
sector isthetrip program. Not only are theses trips politically unpalatable, but they are

usually not something for which taxpayers want to spend their tax dollars

Table2.3
Quasi Incentivesand Their Appropriatenessin the Public and Private Sector

Promotion
Educational Incentives
Productivity Bargaining

Work Standards




Productivity bargaining is the only quasi incentive that is usually not found in the public
sector. Productivity bargaining calls for a negotiation between employees and their
managers for increased benefits if productivity increases. In public organizations
employee benefits are distribute equally among all full time employees. Negotiations are

usually not allowed."*

Table2.4
Negative Incentives and Their Appropriateness in the Public and Private Sector

Rules, Threats and Punishments Yes Yes

Rules, threats and punishments can include many things. However, one does not like to
think of public administrators threatening or punishing their employees, but it has been
know to happen. They can punish by not giving pay increases, threaten those employees
who are late, etc. These types of actions typically work as negative incentivesto do a

better job

Employee Attitudes with Respect to I ncentive Programs

Most employers initiate incentive programs to enhance or instill one or all of the
following performance and work environment factors. employee productivity, job
satisfaction, loyalty to the job, morale, and improvement of employee skills. The
purpose of this project is to describe employee attitudes about the impact of incentive

systems. The impact can befelt through productivity, job satisfaction, loyalty, morale,

"2 When 1 refer to benefitsin this section 1 am referring to vacation time, sick leave, retirement, etc
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and improvement of skills. The following section is presented to reduce confusion about
what employers hope to gain once incentive programs are put in motion. Table 2.5 gives
abrief overview

Table25
Overv1ew of Performance and Work Environment Factors

,Prod uctwlty Efﬁc:ency and effectiveness, Efﬁmency mcasunng the, cost of service,
: delivery. Effectiveness measuring impact of the service. . Alsu levcl of .
. | employee perfannance will-be ingluded when: apphcable e

Job Many deﬁmtlons exist. See text.

Satisfaction .
“Loyalt An cmployees faithfulness to hlsfher jo

.Morale N The welll bemg of thc group one works with

nccnnvc program

Productivity - Greener, et d (1975, 5) define productivity as* service efficiency
and effectiveness”. Brosz and Morgan (1977.9) also define productivity using both
efficiency and effectiveness. " Efficiency measures emphasize the cost of delivering a
service. Effectiveness measures emphasize the output or impact of the service”.
However, not al jobs can be measured by service delivery costsand its impact.
Employers, therefore, must measure the employees level of performancewhich can he
defined as

competency and accomplishments. By defining performance as
competency and accomplishments...managers have alogical foundation
for building a pay-for-performance program that employees will
understand. supervisors can manage and will be more cost effective than
traditional merit programs. (Maclean 1990, 48)

Job Satisfaction - It isimportant to note that no one definition of job satisfaction

has been agreed upon. The differences between the definitions of job satisfaction exist

because there are many different aspectsof job satisfaction which can be combined in




several ways. (Gmneberg 1979, 3) Take for example the many thoughts on job
satisfaction below:**

Locke - A pleasurable or positive emotional state, resulting from the appraisal of ones
job or job experiences” (Gruneberg 1979, 3)

Hoppock - ""Any combination of physiological, psychological, and environmental
circumstancesthat causes a person truthfully to say * | am satisfied with my job”
(Hopkins 1983, 21)

Strauss - "* Absence of pain and oppressiveness, tolerableness considering the alternatives,
all the way over to sheer joy in work, with 'pretty satisfied’ perhaps as the modal
attitude” (Barbash 1976, 16-17).

Gruneberg - “..the individual's emotional reactionsto a particular job” (1979, 3).

Human Relations School of Thought - ** Job satisfaction leads to increased productivity

and that human relationships in organizations are the key to job satisfaction™ (Gruneberg
1979, 6).

Herzberg - believed job satisfaction could only be obtained through the work itself
(Gmneberg 1979, 8)

Hopkins - "' The state of mind that results from an individual's needs or values being met
by thejob and its environment™ (1983, 32)

Need-Satisfaction Model - " Assumesthat individuals have stable needsthat are

identifiable and that jobs have stable and identifiable characteristics” (Hopkins 1983,

20).

" The names that are underlined represent the author of the definition presented. The namein parentheses
represents the author of the article which included the definition.



There are many more definitions and attitudes towards job satisfaction but for the
purposes of this paper it isimportant to simply realize how diverse the definition can be.

Loyalty - simply refersto an employees faithfulness to histher job.™

Morale - defined as " group well being" (Gruneberg 1979, 3). Gardner suggests
that it is the responsibility of the employer to " maintain positive attitudes toward the
future, which are essential for high morale and motivation™ (Gardner 1988, 8). Incentive
programs will presumably ingtill those positive attitudes, thus creating high morale in the
work place.

I mprovement of Skills- simply refersto the employees' desire to improve job
related skills as aresult of an incentive program. Moustakis (1983, 30) maintains that
any incentive program should emphasis a continuous increase of knowledge and

improvement of skills. Of course this knowledge should be directly related to the current

job and the improvement of services rendered within that position.

Conceptual Framework

Many government organizations offer incentive programs to their employees,
however, some do not. Aswith many programs offered, employee attitudes toward them
differ. It isthe purpose of the Literature Review Chapter to describe various types of
incentive programs as well as a set of different work role attitudes that these incentive
programs may influence. It isthe purpose of this study to assess employee attitudes from

ten different municipalities towards monetary, nonmonetary, quasi and negative incentive

" Nothing in the literature specifically mentioned the retationship between employee loyalty and incentive
programs. However, sinceit is an interesting question, it will still be used in the questionnaire.



programs. There are four primary hypotheses that form the conceptual framework for

this applied research project. Each primary hypotheses contains five sub-hypotheses.

Thefirst hypotheses (WH#1) and sub-hypotheses of this applied research project

deal with the following employee attitudes towards monetary incentive programs

WH#1:

WH#1a:

WH#1b:

WH#1¢:

WH#1d:

WH#le:

Employees will have positive attitudes toward monetary
Incentives.

Employees will agree that monetary incentives have a positive
influence on their productivity.

Employees will agree that monetary incentives have a positive
influence on their job satisfaction.

Employees will agree that monetary incentives have a positive
influence on their loyalty.

Employees will agree that monetary incentives have a positive
influence on their morale.

Employeeswill agree that monetary incentives have a positive
influenceon their desire to improve skills.

Hypotheses two ( WH#2) and sub-hypotheses deal with employee attitudes toward

nonmonetary incentive programs.

WH#2:

WH#2a:

WHi#2b:

WH#2¢:

WH#2d:

Employees will have positive attitudes toward nonmonetary
incentives.

Employees will agree that nonmonetary incentives have a positive
influence on their productivity.

Employees will agree that nonmonetary incentives have a positive
influenceon their job satisfaction.

Employees will agree that nonrnonetary incentives have a positive
influence on their loyalty.

Employees will agree that nonmonetary incentives have a positive
influence on their morale.



WH#2e: Employees will agree that nonmonetary incentives have a positive
influence on their desire to improve skills.

Hypotheses three (WH#3) and sub-hypotheses deal with employee attitudes

toward quasi incentive programs

W 3: Employees will have positive attitudes toward quasi incentives

WH#3a: Employees will agree that quasi incentives have a positive
influence on their productivity.

WH#5b: Employees will agree that quasi incentives have a positive
influence on their job satisfaction.

WH#3¢: Employees will agree that quasi incentives have a positive
influence on their loyalty.

WH#3d: Employees will agree that quasi incentives have a positive
influence on their morale.

WH#3e: Employees will agree that quasi incentives have a positive
influence on their desire to improve skills.

Hypothesesfour (WH#4) and sub-hypotheses will deal with employee attitudes

towards negative incentive programs.

WH#4: Employees will have positive attitudes towards negative
Incentives.
WH#4a: Employees will agree that negative incentives have a positive

influence on their productivity.

WH#4b: Employees will agree that negative incentives have a positive
influence on their job satisfaction.

WH#4c: Employees will agree that negative incentives have a positive
influence on their loyalty.

WH#4d: Employees will agree that negative incentives have a positive
influence on their morale.



WH#4e: Employees will agree that negative incentives have a positive

influence on their desire to improve skills.

It is anticipated that employees will have positive attitudes towards the positive
incentive programs which include monetary. nonrnonetary and quasi incentives (WH#5
and sub-hypotheses). It isalsoanticipatrd that employees will have negative attitudes
toward the negative incentives (WH#6). The following are the hypotheses that reflect

this anticipation

WHES: Employees will have positive attitudes towards the positive
incentives.

WH#5a; Employees will have positive attitudes towards the monetary
incentives.

WH#5b: Employees will have positive attitudes towards the nonmonetary
incentives.

WI#5c: Employees will have positive attitudes towards the quas
incentives.

WH#6: Employees will have negative attitudes towards the negative
incentives.

Conclusion

From the literature reviewed in this paper it is easy to see that many objectives
can be reached through incentive programs. Defining what incentive programs are,
discussing why employers use them and addressing the pros and cons of the various types
of incentives, is necessary to get afull understanding of what the incentive program has
cometo mean for both employees and their employersin the 1990's. Thefollowing

chapter, Chapter 3 - The Research Setting- will describe the ten agencies that were



chosen for assessment of employee attitudes. It will include geographic locationsand

various demographic statistics of each of the cities.



CHAPTER THREE - THE RESEARCH SETTING

The purpose of this research isto assess employee attitudes towards incentive
programsin Central Texas municipalities with populations of 20,000 and under. To
satisfy this end, an understanding of the context in which the research took place is
important. Questionnaires were sent to employees of ten cities. This chapter familiarizes
thereader with the ten cities. It includes a discussion of the fonn of government,

geographic location and various demographics.

Texas Cities'

According to the 1993 population estimate by the Texas State Data Center, there
are approximately 1179 municipalities which range in population size from 24 residents
to Houston's 1,700,672 residents. More than eighty percent of Texasresidentslivein
cities and towns, meeting the United States Bureau of the Census definition of Urban
Areas.

According to the 1990 United States Census, Texas has 298 municipalitieswith
more than 5000 in population . Under Texaslaw, these municipalities may adopt their
own charter by amajority vote. Cities with a population less than 5000 may be chartered
only under the general law. There were 284 home-rule cities as of June 1, 1995, most of

the home-rule cities had populations under 5000.

5 All information taken from the 1996-1997 Texas Almanac.
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City Structure

In general municipalities are organized by departments. Each department is
usually supervised by adepartment head or director. The number of departments a given
city has depends upon the types of services the city is providing. Somecities, for
example, hire private firms to provide servicessuch as garbage collection; thereby
eliminating the need for a garbage collection department. The most common
departments are: police, fire, water, wastewater, utilities, parks and recreation, library,
mai ntenance, finance, human resources, planning, building codes, streets. garbage,
animal control and administration.

However, some cities are too small to bedivided up into departments. The City
of Jonestown, for example, hasatotal of five employees: a city administrator, a
municipal court clerk, a maintenance supervisor, a maintenance worker and an animal
control ordinance officer. Because of the population size of Jonestown only afew
employees are necessary to meet the needsof the citizens. If the City of Jonestown
decided to provide more services then it would definitely need more employees and
would eventually be divided up into departments. The City of Seguin on the other hand
has 28 departments, which include most of the ones listed above plusa few more.
Of courseeach city isdifferent and iscomprised of departments that are necessary to
serve the needs of the community. Obviously the department size depends on the number

of people it serves and the amount of work it takesto run it successfully.



TexasCities Used in Study

The remaining sections of this chapter identify the ten cities that have been
selected for this project. They are: Seguin, Brownwood, Taylor, Leander, Lakeway,
Jonestown, Cedar Park, West Lake Hills, Georgetown, and Lago Vista. All of these cities
are centrally located and have populations no greater than 20,000. Thefollowing isa
more detailed description of each of the cities demographics, forms of government, and
geographic locations. A map has also been included to assist the reader in visualizing the

location of each city.



The City of Seguin
Seguin, TX
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Seguin is within Guadalupe County and ts located in South Central Texas on
Interstate Highway 10, approximately 34 miles East of' San Antonio and 50 miles South
of Austin. The population is 20,238 of which 72.3% are white, 8.6% Black. 7% Asian
Pacific, and 40 7% of Hispanic Ongn The city has 285 employees and 1s run by a City
Manager, Mayor, and City Council. Industry includes various manufacturing, hospitals,
museums, and Texas Lutheran College. The median household incomeis $30,349 while

the average household size is 2.8 persons



The City of Brownwood

Brownwood. TX
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Brownwood is the county seat of Brown County. It islocated in Central Texas,
160 miles southwest of Dallas and 75 miles south of Abilene. Its population is 18,641 of
which 83.4% are white, 5.4% are black, .4% are Asian Pacific, and 15 7% are of
Hispanic Origin. The city has 244 employees and is governed by a City Manager, Mayor.
and City Council. The average household income in the city is $22,009 and the average
household size is2.51 persons. The industry of Brownwood includes aretail trade
center, a distribution center, Howard Payne University, MacArthur Academy of
Freedom, a mental health and mental retardation centsr. and various manufacturing

plants.



The City of Taylor

Taylor, TX
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The City of Taylor is in Williamson County and is located in Central Texas on
Highway 79 approximartely 30 miles northwest of Austin. The population is 11,971 of
which 74.4% are white, 13.8% are black, .5% are Asian Pacific, and 27.2% are of
Hispanic Origin. The City of Taylor employs 138 peopleand is governed by a Citv
Manager, Mayor, and City Commissioners. The median household income is 334,269
and the size of the average household is 3.73 persons. The city’s industry 1s made up of
agribusiness, vaned manufacturing including cottonseed and meat processing, a hospitat,

Temple Junior College extension. and a publishing center.



TheCity of Leander

Leander, TX
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The City of Leander is located in Central Texas, 18 miles northeast of Austin off
of Farm Road 1431 in Williamson County. Thepopuiation is 3,624 of which 93.3% are
white, 1.1% are black, 2% are Asian Pacific, and 13.2% are of Hispanic Origin. The
City of Leander has 50 employees and is managed by a City Manager and aMayor. The
median household income is 541,775 and the average household size is 1.95 persons.

Leander's major source of business is derived from educational services.



The City of Lakeway

Lakeway, TX
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Lakeway isin Travis County and is located in Central Texas off of Highway 620
approximately 25 miles northeast of Austin. The population is 4,127 of which 93.53% are
white, .1 % are black, .4% are Asian Pacific, and 7.8% are of Hispanic Origin. The City
of Lakeway has 9 employees and is run by a City Manager and a Mayor. The average
household size is 2.43 persons and the median household income is 548,909. Lakeway’s
major business source comes from local restaurants and various other eating and drinking

operations.



The City of .
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The Citv of Jonestown 15 located within Travis County and is about located in

Central Texas on Farm Road 1431, 25 miles northeast of Austin. The population is 1,305

of which 93.6% are white, .7% are black, .8% are Asian Pacific, and 6.3% are of

Hispanic Origin. The City employs 5 people and is governed by a City Administrator, a
City Council, and a Mayor. The median household income is$36,850. The average

household size is 2.36 persons. Jonestown is mainly residential but it does have a tew

limestone m

ineries in the area.



TheCity of Cedar Park

Cedar Park, TX
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Cedar Park is located in Central Texas within both Travis County and Williamson
County. It runsalong North 183 about 15 miles north of Austin. The population is 6,360
of which 91.8% are white, 2.0% are black, 1.4% are Asian Pacific, and 11.2% arc of
Hispanic Origin. The City of Cedar Park has 161 employeesand is managed by a City
Manager, Mayor, and City Council. The median household income is $50,834 and the
average household size is 3.03 persons. Cedar Park's main source of business is derived

from area construction.



The City of West Lake Hills
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West Lake Hills islocated in Central Texas within Travis County and is
approximately 15 miles northeast of Austin. The population is 2,784 of which 93.9% are
white, .6% are black, 3.4% are Asian Pacific, and 5.4% are of Hispanic Origin. The city
has 235 employees and is run by a City Administrator, aCity Council, and aMayor. The
average household size is 2.63 persons and the median household income is §76,208.

Major businesses in West Lake Hills include engineering and accounting firms.



The City of Georgetown

Georgetown. TX
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The city of Georgetown is part of Williamson County and is located in North
Central Texas off of Interstate Highway 33. It is 27 miles north of Austin and 34 miles
south of Belton. The population is 16,752 of which 94.4% are white, 2.0% are black,
.7% are Asian Pacific, and 8.3% are of Hispanic Origin. The city employs 280 people
and is managed by a City Manager. a Mayor, and City Council. The median household
income is $52 643 and the average household size is 2.81 persons. The city's industry
includes light manufacturing, tourism, agriculture, a hospital, Southwestern University,

Mayfair and the Christmas Stroll.



The City of Lago Vista

Lago Vista, TX
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Lago Vistais located in Central Texas within Travis County. It is off of Farm
Road 1431 approximately 30 miles northeast of Ausrin. The population is2,328 of
which 93.6% are white, .7%are black, .8% are Asian Pacific, and 6.5% are of Hispanic
Origin. The City employs <2 people and is governed by a Citv Administrator, Aldermen,
and a Mayor. The median household income is 536,890 and the average household size
is 2.36 persons. Lago Vistaissurrounded by residential property and real estate happens

robe itstop industrv.
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Table 3.1 provides an overview of each of thecitv’s demograplucs for clarification.

Table 31 Summary of City Demographics'®

City Government | Number of Population County Median Average | Race %
Type Employees Household | Household | White | Black | Asian | Hispanic
Income Size Pacific Olmrm::
| Seguin, TX Home Rule | 285 20,228 Guadalupe 30,349 2.8 72.3 86 | 7 40.7
Brownwood, TX | Home Rule 244 18,641 Brown 22,009 251 83.4 5.4 4 15.7
Taylor, TX Howe Rule 138 11971 Willslamson 34,269 273 | 744 13.8 5 272 |
Leandcer, TX Home Rule 50 3,634 Williamson 42,775 2.95 933 1.1 2 13.2
| Lakeway, TX | Home Rule 9 4,427 Travis 48,909 243 933 4 4 7.8
Jonestown, TX"® General Law | 5 1,305 Travis 36890 236 936 7 8 6.5
Cedar Park, TX HomeRule |  16] 6,360 | Williamson { 50,834 3.03 91.8 2.0 1.4 112
& Travis !
West Lake Hills, TX | General I aw 25 2,784 Travis 76,208 2.63 93.9 6 3.4 5.4
Georgetown, TX" Home Rule 280 16,752 | Williamson | 52,643 2 81 94.4 2.0 7 8.3
Lago Vista, TX” General Law a2 2,328 Travis 36,890 2.36 93.6 7 8 6.5
Texas - 18,378,185 59.9 95 | 15 20 4"

The ten cities areall in central Texas and primarily from Travis or Williamson County. They represent a large variation in population size.

The largest city, Seguin hasjust over 20,000 residents while the smallest, Jonestown has lessthan 1500

e

' The Hispanic Origin colunmn represents multiple ethaic origins.
_w All figures bared on the 78645 zip code
" All figures based on tlie 78728 zip code.

20

2]

All frigures based on the 78645 zip code
The race percentages are hased on total of 21,326,780 people which is not what the 1996-1997 Texas Almanac gives as the population, according to the July 1994 US

Median Houschold Income. Average Houschold Size and Hace Percentage statistics are taken from The Sourcebook of Zip Code Demographics.

Bureau of Census estimatc, whichis 18,378,185, In addition, the remaining 8.7% of the racc percentages belong to the “other” category.




Conclusion

Of course each city isdifferent and each has its own ways of operating. The size
of acity (as an organization and community population), its location, demographics, and
type of government are al important factors to consider when assessing the attitudes of
city employees. All of these factors come into play when an employee forms an attitude
towardsincentive programs in general and towards incentive programs within their own
organization. This chapter has alowed the reader to get an idea of each of the cities
setting in order to produce greater understanding of theresearch findings. The methods
used to assess the employee attitudes of each of the ten cities are presented in Chapter

Four - Methodology.



CHAPTER FOUR- METHODOLOGY
Purpose
This chapter's primary purposeis to describe the mechanicsof this research. It
examines the role of descriptive and exploratory research, explains how the chosen
methodology best satisfied the research purpose, and looks at the sampling and

measurement techniques. Finally, the hypothesesare reviewed and operationalized at the

end for clarity.

Descriptive Research

Descriptive research is avaluable tool when trying to describe or assess certain
characteristics of a given population {Babbie 1995, 86). This research isdescriptive in
that it describes both the varioustypes of Incentive programs implemented in public
agencies” and it describes the attitudes of employecs with respect to the various
incentive programs.” A particular feature of descriptive research is that it generally

includes descriptive categories such asthe ones listed below

Table 4.1
Performanoe and Work Enwronmem Factors

Job Many defi n|t|ons exist. Seetext.

Satisfaction |
 Loys An employeesfaithfulnessto his/her job

Morale' | Thewell being of the group one works with

 of Skills; - | indentive program,

“ It has been noted that most. if not al. of the incentive programs described in the Literature Review
Chapter can be found in both the public and private sector.
2! These descriptions can befound in the Literature Review Chapter.



These categoriesare used to assess employee attitudes towards positive (monetary,

nonmonetary and quasi incentives) and negative incentives.*

Exploratory Research

Exploratory research isalso used in the research of employee attitudes towards
incentive programs. Exploratory research. according to Earl Babbie (1995, 84),
accomplishes three purposes. ' One, it satisties the researcher's curiosity and desire for
better understanding Two, it tests the possibility of producing a more careful study, and
three, it devel ops the methods to be used in a more careful study™. In other words, itisa
suitable tool for testing hypotheses. In this project, exploratory research is used to
examine overall attitudes of employees.” Working hypotheses were used to examine the
direction of the attitudes. It isimportant to note that exploratory rescarch isa helpful
tool when examining a new subject, but it israrely capable of providing definitive

results.

Resear ch Design

Survey research is used in this project to assess the attitudes of employees toward
monetary, nonmonetary, quasi, and negativeincentives. Babbie (1995,253) suggests that
survey research isan excellent way to obtain attitudesand beliefsof individuals. In

addition, survey research 1s appropriate when the population is too large to be researched

# See Working Hypotheses 1 - 4.
** See Working Hypotheses5 - 6.



directly. Survey research allowed this project not only to be cost-effective and efficient,
but anonymous as well

Of course there are always drawbacks when using asurvey to assess attitudes.
For example, respondents don't aways give honest answers, rather those that won't
offend or criticize. Gruneberg (1978, 4) cautions researchers to be aware that
questionnaires should be regarded as instrumentsfor approximating the truth and not an
infallible means of measuring attitudes.

Summary of Strengths and Weaknesses of Survey Research™

Strengths:

1. Describe characterisrics of a large population

2. Make large samplesarealistic possibility

3. Offer flexibility

4, Observations can be operationalized

5. Standardized questions are a reliable measurement tool
Weaknesses:

1. Standardized questions may producc misleading data
2. Socid life cannot be measured

3. Surveys cannot be modified half way through research
4, Answers be not always bevalid

Sampling Procedures

In this study, ten questionnaires weresent to each of the ten municipalitiesthat
were chosen for research.”” The cities were chosen based upon their location and

population size.”* According to Babbie this type of selection processis called purposive

% Strengthsand weaknesses summarized from Bahbie 1995, 273-274.
#7 See Setting Chapter for more information.
¥ The study concentrated on municipalitieswith populationsof 20,000 and under.



or Judgmental sampling. Babbie (1995,225) maintains

Occasionally it may beappropriate for you to select your sample on the basis of

your own knowledge of the population elements, and the nature of your research

aims: in short, based on your judgment and the purpose of the study.

Theten cities made up the sample from which employees or the poputation®’
were randomly chosen. Ten questionnaires (100 total) were sent to each city to the
attention of the human resources department. Each packet of ten included a note which
allowed whoever opened it to distribute the questionnaires to any ten employees. The
option was given to eithcr mail or fax the questionnaire back to the researcher.

Depending on the number of questionnairesthat were returned, follow up telephonecalls

were made.

Statistics
T-statistics are used to determine how far the responses deviate from being
neutral >* From these results, it will be determined which type of incentive program,

positive or negative, produces which type of attitude(s).”’

*? Babbie (1995, 103) detines population "as that group about whom we want to be able to draw
conclusions.”

*® See Working Hypotheses 1 - 4.

*! See Working Hypotheses 5 - 6



Operationalization of the Hypotheses

Table 4.2 displays the relationship between the working hypotheses and the survey

questions. Each survey iscoded (Strongly Agree=2, Agree=1, Neither=0, Disagree=-1.

Strongly Disagree= -2) in order to calculate the mean, mode, percentages, and percent

distribution. A copy of the questionnaire has been included as an appendix to assist in

the readers understanding of this process.

Table4.2

Operationalization of the Hypotheses

Type of Incentive

Working Hypotheses

| Applicable Survey Question

Monetary Incentives

WH#1: Employees will havea | A, 1-5

positive attitude towards
monetary incentives.

WH# la: Employees will

that monetary inccntives higlle
a positive influence on thei
productivity

Al: Monetary incentives |
would increase my
produciivity.

WH#1b: Employees will agree
that monetary incentives have
a positive influence on their
job satisfaction.

A2: Monetary incentives
would increase my level of
job satisfaction.

WH#1c: Employees will agree
that monetary incentives have
apositive influence on their

loyally.

A3: Monetary incentives
would increase nmy loyalty to
thejob.

WH#1d: Employeeswill agree
that monetary incentives have
a positive influence on their
morale.

A4: Monetary incentives
would increase my morale.

' desite to improve skills.

WH#le: Employees will agree
that monetary incentives have
a positive influence on their

AS: Monetary incentives
would increase my desire to
mmprove my skills.

Nonmonetary
Incentives

i WH#2: Employees will have

positive attitudestoward
nonmonetary incentives.

B, 1-5

WH#2a: Employees will agree
that nonmonetary incentives
have a positive influence on
their productivity.

BI: Nonmonetary incentives
would increase my
productivity.




Table 42 Continued

WH#2b: Employees will agree
that nonmonetary incentives
have a positive influence on
their job satisfaction.

B2: Nonmonetary incentives
would increase my level of
job satisfaction

WH#2c: Employees will agree
that nonmonetarv incentives
have a positive influence on
their lovalty.

B3. Nonmonetary incentives
would increase my loyalty to
the job.

WH#2d: Emplovees will agree
that nonmonetary incentives
have a positive influence on
their morale.

B4. NonmoTu:tary incentives |
would increase my morale.

I

WH#2e: Employees will agree
that nonmonetary incentives
have a positive influence on

B5: Nonmonetary incentives
would increase my desire to
improve my skills.

Quasi Incentives

their desire to improve skills. _J__

WH#3: Employees will have
positive attitudes toward quasi
incentives,

C, 13

WH#3a: Employees will agree
that quasi incentives havea
positive influence on their
productivity.

C1: Quas incentives would
Increase my productivity.

WH#3b: Employees will agree
that quas incentives havea
positive influence on their job
satisfaction.

C2. Quasi mcentives would
increase my level of job
satisfaction

WH#3c: Employees will agree
that quasi incentives have a
positive influence on their
loyalty.

ESEasi incentives would
increase my loyalty to the job.

WH#3d: Employees will agree
that quasi incentives have a
positive influence on their
morale.

C4 Quasi incentives would
increase my morae

Negative Incentives

WH#3e: Employees will agree
that quasi incentives have a
positive influence on their
desire to improve skills.

WH#4: Employees will have
positive attitudes towards

C3: Quasi incentiveswould

increase my desireto improve
skills.

D, 1-5

3

negative incentives. |




Table 4.2 Continued

WH#4da: Employees will agree | D1: Negative incentives
that negative incentives have a | would increase my
positive influence on their | productivity

productivity.

WH#4b: Employees will agree | D2: Negative incentives
that negative incentives have a | would increase my level of
positive influence on their job | job satisfaction.
satisfaction.

| WH#4c: Employees will agree | D3: Negative incentives
that negative incentives havea | would increase my loyalty to
positive influence on their thejob.
_ loyalty. ]
| WH##4d: Employeeswill agree | D4: Negative incentives
that negative incentives havea | would increase my morale.
positive influence on their
morale.

WHft4e: Employees wiil agree | D5: Negative incentives
that negative incentives have a | would increase my desire to

_ positive influence on their improve skills.
desire to improve skills.
Positive I ncentives | WH#S: Employees will have | A, 1-5
(Monetary, positive attitudestowardsthe B, 1-5
Nonmonetary, and positive incentives. C, 15

Quasi Incentives)

WH#5a: Employees will have | A, 1-5
positive attitudes towards the
monetary incentives.

WH#5b: Employees will have | B, 1-5
positive attitudes towardsthe
nonmonetary incentives.
WH#5¢: Employees wili have | C, 1-5
positive attitudes towards the
quasi incentives.

Negative I ncentives WH#6. Employees will have | D, 1-5
negative attitudes towards the
negative incentives.




The next chapter represents the culmination of the research. The working
hypothesesare restated and the results are displayed 1n table format for easier

understanding. Assessmentsof the findingsfollow each table.



CHAPTER FIVE - RESULTS

Introduction

The analysis of the responses obtained through the questionnaires is presented in
this chapter. Dataare presented in table format in the order of the hypotheses presented
throughout this applied research project. The samplesizefor al of the hypotheses except
where noted is n=36. Simple statistics such asfrequencies, percentages, means, modes,
and one sample t-tests are used to analyze the data.** Thet-test is used to analyze how
the responses vary from neutral. if at al **

Thefirst four hypotheses deal with monetary, nonmonetary, quasi, and negative
incentives and the employees responses to how these incentive programs would or would

not affect attitudes

Monetary Incentives: Working Hypothesis #1 - Employees will Aave positive attitudes
toward monetary incentives.

Table 5.1
Monetary Incentives Inﬂuence

Performanceand |  Mode™ Mean™ Slgmﬁcance
Work Environment
Variable B
Productivity | Agree’” (50%) | 889 | .000
Job Satisfaction Agree (44%) | 1.028 [ 000
Loyalty Agree (39%) | 528 | .00l ]
Morale Agree (67%) | 1.00 000
Job Skills | Agree (50%) | 611 | .000

72 All datawas analyzed using the Statistical Package for the Social Sciences (SPSS).

* The questionnaires were coded in the following manner: Strongly Agree-2. Agree=1, Neither=0,
Disagree=-1 and Strongly Agree=-2.

** The mode is simply the most frequent answer given.

¥ The mean iss mply an average of the responses.
% The significance determines whether or not the mean is significantly different from “0"" or neutrality. The

significance level is derived from a t-test which produces at-value. The t-valueissignificantat p<.01.
3" Scale ranged from -2 Strongly Disagreeto +2 Strongly Agree



Thefindingsin Table 5.1 definitely support hypothesis#l. The respondents
overwhelmingly agree that monetary incentives would have a positive influence on their
performance and work environment. The most positively influenced variable is morale
wherewd| over half of the respondentsagreed, while the least positively influenced
variable isloyalty with a39% agreement. The significance levelsfor each variable show

that the responses had a lessthan 1% chance of being neutral.

Nonmonetarv Incentives. Working Hypothesis #2 - Employees will havepositive

attitudes toward nonmeonetary incentives.

Tableb5.2
Nonmonetary Incentives Influence
Performanceand | Mode I Mean | Significance
Work Environment
Variable
Productivity Agree (64%) | .556 000
Job Satisfaction Agree (61%) | ,694 | .000
Loyalty Agreeand 333 021
Neither (39%)
Morale Agree (69%) ,806 | ,000
Job Skills Neither (44%) | ,306 | ,020

Four out of five of the performance and work environment variables support
hypothesis#2. The loyalty variableis split in its responses between agree and neither,
meaning the same number of respondentsagreed that nonmonetary incentives would
have a positive influence on their loyalty as the number of respondents who neither

agreed or disagreed. In addition, 44% of the respondents neither agreed or disagreed that



nonmonetary incentives would have a positive influence on their job skills. It is
interesting to note the overwhel ming agreement among the respondentsthat nonmonetary
incentiveswould have a positiveinfluence on their productivity, job satisfaction and
morale. Among these three variables, the responses had a less than 1% chance of being
neutral and among loyalty and job skills the responses had an approximate 2% chance of

being neutral

Quasi Incentives: Working Hypothesis#3 - Employeeswill have positive attitudes

towards quas incentives.

Table53
nasi Incentives Influence
Performance and Mode ' Mean Significance
Work Environment
Variable

Productivity Agree (56%) 778 000
Job Satisfaction Agree (58%) 722 000
Loydty Agree (47%) | .528 .000
Morale Agree (64%) 861 | 000
Job Skills Agree (53%) | 861 000

The data presented in Table 5.3 support hypothesis#3. Four out of five of the
performance and work environment variables show over half of the respondentsagreeing
that quasi incentives would have a positive influence. The most positively influenced
variable is morale with 67% of the respondentsin agreement, and the least positively
influenced variableisloyalty with 47% of the respondentsin agreement. All of the

variables show a less than 1% chance of being neutral.
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Negative Incentives:™ Working Hypothesis #4 - Employees will have positive

attitudes towards negative incentives.

Table5.4
Negative I ncentives I nfluence
Performance and Mode Mean | Significance
Work Environment
Variable

Productivity Strongly -1.457 | .000

Disagree (51%)
Job Satisfaction Disagree (51%) | -1,257 | .000
Loyalty Disagree (51%) -1.257 | .000
Morale Strongly -1.457 | .000

Disagree (31%)
Job Skills | Disagree (49%) | -1.171 { .000

The findings in Table 5.4 do not agree with hypothesis #4. None of the
respondents agreed that negative incentives would have a positive influence on any of the
performance or work environment variables. The percentagesare al very high for
disagree and strongly disagreefor al of the variables. All of the variables show a less

than |% chance of being neutral

Positive Incentives
The next hypothesis deals with positive incentives and what attitudes the
employees have towards them. TheLiterature Review Chapter defines positive

incentives as monetary, nonmouetary, and quasi incentives

" Te samplesizefor negativeincentivesisn=33 instead of n=36 because one questionnaire respondent |eft
the negative incentives section blank




Working Hypothesis#5 - Employees will have positive attitudes towards the positive

incentives.

Working Hypothesis #5a - Employees will have positive attitudes towardsthe
monetary incentives.

The datathat are presented from working hypothesis#1, and its five
subhypotheses (monetary incentives) support hypothesis#5a. Table 5.5 summarizes the
statistics trom working hypothesis #1 and its subhypotheses

Table55

Monetary Incentives
Summary of Statistics

WH#1 Strongly | Mode
Agree& |
| _Agree |
Productivity 5% i Agree
Job 1% l Agrec
Satisfaction |
| Lovalty 53% Agree
Morale 85% Agree
Job Skills 61% Agree

All variables uere statistically significant at the p< 01 level

All of the responsesfor each of the variablesare well over 54%, meaning over
half of all theemployees who filled out the questionnaires agree that monetary incentives
will have positive influences on their productivity, job satisfaction, loyalty, morale, and

desire to improve skills,

Working Hypothesis #5h - Employeeswill Aave positive attitudes towards the

nonmonetary incentives.



The figuresthat are shown for working hypothesis #2 and its fivesubhypotheses
{nonmonetary incentives) do not totally support hypothesis#5b. The statisticsare
summarized below in Table 5.6.

Table56
Nonmonetary Incentives
Summary of Statistics

WH#2 Strongly { Mode
Agree &
Agree

Productivity | 67% | Agree
Job ( 69% g Agree
Satisfaction

Loyalty | 45% INenher
Morale | 78% | Agree
[ Job Skills 42% | Neither

Variables a, b, and d were statistically sigmficant at the p<.01 level.

As the above statistics suggest only three out of the five variables are statistically
significant. Employees agree that nonmonetary incentives would have positive
influences on their productivity, job satisfaction, and morale. But they do not agree or
disagree that nonmonetary incentives would have positive influences on their loyalty and
desire toimprove skills. Therefore these data cannot completely support hypothesis #5b
which states " Employeeswill have positive attitudes towards the nonmonetary

incentives."

Working Hypothesis#5¢ = Employeeswill kave positive attitudestowardsthe quas

incentives.



Thedata that are presented for working hypothesis #3 and its five subhypotheses
(quasi incentives) supports hypothesisX5. A summary of the statistics presented in
earlier tablesis presented in Table 5.7 below
Table5.7
Quasi Incentives

Summary of Statistics
WH#3 J Strongly | Mode

Agree &
Agree

Productivity 72%

¥
Job 69% Agree
Satisfaction

Loyalty | 56% | Agree
Morale f 78% Agree
JobSkills__ | 72% | Agree
All variables were statistically significant at the p<.01 level

The statistics show that the positive responses for quasi incentivesare well over
50%, which means the employees agree that quas: incentives would have positive
influences on their productivity, job satisfaction, loyalty, morale, and desire to improve
their skills. Therefore it is safe to say that the employees who took part in this research

have positive attitudes towards quasi incentives.

Negativelncentives
Thefinal hypothesisdeals with negative incentives and employees attitudes
towards them. Negative incentives are defined primarily asrules, threats, punishments,

etc.



Working Hypothesis #6 - Employeeswill have negativeattitudes towards the negative

incentives.

The findings given for hypothesis#4 and its subhypotheses (negative incentives)

supports hypothesis#6. A summary of the statisticsfor hypothesis #4 and its

subhypothesesiis presented below in Table 5.8.

Table 5.8

Negative I ncentives
Summary of Statistics

WH#4 Strongly | Mode
Agree & ’

Productivity ' 0% ' Disa_ee
0% Disagree

| Satisfaction
Loyalty 0% Disagree
Morale 0% Strongly
} Disagrec
Job Skills | 0% | Disagree

Allvariables were statisticallv significant at the p<.0! leve

Theabove data indicate that the respondents who strongly agree or agree that

employees will have positive attitudestowards negative incentivesis zero, meaning

employees do not agree that negative incentives would have a positive influence on their

productivity, job satisfaction, loyalty. morale, and desireto improve their skills

Therefore one can conclude the employees who participated in this research have

negative attitudes towards negative incentives



Summary

Table 5.9 presentsa summary of the Strongly Agree and Agree responses for

monetary, nonmonetary, quast and negative incentives. The last row presents an overall

average for these responses.

Tableb5.9

Summary of Responses

Performance Monetary Nonmonetary Quasi Incentives Negative
and Work Incentives Incentives % Strongly Incentives
Environment % Strangly Y Strongly Agree and Agree % Strongly

Variable _Agree and Agree | Agree and Agree Agree and Agree
Productivity | 75% 67% 72% 0%
Job Satisfaction | 77% 69% 69% 0%
Lovalty | 53% | 45% 56% B 0%
Morale ] 85% | 78% 78% 0%
Job Skills 61% 42% 72% 0%
Overall Average 70% 60% | 69% 0%

When looking at the overall averages of the strongly agree and agree responses,

Hypothesis One, Two. Three, Five, and Six are supported. However, Hypothesis Four,

which addresses negative incentives is not. None of the employees had positive attitudes

towards the negative incentivesand did not agree or strongly agree that negative

incentives would positively influencetheir productivity, job satisfaction, loyalty, morale,

or job skills.

Conclusion

Overdl employees seem to have positive attitudes towards the monetary,

nonmonetary, and quasi incentives and negative attitudes towards the negative incentives




The final chapter, Chapter Six - Conclusion, will briefly discuss the results
presented inthis chapter, comment on incentive programs in general, and make

suggestions for further research.



CHAPTER SIX - CONCLUSION

Introduction

The importance of assessing employee attitudes towards incentive programs
comes into play for public administrators of organizations of any size. It isimperative
that employers are aware of the successfulness of any program, particularly one like the
incentive program that has been implemented to motivate employees and reduce costs.

Asthis research suggests, not all incentive programs inspire positive attitudes.

Summary

AsTable 6.1 presents, employeesdo not believe that negative incentives would
positively influence their performance or work environment. However, they do feel that
monetary, nonmonetary, and quasi incentives would positively influence their
performance and work environment with respect to productivity, job satisfaction, loyalty,

morale, and job skills

Table6.1
[ Performance and ] Hypothesis #1 \ Hypothesis#2 | Hypothesis #3 Hypothesis #4
| Work Environment |
Variable J

Productivity Support Support | Support Does Not Support
Job Satisfaction Support Support Support _ Does Not Support |
Lovalty Support Does Not Support | Support ﬁoes Not Support
Morale Support | Support Support | Does Not Support
Job Skills Support Does Not Support | Support J Does Not Support




It is important to notice that nonmonetary incentives did produce positive attitudes from
the employees overall, however their attitudes towards loyalty and the desire to improve
skills were right on the border between " agree™ and "' neither”. Meaning nonmonetary
incentives are not guaranteed to inspire positive reactions from employees.

Hypothesis#5 and Hypothesis#6 address the two categories of incentive
programs. positive and negative. The positive incentives are the monetary, nonmonetary.
and quas incentive programs and the "' negative" incentives are of course the negative

incentive programs. Both of these hypotheses were supported.

Further Research

It would be interesting for research to continue towards discovering exactly which
types of incentive programs not only inspire positive attitudes, but which onesreally
motivate increased productivity, job satisfaction, loyalty, morale and the desire to
improvejob skills. From thisstudy it isapparent that negative incentives would
definitely not inspire any type of improvement. Knowing this would help make public
administrators, managers, etc. aware of those types of incentive programs that need to be
implemented in their respective agencies depending on which performance or work
environment factor they are trying to improve.

With respect to my incident in the City of Pflugerville, this research has provided
the information about which typesof incentive programs employees believe would

positively influence their performance and work environment. Thus the challengeis not



in selecting the type of incentive program but being able to administer the program in a

fair and inclusive manner.



Appendix 4
Sample Survey
Total Number of Respondents= 36

A. Monetary |ncentives - contests, merit increases, bonuses, etc.
|. Monetary incentives would increase my productivity.
Strongly agree Agree Neither Disagree Strongly Disagree
2. Monetary incentives would increase my level of job satisfaction.
Strongly agree Agree Neither Disagree Strongly Disagree
3. Monetary incentives would increase my loyalty to the job.
Strongly Agree Agree Neither Disagree Strongly Disagree
4. Monetary incentives would increase my morale.
Strongly Agree Agree Neither Disagree Strongly Disagree
5. Monetary incentives would increase my desire to improve my skills.

Strongly Agree Agree Neither Disagree Strongly Disagree

B. Nonmonetary Incentives - written recognition, gifts, dinners, plagues, etc.

1. Nonrnonetary incentives would increase my productivity.

Strongly agree Agree Neither Disagree Strongly Disagree
2. Nonmonetary incentives would increase my level of job satisfaction.

Strongly agree Agree Neither Disagree Strongly Disagree
3. Nonmonetary incentives would increase my loyalty to the job.

Strongly Agree Agree Neither Disagree Strongly Disagree



4. Nonmonetary incentives would increase my morale.

Strongly Agee Agree Neither Disagree Strongly Disagree

5. Nonmonetary incentives would increase my desire to improve my skills.

Strongly Agree Agree Neither Disagree Strongly Disagree

C. Quas Incentives -promotion, wage increases based on educational achievement, etc.
1. Quasi incentives would increase my productivity.

Strongly ay ee Agree Neither Disagree Strongly Disagree
2. Quasi incentives would increase my level of job satisfaction.

Strongly agree Agree Neither Disagree Strongly Disagree
3. Quasi incentives would increase my loyalty to the job.

Strongly Agee Agree Neither Disagree Strongly Disagree
4. Quasi incentives would increase my morale.

Strongly Agree Agree Neither Disagee Strongly Disagree
5. Quasi incentives would increase my desire to improve my skills.

Strongly Agree Agree Neither Disagree Strongly Disagree
D. Negative Incentives-rules, threats, punishment, (reduction in wages because of
tardiness, etc.)

I. Negative incentives would increase my productivity.

Strongly agree Agree Neither Disagree Strongly Disagree
2. Negative incentives would increase my level of job satisfaction.

Strongly ay ee Agree Neither Disagree Strongly Disagree



3. Negative incentives would increase my loyalty to the job.

Strongly Agree Agee Neither Disagree Strongly Disagee
4. Negative incentives would increase my morale

Strongly Agree Agree Neither Disagree Strongly Disagree
5. Negative incentives would increase my desire to improve my skills.

Strongly Agree Agree Neither Disagree Strongly Disagee

In the last five yearsthere has been an incentive program implemented in my city.
Yes No
Eighteen out of the thirty six employee had some sort of incentive program

If yes, what type of incentive program is/was it?

Career ladder

Training

Nonmonetary

?7?

Merit bonus

Bonus

Merit bonus, safety incentive, customer service, employee recognition
Bonus, recognition

Monetary

. Customer Service, safety
. Customer Service, bonus

. Performance based pay raises
. Monetary and quas
Merit pay

. Merit increase, employee recognition
. Merit pay
. Merit system
Monetary and nonmonetary
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| am/was happy with the incentive program.

Strongly Agree Agree Neither Disagree Strongly Disagree

Agree

Agree

Strongly Ayee
Strongly Agree
Strongly Agree
Strongly Agree
Strongly Agree
Agree

Strongly Agree
10. Agree

11. Ayee

12. Agree

13. Agree

14. Ayee

15. Agree

16. Neither

17. Agree

18. Agree

©ooHNO U~ WD~

Comments:

Due to the fact that our City does not give incentivesfor job performance, it is very
disturbing to those of usthat cometo work everyday, on time, and do an above average
job, that there are no repercussionsfor the ones who do not follow the same work ethic -
why should anyone care to perform at, above. or beyond ajob standard if no one cares.

We give service awards to employees in five year increments. Monetary incentives vary
from year to year.

Monetary incentives can aways be reduced or taken away. A good idea that is suggested
and implemented to improve services, production, employee morale, etc. is an everyday
visual that helps all the way around. Some ideas are priceless.

Employees are responding to it. (Nonmonetary incentives)

An incentive program has been recommended but not implemented. | believe this would
greatly improve morale and loyalty.

| do not see incentives of any sort (positive or negative) as having any effect on my
loyalty or my constant desire to improve my skills or knowledge, that must come from
within. Conversely, they can and do have a strong effect on satisfaction, morale, etc.



The intangible qualities. Also consider, most employees seem to respond better to
positive reinforcement (but in fairness, these are those who onlv respond to the negative
and we would in general be better off without them.)




Appendix B
Response Per centages

Monetary Incentives. Working Hypothesis #1 - Employees will have positive attitudes

toward monetary incentives.

Working Hypothesis #la -Employeeswill agree that monetary incentives hnven

positive influence on their productivity.

TableB.1
WH#1a
Monetary Incentives I nfluence on Productivity

Response \ Freguency J Per centage
Srongly Agree | 9 ‘ 25%
Agree 18 50%
Neutral 5 13.9%
Disagree 4 11.1%
Strongly Disagree 0 0%

Total 36 100%

—

Working Hypothesis#1 b - Employees will agree that monetnry incentives haven

positive influence on their job satisfaction.



TableB.2

WH#1b
Monetary |ncentives | nfluence on Job Satisfaction

Response ‘ Frequency ) Per centage
Strongly Agree 12 32.3%
Agree 16 44.4%
Neither 5 13.9% |
Disagree 3 8.3%
Strongly Disagree | 0 0% ]
Total 36

} — _I

Working Hypothesis#1¢ = Employeeswill agree that monetary incentiveshavea

positive influence on their loyalty.

TableB.3
WH#I1c

Monetary Incentives I nfluence on L oyalty

Response | Frequency | Percentage '
: —

Strongly Agree 5 139% |
Agree 14 38.9%
Neither 12 | 333% |
Disagree 5 13.9%
Strongly Disagree 0 0%
Total 36 100%




Working Hypothesis#l d - Employees will agree that monetary incentiveshave a

positive influence on their morale.

Table B.4
WH#1d
Monetary Incentives Influence on Morale
Response | Frequency | Percemtage
|
Strongly Agree | 7 19.4%
Agree 24 66.7%
Neither 8.396
3
Disagree 2 5 6%
Strongly Disayree 0 0%
| | ]
| Total 36 ‘f 100%

Working Hypothesis#1 e - Employeeswill agree that monetary incentives have a

positiveinfluence on their desire to improve skills.

TableB5
WH#1e
Monetary Incentives|nfluenceon Job Skills
Response Frequency | Percentage
1
Strongly Agree 4 11.1% {
Agree i 18 50%
Neither 10 27.8%
|
Disagree 4 11.1%
| Strongly Dissgree 0 0%
Total 36 100%




Nonmonetary Incentives: Working Hypothesis #2 -Employees will have positive

attitudes toward nonmonetary incentives.

Working Hypothesis#2a - Employees will agree that renmonetary incentives have a

positive influence on their productivity.

TableB.6
WH#2a
Nonmonetary Incentives Influence on Productivity
Response Frequency \ Per centage
Strongly Agree | 1 2.8%
| .
Agree 23 63.9%
Neither J 7 19.4%
Disagree 3 13 9%
Strongly Disagree 0 0%
Total 36 | 100%
|

Working Hypothesis#2b - Employers will agree that nonmonetary incentives have a

positive influence on their job satisfaction



TableB.7
WH#2D

Nonmonetary I ncentives I nfluence on Job Satisfaction

Response Frequency | Per centage

— |
Strongly Agree b3 { 8.3% !
Agree ’ 22 61.1%
Neither R 22.2%
Disagree 3 8.3%
Strongly Disagree 0 \| 0%

|
Total 36 | 100%
_

Working Hypothesis#2¢ - Employees will agree that nenmonetary incentives have a

positiveinfluence on their loyalty.

Table B.8
WH#H2¢

Nonmonetary Incentives | nfluence on L oyalty

Response ‘ Frequency } Percentage
Strongly Ayee 2 L 56%
Agree 14 \l 38.9%
Neither 14 38 9%
Disagree 6 16.7%
Strongly Disagree 0 0%
Total « 36 J 100%




Working Hypothesis #2d - Employees will agree that nonmonetary incentives liave a

positive influence on their morale.

TableB.9
WH#2d
Nonmonetary Incentives Influence on Morale
Response Frequency \l Per centage
Strongly Agree 8 3%
Agree 25 69.4%
|

Neither ‘ 6 16.7%
Disagree 2 5.6%
Strongly Disagree 0 0%
Total 36 100%

1

Working Hypothesis #2e - Employees will agree that nonmonetary incentives have a

positive influence on their desireto improve skills.

Table B.10
WH#2e
Nonmonetary I ncentives I nfluence on Job Skills

Response Frequency | Percentage
Strongly Agree 1 2 8%

Agree 14 38.9%

Neit her 16 41.4%
Disagree 5 13.9%

Strongly Disagree 4] 0%

Total 36 100%




Quasi | ncentives: Working Hypothesis #3 - Employees will have positive attitudes

toward quas incentives.

Working Hypothesis#3a - Employees will agree that quas incentives have a positive

influence on their productivity.

TableB.II
WH#3a
Quasi Incentives Influence on Productivity

Response Frequency | Percentage |
Strongly Agree 6 16.7%
Agree 20 55 6%
Neither 6 16.7%
Disagree 11.1%
Strongly Disagree 0 0%

Total 36 100%

Working Hypothesis #3b -Employees will agree that quas incentives have a positive

influence on their job satisfaction



TableB.12

WH#3b
Quasi Incentives Influenceon Job Satisfaction

Response Frequency | Percentage
Strongly Agree 4 11.1%

Agree 21 58.3%
Neither 8 22.2%
Disagree 3 8.3%
Strongly Disagree 0 0%

Total | 3a 100%

Working Hypothesis #3c - Employeeswill agreerhar quasi incentives have a positive

influenceon their loyalty.

TableB.13
WH#3c

Quasi Incentives | nfluenceon Loyalty
Response Frequency | Percentage
Strongly Agree 3 8.3%
Agree ' 17 47.2%
Neither 12 L 333%
Disagree 4 11.1%
Strongly Disagree 0 0%
Total 36 100%




Working Hypothesis #3d - Employees will agree that quas incentives kave apositive

influenceon their morale.

Table 6.14
WH#3d

Quasi Incentives Influenceon Morale
Response Frequency | Percentage
Strongly Agree 5 13.9%
Agree 23 63.9%
Neither 6 16.7%
Disagree 2 5.6%
Strongly Disagree 0 0%
Total 36 100%

Working Hypothesis #3e - Employees will agree that quasi incentiveshavea positive

influenceon their desire to improveskills.

Table 6.15
WH#3e
Quasi Incentives Influence on Job Skills
Response Frequency | Percentage
Strongly Agree 7 19.4%
Agree 19 52.8%
Neither 0 22.2%
Disagree 2 5 6%
Strongly Disagree 0 0%
Total 36 100%




Negative Incentives: Working Hypothesis #4 - Employees will have positive

attitudes towar ds negative incentives.

Working Hypothesis #4a - Employees will agree that negative incentives kave a

positive influence on their productivity.

Table B.16
WH#4a
Ne ative Incentives Influenceon Productivity
Response Frequency | Percentage
Strongly Agree 0 0% |
Agree 0 0%
Neither 2 57%
Disagree 15 42.9%
Strongly Disagree 18 51.4%
Total 35 100%

Working Hypothesis #4b - Employees will agree rhat negative incentives have a

positive influence on their job satisfaction.



Table B.17

WH#4b
Negative I ncentives I nfluence on Job Satisfaction

Response Frequency | Percentage
Strongly Agree 0 0%

Agree 0 0%

Neither 4 11.4%
Disagree 18 51.4%

Strongly Disagree 13 37.1%

Total 35 100%

Working Hypothesis#4c -Employees will agree that negative incentives have a

positive influence on their loyalty.

Table B.18
WH#4c
Negative | ncentives | nfluence on L oyalty
Response Frequency | Percentage
Strongly Agree 0 0%
Agree 0 0%
Neither 4 11.4%
Disagree 18 51.4%
Strongly Disagree 13 37.1%
Total 35 100%
—




Working Hypothesis#4d - Employees will agree fhat negative incentives have a

positive influence on their morale.

Table B.19
WH#4d
Negative I ncentives Influenceon Morale
Response Frequency | Percentage
Strongly Agree 0 0%
Agree 0 0%
LWNeither 2 57%
Disagree 15 42.9%
Etrongly Disagree 18 51.4%
Total 35 100%

Working Hypothesis #4e - Employees will agree that negative incentives have a

positive influence on their desire to improve skills.

Table B.20
WH#4e
Negative I ncentives I nfluence on Job Skills

Response | Frequency | Percentage
Strongly Agree 0 0270

Agree 0 0%
Neither 6 17.1%
Disagree 17 48 6%
Strongly Disagree 12 34.3%
Total 35 100%
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