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CHAPTER ONE - INTRODUCTION 

Introduction 

lncentive programs have been in existence since the beginning of the nineteenth 

century. Since then thr 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 employees but a 

way of reducing costs for the employer, while at the same time rewarding the employee 

for making the extra effort. ' 
As an inlem for the City of Pflugerville. I was asked to "create" an incentive 

program using ideas from other cities who were currently implementing such programs. 

As 1 began to research cities with similar populations, demographics, etc. I 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. With all of this in mind, I put together a monetary incentive program which 

awarded an employee a cash bonus (the amount ranged from $100 to $1000) based on the 

recommendations of the chosen individual's department head. An employee was to be 

1 It is important for the reader to understand that incentive programs are used in both the public and private 
sector. The concentration in this research is on public sector incentive programs. Some incentive programs 
are used in both the public and private sector. therefore references from the privatesector 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 ~r iva te  sector. It should be noted that all of the employee attitude assessments came Rom the 
public sector. 



awarded if slhe 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 iL turncd out Lo be a complete failure. For one 

thing, the City of Pflugerv~lle has fifry to sixty employees, a majority of them working in 

the Police Department. What this implies is that most of the employees know each other 

very well, not to mention whether or not they just reccived a cash bonus. So naturally 

employees were complaining and queslioning 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 a smaller bonus to all the 

employees who were not recognized and the incentive progam was laid to rest. Of 

course I was discouraged but also inspired to research incentive programs from a public 

scctor employee point of view; which is the reason I chose this topic for my Applied 

Research Project. 

Statement of The Research Purpose 

The purpose of this research is twofold. First, it describes various types of 

incentive progams 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 includes the 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 pros and cons. Next, it differentiates between 

incentive programs used in the public and private sector. It also defines the 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, discusses the 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 methodoloby used for this 

research project. First, it establishes that 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, this chapter defines the sampling procedure and types 

of statistics used. Finally, the hypotheses and subhypotheses are reviewed and 

operationaIized. Chapter Five, Results, presents the findings in table format and 

discusses whether or not they support the hypotheses and subhypotheses. Chapter Six, 

Conclusion, gives a brief overview of the results and discusses the possibilities for further 

research. 



CHAPTER TWO - LITERATIIRE 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 systems evolved the traditional merit 

program. The traditional merit program is based on performance appraisals which 

employers evaluate to determine whether or not the employcc is deserving of an increase 

in pay. Merit programs have lost their appeal in the 1990's. Today many government 

employers are implement~ng incentive programs, which recognize employees efforts and 

reward them accordingly in a multitude of ways. 

In the late 1970's and early 1980's, 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 employees 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. This Qpe 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 I am mainly focusing on the public sector. However, is important to note that at 
this time both 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. Thus an 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, governments could 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 types of programs proved to be successful not onIy in the eyes 

of the managers but in the eyes of the employees as 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 is found 

toward the end of the chapter. 



Purpose of Incentive Programs 

What is an 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 people also consider 
penalties, such as a reduction in pay, loss of benefits, or even dismissal, as 
a type of incentive. [National Commission on Productivity and Work 
QuaIity 1975,9) 

Given their variety, incentives can produce many different reactions from empIoyers and 

employees. At their best, incentives can increase output, improve employee 

performance, reduce costs, increase attendance, create safer hark habits, enhance 

education and job skill, improve morale? and instill a competitive 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) maintains that it is the responsibility of states 

and local govemments to make their employees jobs' satisfying and it is also their 

responsibility to be able to provide efficient 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 proyams do improve the quaIity 

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

' Of course it is important to keep in mind that incentive programs are not the solution to every personnel 
problem and they do not always work in every organization 

6 



jobs well and to go the extra mile. (Barrier 1996,30) In addition, incentives give 

employees the opportunity to be recobqized by their co-workers for having done a good 

job. (Moustakis 1983,28-29) John Gardner (1988. 10) suggest thal simply 

implementing incentive programs which cxpect higher standards increases the chances 

that employees will begin to hold such high standards for themselves. In addition, it is 

because governments have had to produce more for the citizenry while at the same time 

mecilng the higher wage demands o r  the employees, (Greener, et a1 1977,3) that 

incentive programs, which recognize and reward employees for increasing their lcvcls of 

production, havc become more and more popular among municipalities and the tax 

payers over the years. 

Finally, incentive programs have simply eliminated the old way of recognizing 

employees for their efforts; which according to a study done in 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 a link was one of the primary reasons 
why work efforts had 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 recognize the 

efforts of their employees through ~ncentive programs have been substantial. Most, if not 

all, of the literature that has been reviewed has been very supportive of the 

implementation of incentive programs in both the public and private sector. 

Behind all of the reasons why organizations have left the traditional merit 

programs and moved on to incentive proyams is the theory of motivation. Motivation is 

defined as "'something which causes a person to act.' That something is not just a 

tangible reward but rather a total climate for 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 this type of work en~~ironment is crucial for any successful 

incentive program. 

Thad Green (1992, 1) suggests that popuIar theories of motivation, which incIude 

Abraham H. Maslow's and Frederick ~ e r z b e r ~ ' ~ ' ,  rest on the idea that workers are 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 popularized 

expectancy theory of motivation in the following way: 

The first belief (BI) deals with the relationship between the effort and 
performance, the second (B2) with the relationship between performance 

- . - 
1 For more information on Abraham H. Maslow's and Frederick Herzberg's theory of motivation see 
Abraham H. Maslow, Motivation and Personality, 2d cd. (Ncw York: IIarper and Row, 1970) and 
Frederick Herzberg, m n d  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. 

Here the motivation is based on the employees beliefs about what sihe can accomplish 

and what those accomplishments can do for the employee.5 

According to Green (1992, 5), it is important employers realize that motivation is 

not the only key to getting employees to perform well. Employees must first believe they 

can accomplish something before they will ever be motivated to do it. Even further, they 

must have the appropriate skills to 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.6 

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 is important to note that the expectancy theory of motivation has not had a high success rate in 
predicting motivation, effort, and other dependent variables (Rainey 1979, 441). 
6 The hierarchy of human needs comes from Abraham H. Maslow, Motivation and P e r s o w ,  2d ed 
(New York: Harper and Row, 1970). 



3. Higher needs differ fiom 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 

things like 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 

selC-actualization. Self-actualiza~ion means reaching one's potential. 

All of these things are important for employers to 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. 

Types of Incentive Programs 

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

organizations. The programs can be classified as monetary, nonrnonetary, 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: 



I .  Attendance Incentives - basically rewards the employee for unused sick 
time by giving a cash bonus or extra retirement benefits.' 

2. Competition and contests - instill a "competitive spirit'. among co- 
w o r k e r ~ . ~  

3. Output-Oriented Merit Increases - "permanent, nonpromotional wage 
increases given for high quality performance." 

4. Performance Bonuses - one time cash awards for accomplishment." 

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

6. Safety Incentives - motivates employees to improve sat* records and 
reduce money lost due to accidents on the job. 

7. Suggestion Awards - if someone gives the organization a good idea or 
suggestion that makes a quality improvement sihe will be awarded. 

8. hliscellaneous Monetary Incentives - these types are not tied directly to 
the levels of productivity 

Another monetary incentive that wasn't mentioned above IS one that allows employees to 

become stockholders in the company This means that a portion of the employees' 

paycheck depends on the profits and losses of their particular share. (Santora 199 1,36) 

Nonmonetary Incentives 

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

formal dinners, informal parties, plaques, 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) maintains that 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 al 1989, 
908). Thus the salesperson with the most tokens wins. 
9 Schiller (1996. 89) suggests another type of performance-based pay in which the employee is basically 
hisiher own boss. 'There is very little s u p e ~ s i o n  and they get paid only for the hours that are worked No 
benefits are offered. 



comes from the City ofSan Luis Obispo in California. Here the city is trying to better its 

relations with the community and its se

rv

ice to its citizenry through a bulletin board 

which displays letters sent in by the public. (Dunn 1991, 28) These letters recognize 

employees who went the extra mile to please a customer. Many organizations also use 

the bulletin board as part of their incentive program to recobmize 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 programs is making the occasions mcmorable. 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 thcse types of incentive programs. For example, People's Bank in Bridgeport 

Connccticut awards their employees with a recognition gift, followed by an 

announcement in the company newsletter, a letter from the president, an announcement 

i n  the Managers' Meeting and a letter for their personnel file. (Troy 1993, 115) 

Another type of nonmonetary award is the travel 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 

(Wage1 1990,41-42). It is the 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 1990,32) 

The National Commission on Productivity and Work Quality (1975, 13-15) also 

includes examples of nonmonetary incentives not yet mentioned. Examples include: 

I .  Job Enlargement - increased participation in other job related decisions, 
teams which brings employees together to work on assignments, job 
redesibn, and job rotation which allows employees to leam what their co- 
workers do. 

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

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

4. Variations in 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 is an example of a quasi incentive. Promotion is 

sometimes difficult to incorporate into an incentive probmm because the output which is 

produced in many jobs cannot be measured or checked against quotas and therefore 

cannot be the only measure of success or increase in productivity (Fairbum and 

Malcomson 1994,684). What the authors are saying here is that 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 use a tournamenti0 means to contract not on the levels of 

individual outputs but on the rank-order oFoutputs: thus the more successful workers win 

the prize of a higher wage'' (Fairbum 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, 3 I )  reward. 

However, Barrier (1996.31) maintains that it is important 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 usualIy are 

things like: tuition reimbursement, time off to attend courses, wage increases based on 

educational achievements, or a combination of these (National Commission on 

Productivity and Work Quality 1975, 16). This type of incentive is 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 Standards are also categorized as quasi 

incentives. Productivity Bargaining includes some sort of wager between an employee 

and management which guarantees improved benefits for increased productivity, 

efiiciency etc. (National Commission on Productivity and Work Quality 1975, 16). 

Work Standards basically monitor the amount of time i t  should take to finish a job. 

I0 The use of the word tournament here refers to the competition within agencies for promotion. The 
authors are explaining that because output cannot always be measured, the worker with the most or fastest 
outputs gets promoted. 



Work Standards can be used as a tool for employees to motivate themselves to get the job 

done in the allocated amount of time. It also helps employees understand what level of 

performance is expected from manazement. 

Negative Lncentives 

The final type of incentive program is the Negative Incentive. The National 

Commission on Productivity and Work Quality (1975, 17) defines negative incentives as 

rules, threats and punishments which 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 negative incentive is the salary plan. This plan 

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 a1 1989,905) 

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

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

everyone is going to be equally motivated by the same type of program 



Pros and Cons of Various Incentive Programs 

Just by reading about all the different types of incentive proyams i t  is easy lo see 

that many different opinions exist about which incentive programs work and which ones 

do not. Each organization is different and therefore one incentive program that works in 

one may not always work in another. The following sections reveal some ofthe pros and 

cons of the incentive programs that have previously been explained. 

Pros 

Incentive programs can offer a variety of positive factors to any organization. 

Mchael Barrier (1996, 3 1) maintains that 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 is saved by simply implementing them. This is 

important because one thing the public is concerned about when it comes to merit 

programs and incentives is the cost to the tax payer. Tax payers are 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) 

maintains that incentive programs are meant to be available for all workers and are not 

offered only to a select few. 



More specifically, awards (nonmonetary) proLgams in themselves are very 

effective communication tools, especially when the recipients and the program itself are 

published in a local 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, slhe realizes someone is paying attention and cares. In addition, it gives other 

employees a model to follow and communicates the level of performance that is 

appreciated (Wagel 1990,41). Any type of positive recognition is going to be 

appreciated by employees. Koch (1990, I 10) sums up employee reactions by asserting 

when employees know that their efforts are being reco~mized they are more likely to 

continue the extra effort. Informal recognition can also be effective if the employee 

knows exactIy what slhe has done to 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 gifts are becoming a more 

popular form of incentive than bonuses (Wage1 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 slhe wants. Even if it is put towards 

the family budget, it is the 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 

are doing. (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 h e  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 employees who 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 

progams. For example, with monetary incentive progams such as self-management 

(where the employee only gets paid when slhe works), huge gaps can be created in the 

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



inconsistency when trying to forecast for next years budget and it can be hard on the 

employees who get sick or has to miss work for some unforeseen circumstance. 

Another monetary incentive which has disadvantages is the incentive that is tied 

to the company's success or stockholder incentive program. It has been shorn in some 

reports that these types of incentive programs are not reliable. For example, agencies 

that did not offer incentives enjoyed return rates of 15.6% while the agencies which 

employed incentive programs had return rates of 1 I.;%, 12.7% and 14.2?/0" (Castro 

199 1,41). The reason behind this discrepancy is because some companies simply 

compensate the employees when the stock prices go down; therefore there is really 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 is extra effort 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 is a negative incentive can also have disadvantages. Like 

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



"A salary plan alone is likely to motivate individuals to perform up to the minimum 

acceptable standard to avoid discharge but provides no incentive for them to perform at 

their Cull polential" (Bushardt, et a1 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 is no guarantee that simply 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 progam that has been successfUl in any one local or State govenunent (1975, 

142). It is, however, important that these options are made available because when 

employers expect improvement from their staff, they are going to expect something in 

return. 

Incentive Programs - The Public Versus the 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 imponant 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 Betler 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: 

I .  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 use it. 

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, is that some types of incentive 

programs which can be used in the private sector cannot always be used in the public 

sector. This discrepancy 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. This difference lies 

in the consumer's willin&mess to pay (Savas 1987.44). Taxpayers do not usually want to 

rund incentive trips to Hawaii, etc. Also, the public sector is often constrained by 

political boundaries that the private sector is less 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 highlieht which types of incentives would not be suited for 

the public sector and which ones would. 

Table 2.1 
Monetary Incentives and Their Appropriateness in the Public and Private Sectors 

The only monetary incentives that are not appropriate for use in the public sector are the 

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 

I I There are stockholder programs that have been introduced into the public sector. 
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stockholder program allows workers to contribute a portion of their paycheck to stocks 

within the company. The amount the worker receives depends on the protits and losses 

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

an option. 

Table 2.2 
Nonmonetary Incentives and Their Appropriateness in the 

Gifts Yes Yes 
Formal Dinners Yes Yes 
Informal Parties Yes Yes 

Plaques Yes Yes 
Trips No Yes 

Job Enlargement Yes Yes 
Performance Targets Yes Yes 

Task Systems Yes Yes 
Variations in Working Hours Yes Yes 

The only nonmonetary incentive program that is not usually found within the public 

sector is the trip program. Not only are theses trips politically unpalatable, but they are 

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

Table 2.3 
Quasi Incentives and Their Appropriateness in the Public and Private Sector 

Promot~on Yes Yes 
Educat~onal Incentives Yes Yes 
Product~v~ty Bargaln~ng No Yes 

Work Standards Yes Yes 



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." 

Table 2.4 
Negative Incentives and Their Appropriateness in the Public and Private Sector 

Rules, Threats and Pun~shrnents 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 incentives to do a 

better job 

Employee Attitudes with Respect to Incentive Programs 

Most employers initiate incentive programs to enhance or instill one or all of the 

following performance and work environment factors: employee productiv~ty, 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 be felt through productivity, job satisfaction, loyalty, morale, 

l 2  When I refer to benefits in 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 

a brief overview 

Table 2.5 
Overview of Performance and Work Environment Factors 

Productivity - Greener, et a1 (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 all jobs can be measured by service delivery costs and its impact. 

Employers, therefore, must measure the employees level of performance which can he 

defined as 

competency and accomplishments. By defining performance as 
competency and accomplishments ... managers have a logical foundation 
for building a pav-for-&rformance program that employees will 
understand. supervisors can manage and will be more cost effective than 
traditional merit progams. (Maclran 1990, 45) 

Job Satisfaction - It is important to note that no one defi nition ofjob satisfaction 

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

because there are many different aspects ofjob satisfaction which can be combined in 



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

satisfaction below:" 

& - "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 

circumstances that causes a person truthfully to say ' I am satisfied with my j o b  

(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). 

Gm* - "..the individual's emotional reactions to a particular j o b  (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). 

Henberg - 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 the job and its environment" (1983, 32) 

Need-Satisfaction Model - "Assumes that individuals have stable needs that 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 name in parentheses 
represents the author ofthe article which included the definition. 



There are many more definitions and attitudes towards job satisfaction but for the 

purposes of this paper it is important to simply realize how diverse the definition can be. 

Loyalty - simply refers to an employees faithfulness to hidher job.'" 

Morale - defined as "group well being" (Gruneberg 1979,;). 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 instill those positive attitudes, thus creating high morale in the 

work place. 

Improvement of Skills - simply refers to the employees' desire to improve job 

related skills as a result 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 sewices rendered within that position. 

Conceptual Framework 

Many government organizations offer incentive programs to their employees, 

however, some do not. As with many programs offered, employee attitudes toward them 

differ. It is the 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 is the purpose of this study to assess employee attitudes from 

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

I 4  Nothing in the literature specifically mentioned the relatiorlship between employee loyalty and incentive 
programs. However, since it 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. 

The first hypotheses (WH#I) and sub-hypotheses of this applied research project 

deal with the following employee attitudes towards monetary incentive pro, orams 

WH#l: Employees will have positive attitudes toward monetary 
incentives. 

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

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

WH#lc: Employees will agree that monetary incentives have a positive 
influence on their loyalty. 

WH#ld: Employees will a g e e  that monetary incentives have a positive 
influence on their morale. 

WH#le: Employees will agree that monetary incentives have a positive 
influence on their desire to improve skills. 

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

nonmonetary incentive programs. 

WH#2: Employees will have positive attitudes toward nonmonetary 
incentives. 

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

WH#7b: Employees will agree that nonmonetary incentives have a positive 
influence on their job satisfaction. 

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

WH#2d: Employees pill agree that nonmonetary incentives have a posltive 
influence on their morale. 



WHg2e: Employees will agree that nonmonetary incentives have a positive 
influence on their desire to improve skills. 

Hypotheses three (WK#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#3b: Employees will agree that quasi incentives have a positive 
influence on their job satisfaction. 

WH#3c: 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. 

Hypotheses four (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. 



U'H#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 is also anticipatrd that employees will have negative attitudes 

toward the negative incentives (WHi16). The following are the hypotheses that reflect 

this anticipation 

W # 5 :  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. 

WII#5c: Employees will have positive attitudes towards the quasi 
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 a full understanding of what the incentive program has 

come to mean for both employees and their employers in the 1990's. The following 

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



chosen for assessment of employee attitudes. It will include geographic locations and 

various demographic statistics of each of the cities. 



CHAPTER THREE - THE RESEARCH SETTING 

The purpose of this research is to assess employee attitudes towards incentive 

programs in 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 

the reader 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 11 79 municipalities which range in population slze from 24 residents 

to Houston's 1,700,672 residents. More than eighty percent of Texas residents live in 

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 municipalities with 

more than 5000 in population . Under Texas law, these municipalities may adopt their 

own charter by a majority 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. 

I5 All ~nformation 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 a department head or director. The number of departments a given 

city has depends upon the types of services the city is providing. Some cities, for 

example, hire private firms to provide services such 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, 

maintenance, finance, human resources, planning, building codes, streets. garbage, 

animal control and administration. 

However, some cities are too small to be divided up into departments. The City 

of Jonestown, for example, has a total 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 a few 

employees are necessary to meet the needs of 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 plus a few more. 

Of course each city is different and is comprised 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 takes to run it successfully. 



Texas Cities Used in Study 

The remaining sections ofthis chapter identify the ten cities that have been 

selected for this project. They are: Seguin, Brownwood, Taylor, Leander, Lakeway. 

Jonestom, Cedar Park, West Lake Hills, Gsorgeto\\m, and Lago Vista. All of these cities 

are centrally located and have populations no greater than 20,000. The following is a 

more detailed description of each of the cities derno:~aphics, 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 is within Guadalupe Couny and is located in South Central Texas on 

Interstate Highway 10, approximately 34 miles East of' San Antonio and 50 miles South 

of Austin. The popuIation is 20,238 of which 73.3% are white, 8.6% Black. 7% Asian 

Pac~fic, and 40 7Oo o f H ~ s p a n ~ c  O n g n  The c ~ t y  has 1 8 5  elnployees and 1s run by a C I ~ :  

b lanagr ,  Mayor, and City Council. Industry includes various manut'actunn,u, hospitals, 

museums, and Texas Lutheran College. The median household income is $50,349 while 

the average household slze is 2.8 persons 



The City of Brownwood 

Brownwood. TX 

Brownwood is the county seat of Brown County. It is located in Central Texas, 

160 miles southwest ofDallas and 75 miles south of Abilene. Its population is 18,641 of 

wh~ch 83.496 are white, 5.49.0 are black, ,496 are Asian Pacific, and l j  7% are of 

Hispanic Ongin. The city has 244 employees and is governed bya  City Manager, Mayor. 

and City Council. The average household income in the city is $22,009 and the average 

household size is 2.51 persons. The industry of Brownwood includes a retail trade 

center, a distribution center, Howard Payne Ijnivers~ty, MacArthur Academy of 

Freedom, a mental health and mental retardation centsr. and various mani~factur~ng 

plants. 



The City of Taylor 

Taylor, TX 

The City o f  Taylor is in Williamson County and is located in Central Texas on 

Hiphway 79 approximarely 30 miles northwest of Austin. The population is 11,971 of 

which 74.4% are white, 13.8% are black, . jo6 are Asian Pacific, and 27.256 are of 

H~spanic Origin. The City of Taylor employs 138 people and is governed by a C i p  

fvlanagr. blayor, and City Commissioners. The median household income is 534,269 

and the size of the acerage household is 3.73 persons. The city's indusrrq. IS made up of 

aribusiness,  vaned manufacturing including cottonseed and meat processing, a hosp~tal, 

Temple Junior College extension. and a publ~shing center. 



The City of Leander 

The City of Leander is located in Central Texas, 18 miles northeast ofAustin off 

of Farm Road 1431 in Williamson County The popularion is 3,624 of which 933% are 

white, 1.1°4 are black, ,296 are Asian Pacific, and 13.??'o are of Hispanic Origin. The 

City of Leander has 50 employees and is managed by a City Manager and a Mayor. The 

median household income is 541,775 and the average household size is 1.95 persons. 

Leander's major source of business 1s denved from educarional services. 



The City of Lakeway 

Lakeway is in 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 93.556 are 

wh~te, . l %  are black, .1?6 are Asian Pacific, and 7.846 are of Hispanic Origin. The C i h  

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 otller eating and drinking 

operations. 



The City of  .lonestown 

The Cir).' of Jonestown IS located within Travis County and is about located in 

Central Texas on Farm Road 1-13 1, 25 miles northeast of Austin. The population is 1,305 

of which 93.6 ?/o are white, 7 %  are black, .S?h are Asian Pacific, and 6.5% 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 536,890. The average 

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

limestone mineries in the area. 



The City o f  Cedar Park 

Cedar Park is located in  Central Texas within both Travis County and Williamson 

County It runs along North 183 about 15 miles north of Austin. The population is 6,360 

of which 9 I .S% are white, 2.0% are black, 1.496 are Asian Pacific, and 11.2% arc of 

Hispanic Origin. The City of Cedar Park has 161 employees and is manazed 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 

West Lake Frills, TX 

South 

West Lake Hills is located in Central Texas within Travis County and is 

approximately 15 miles northeast of Austin. The population is 7,784 of which 93.976 are 

white, .6% are black, 3.4% are Asian Pacific, and 5.4% are of Hispanic Origin. The city 

has 7-5 employees and is run by a City Administrator, a C i y  Council, and a Mayor. The 

average household size is 2.63 persons and the median household income is 976,208. 

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



The Ci ty  of Geor ,  oetown 

Georoetown. TX 

The city of Georgetow is part of Williamson County and is located in North 

Central Texas off of Interstate Highway 35. It is 27 miles north of Austin and 34 miles 

south of Belton. The population is 16,752 of which 94.476 are white, 7.00'0 are black, 

.7Yb are Asian Pacific, and 8.3% are of Hispanic Origin. The city employs 280 people 

and is managed by a City Manaser. a Mayor, and City Council. The median household 

income is S52,613 and the average household size is 2.81 persons. The city's industry 

includes Iight manufacturing, tourism, agriculture, a hospital, Southwestern University, 

Mayfair and the Christmas Stroll. 



The City of Lago Vista 

Lago Vista is located in Central Texas within Travis County. It is off of Farm 

Road 1131 approximately 30 miles northeast of Ausrin. The population is 2,325 of 

which 9 3 6 0  are white, .7% are black, ,856 are Asian Pacific, and 6.5% are of Hispanic 

Origin. The City employs 1 2  people and is governed by a Cit)- Administrator, Aldermen, 

and a Mayor. The median household income is 536,890 and the average household size 

is 2.36 persons. Lago Vista is surrounded by residential property and real estate happens 

robe its top indusrp. 
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Conclusion 

Of course each city is different and each has its own ways of operating. The size 

of a city (as an organization and community population), its location, demob~aphics, and 

type of government are all important factors to consider when assessing the attitudes of 

city employees. All ofthese factors come into play when an employee forms an attitude 

towards incentive programs in general and towards incentive programs within their OWTI 

organization. This chapter has allowed the reader to get an idea of each ofthe cities 

sett~ng in order to produce greater understanding of the research 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 purpose is to describe the mechanics of this research. It 

examines the role of descnptivc and explora~ory research, explains how the chosen 

methodolop best satisfied the research purpose, and looks at the sampling and 

measurement techniques. F~nally, the hypotheses are reviewed and operationalized at the 

end for clarity. 

Descriptive Research 

Descriptive research is a valuable tool when trying to describe or assess certain 

characteristics of a given population (Babbie 1995, 86). This research is descriptive in 

that it describes both the various types of Incentive programs implemented in public 

agencies2' and it describes the attitudes of employees with respect to the various 

incentive programs.23 A particular feature of descriptive research is that it generaIly 

includes descriptive categories such as the ones listed below 

Table 4.1 

1 Job ( Many definitions exist. See text. 1 
Satisfaction 

An employees faithfulness to hisiher job 
The \bell being of rhc group one works u ~ t h  

12 It has been noted that most. ifnot all. of the incentive programs described in the Literature Review 
Chaptcr can be found in both the public and private sector. 
21 These descriptions can be found in the Literature Review Chapter. 



These categories are used to assess employee attitudes towards positive (monetary, 

nonmonetary and quasi incentives) and negative  incentive^.^' 

Exploratory Research 

Exploratory research is also used in the research of employee attitudes towards 

incentive programs. Exploratory research. according to Earl Babbie ( 1  995, 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 develops the methods to be used in a more careful study". In other words, it is a 

suitable tool for testing hypotheses. In this project, exploratory research is used to 

examine overall attitudes of ernployees.'j Working hypotheses were used to examine the 

direction of the attitudes. It is important to note that exploratory rescarch is a helpful 

tool when examining a new subject, but it is rarely capable of providing definitive 

results. 

Research Design 

Survey research is used in this project to assess the attitudes of employees toward 

monetary, nonmonetary, quasi, and negative incentives. Babbie (1995,253) suggests that 

survey research is an excellent way to obtain attitudes and beliefs of individuals. In 

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

14 See Working Hypotheses 1 - 4. 
" See Working Hypotheses 5 - 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 a survey to assess attitudes. 

For example, respondents don't always give honest answers, rather those that won't 

offend or criticize. Gruneberg (1979,4) cautions researchers to be aware that 

questionnaires should be regarded as instruments for approximating the truth and not an 

infallible means of measuring attitudes. 

Summan, of Strenqths and Weaknesses of Survey ~esearch'" 

Strengths: 
1. Describe characterisrics of a large population 
2. Make large samples a realistic 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. Social life cannot be measured 
3. Surveys cannot be modified half way through research 
4. Answers be not always be valid 

Sampling Procedures 

In this study, ten questionnaires were sent to each of the ten municipalities that 

were chosen for research." The cities were chosen based upon their location and 

population size.28 According to Babbie this type of selection process is called purposive 

26 Strengths and weaknesses summarized from Bahbie 1995, 273-274. 
27 See Setting Chapter for more information. 
'' The study concentrated on municipalities with populations of 20,000 and under. 



or judpenta l  sampling. Babbie (1995,225) maintains 

Occasionally it may be appropriate for you to select your sample on the basis of 
your own knowledgc of the population elements, and the nature of your research 
aims: in short, based on your judgment and the purpose of the study. 

The ten cities made up the sample from which employees or the population'" 

were randomly chosen. Ten questionnaires (I00 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 d~stribute 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 questionnaires that were returned, follow up telephone calls 

were made. 

Statistics 

T-statistics are used to determine how far the responses deviate from being 

neutral.>' From thcse results, it will be determined which type of incentive program, 

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

29 Babbie (1995. 103) detines population "as that group about whom we want to be able to draw 
conclusions." 
10 See Worklng 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 is coded (Strongly Apree-2, Agree=l, Nei the~O,  Disagrze= -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 appcndix to assist in 

the readers understanding of this process. 

Table 4.2 
Operationalization of the Hypotheses 

Type of Incentive Working Hypotheses 1 Applicable Survey Question 
1 blonetary Incentives ( WH#1: E~nployees will have a 1 A, 1-5 

{ positibe attitude towards 1 

- 

p~ 

-- -- 
Nonmonetary 
Incentives posltlve attitudes toward 

monetary inccntives. -- t -- WHfi la: Employees will agree A 1: Monetary incentives 
that monetary inccntives have would increase my 
a positive influence on their produciivib. 
productivity I 

I 

WH#lb: Employees will agree 
that monetarj incentives have 
a positive influence on their 
'ob satisfaction. 
'W1Ic:  ~ r n ~ l o ~ e s  will agree 
that monetary incentives have 
a positive influence on their 
loyally. -- 

WFI#ld: Employees will agree 
that monetary incentives have 
a positive influence on their 

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

- 
A3: Monetary incentives 
would increase my loyalty to 
the job. 

- 
A4: Monetary incentives 
would increase my morale. 

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

----- ---- 
B 1 : Nonmonetary incentives 
would increase my 
productivity. 



Quasi Incentives 

Vegative Incentives 

Table 4.2 Continued 
WH#2b: Employees will agree . ~ - 

that nonmonetary incentives 
have a positive influence on 
their job satisfaction. 
WH#2c: Employees will agree 
that nonmonetay incentives 
have a positive influence on 
their 10)-alty. 
N1H#2d: Emplovees will agree 

A - - 
that nonmonetarl, incentivcs 
have a positive influence on 
their morale. 
WH#2e: Employees will agee  
that nonmonetary incentives 
have a positive influence on 
their desire to improve skills. 
WH#3: ~ m ~ l o y e e s  will have 
positive attitudes toward quasi 
incentives, 
WH#3a: Employees will agree 
that quasi incentives have a 
positive influence on their 
roductivity. 

'W#3b: ~ E r n ~ ~ e e s  will agee  
that quasi incentives have a 
positive influence on their job 
satisfaction. 
WH#3c: Employees will agree 
that quasi incentives have a 
positive influence on their 
loyalty. 
WH#3d: Employees will agree 
that quasi incentives have a 
positive influcnce on their 
morale. 
WH#3e: Employees will agree 
that quasi incentives have a 
positive influence on their 
desire to improve skills. 
WHII4: Employees w111 have 
positive attitudes towards 
negative incentives. 

B2: Nonmonetary incentives 
would increase my level of 
job sat~sfaction 

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

B4:  onm monetary incentives 
would increase my morale. 

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

C 1: Quasi incentives would 
increase my producttvity. 

C2. Quas~ ~ncentives would 
increase my level ofjob 
satisfaction 

-- 
C3: Quasi incentives would 
increase my loyalty to the job. 

C 4  Quasi ~nceGlves would 
increase my morale 

C5: Quasi incentives would 
increase my desire to improve 
skills. 



Table 4.2 Continued 
WH#4a: Employees will agrse 
that negative incentives have a 
positive influence on their 

Dl :  Negative incentives 
would increase my 
productivity 

incentives 

( satisfaction. 1 
I WH#4c: Employees will agree 1 D3: Negative incentives . . - 

that negative incentives have a 
positix influence on their 

bJa&. 
WHZiJd: Employees will agree 
that negative incentives have a 
positive influence on their 

- 
I would increase my loyalty to 
the job. 

-- 
D4: Negative incentives 
would increase my morale. 

1 desire to improve skills. 
Positive Incentives I WH#5: Employees will have / A, 1-5 

r - 
(Monetary, positive attitudes towards the B, 1-5 
Nonmonetary, and positive incentives. C, 1-5 
Quasi Incentives) t- 1 

I WH#5a. Employees will have / A, 1-5 

morale. 
WHiI4e: Employees willagree 
that negative incentives have a 
positive influence on their 

D5: Negative incentives 
would increase my desire to 
improve skills. 

' "onmonetary incentives. 
WH#5c: Employees hill have I C, 1-5 

positive attitudes towards the 
monetary incentives. 
WHIISb: Employees will have B: 1-5 
positive attitudes towards the , 

D, 1-5 Negative Incentives 

. . 
positive attitudes towards the 
quasi incentives. 
W # 6 .  Employees will have 
negati\:e attitudes towards the 
negative incentives. 



The next chapter represents the culmination ofthe research. The working 

hypotheses are restatcd and the results are displayed in  table format for easier 

understanding. Assessments of the findings follow each table. 



CHAPTER FIVE - RESULTS 

Introduction 

The analysis of the responses obtained through the questionnaires is presented in 

this chapter. Data are presented in table format in  the order of the hypotheses presented 

throughout this applied research project. The sample size for all of the hypotheses except 

where noted is n=36. Simple statistics such as frequencies, percentages, means, modes, 

and one sample t-tests are used to analyze the data.)' The t-test is used to analyze how 

the responses vary from neutral. if at all '' 
The first four hypotheses deal with monetary, nonrnonetary, quasl, and negative 

incentives and the employees responses to how these incentive programs would or would 

not affect attitudes 

7 s :  Working Hypothesis #I - Employees will havepositive attitudes 
toward monetary incentives. 

Table 5.1 

Work Environment 

l2 All data was analyzed using the Statistical Package for the Social Sciences (SPSS). 
" The questionnaires were coded in the follouiin~ manner: Strongly Agree-2. Age-I, Nei the~O,  
Disagree=-l and Strongly Agree=-2. 
34 The mode is simply the most frequent answer given. 
I' The mean is simply an average of the responses. 
' 6  The significance determines whether or not the mean is significantly different from "O" or neutrality. The 
significance level is derived from a t-test which produces a t-value. The t-value is significant at p<.01. 
37 Scale ranged from -2 Strongly Disagree to +2 Strongly Agee  



The findings in Table 5.1 definitely support hypothesis # I .  The respondents 

overwhelmingly agree that monetary incentives would have a positivc influence on their 

performance and work environment. The most positively influenced variable is morale 

where well over half of the respondents agreed, while the least positively influenced 

variable is loyalty with a 39% agreement. The significance levels for each variable show 

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

Nonmonetarv Incentives: Working Hypothesis #2 - Employees will havepositive 

attitudes towarci nonmonetary incentives. 

Four out of five of the performance and work environment variables support 

hypothesis #2.  The loyalty variable is split in its responses between agree and neither, 

Table 5.2 
Nonmonetary Incentives Influence 

meaning the same number of respondents agreed that nonmonetary incentives would 

have a positive influence on their loyalty as the number of respondents who neither 

Significance 

I 

000 
,000 
,021 

,000 
,020 

Performance and 1 Mode 1 Mean 

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

.556 
- ,694 
,333 

,806 
,306 

Work Environment 1 
Variable 

Productivity 
Job Satisfaction - 
Loyalty 

Morale 
Job Skills 

Agree (64%) 
Agree (6 1 %) 
Agree and 
Neither (39%) 
Agree (69%) 
Neither (44%) 



nonmonetary inccntives would have a positive influence on their job skills. It is 

interesting to note the overwhelming apeement among the respondents that nonmonetar). 

incentives would have a positive influence 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 296 chance of 

being neutral 

Ouasi Incentives: Working Hypothesis #j - Employees will have positive attitudes 

towords quasi incentives. 

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 respondents ageeing 

that quasi incentives would have a positive influence. The most positively influenccd 

variable is morale with 674'0 of the respondents in agreement, and the least positively 

influenced variable is loyalty with 47% of the respondents in agreement. All of the 

variables show a less than 1% chance of being neutral. 

Table 5.3 
5 

Performance and 
Work Environment 

Mode I  mean 
m 

Significance 

Variable 
Productivitv 
Job Satisfaction 
Loyalty 
Morale 
Job Skills 

Apree (56%) 
Agree (58%) 
Agree (47%) 
Agee 164%) 
Agree (53%) 

,778 
,722 

.86 1 

,8611 

000 
,000 -- 
,000 
- 000 

,000 



Negative ~ n c e n t i v c s : ~ ~  Working Hppothesis #4 - Employees will havepositive 

attitudes towards negative incentives. 

Table 5.4 

( l)lsatGee (51°/~) 1 
Job Skllls I Disagree (49%) -1.171 / ,000 

Negative Incentives Influence 

The findings in Table 5.4 do not agree with hypothesis #4. None of the 

Performance and 
Work Environment 

Variable 
Productivity 

Job Satisfaction 
Loyalty 
Morale 

respondents ageed that negative incentibes would have a positive influence on any of the 

performance or work environment variables. The percentages are all very high for 

dlsagree and strongly disagree for all of the variables. All of the variables show a less 

than I % chance of being neutral 

Significance 

.000 

,000 
,000 
,000 

Mode 

Strongly 
Disagree (5 1 %) 
Disagree (51%) 
Disagree (5 1 % )  
Strongly 

Positive Incentives 

The next hypothesis deals with positive incentives and what attitudes the 

Mean 

-1.457 

- I  ,257 
-1.257 
-1.457 

employees have towards them. The Literature Review Chapter detines positive 

incentives as monetary, nonmonetary, and quasi incentives 

'"he sample size for negative incentives is n=35 instead of n=36 because one questionnaire respondent left 
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 towards the 

monetary incentives. 

Thc data that are presented from working hypothesis # 1, and its five 

subhypotheses (monetary incentives) support hypothesis #5a. Table 5.5 summarizes the 

statistics fiom working hypothesis #I and its subhypotheses 

Table 5.5 
Monetary Incentives 

Strongly 1 Mode 
Agree& 1 

Productivin~ 75% 
77% 

Morale 85% 
Job Sk~lls 61% 

All variables u e r e  staust~coll) s lg~f i can t  at the p< 01 l e r e l  

All of the responses for each of the variables are well over 50%, meaning ovcr 

half of all the employees 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 - Employees will hatapositiw attitudes towards the 

nonmonetary incenrires 



The figures that are shown for working hypothesis #2 and its five subhypotheses 

[nonmonetary incentives) do not totally support hypothesis #5b. The statistics are 

summarized below in Table 5.6. 

Table 5.6 
Nonmonetary Incentives 

Agree & 

Productivi 67% 
69% Agree 

As the above statistics suggest only three out of the five variables are statistically 

significant. Employees agree that nonrnonetaq incentives would have positive 

influences on their productiviq, job satisfaction, and morale. But they do not agree or 

disagree that nonmonetary incentives would have positive influences on their loyalty and 

desire to improve skills. Therefore these data cannot completely support hypothesis t5b  

which states "Employees will have positive attitudes towards the nonrnonetary 

incentives." 

Working Hypothesis #5c - Employees will haveposilirge attitudes towards the quasi 

incentives. 



The data that are presented for working hypothcsis #3 and its five subhypotheses 

(quasi inccntivcs) supports hypothesis X 5 .  A summary of the statistics presented in 

earlier tables is presented in Table 5.7 below 

Table 5.7 
Quasi Incentives 

( Job Skills 
All variables were statistically s i p f i c a n t  at the p<.OL level 

The statistics show that the positive responses for quasi incentives are well over 

SO%, which means the employees agree that quasl incentives would have positive 

influences on their productivity, job satisfaction, loyalty, morale, and desire to improve 

their skills. Therefore it is safc to say that the employees who took part in this research 

have positive attitudes towards quasi incentives. 

Negative Incentives 

The final hypothesis deals with negative incentives and employees attitudes 

towards them. Negative incentives are defined primarily as rules, threats, punishments, 

etc. 



Working Hypothesis #6 - Employees will have negative attitudes towar& the negative 

incentives. 

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

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

subhypotheses is presented below in Table 5.8. 

Table 5.8 
Negative Incentives 

Summary of Statistics 
\VH#4 ( Strongly 1 Mode 1 

Agree & 

Productivity 0% Disa ee 
0% Disagree 

Satisfaction 

Strongly 
1 ~ i s a g e c  

Job Skills 1 046 1 Disagree 
All variables Here st~tistically sipnificmt at the pe.01 level 

The a b o ~ e  data indicate that the respondents who strongly agrce or agree that 

employees will have positive attitudes towards negative incentives is zero, meaning 

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

productivity, job satisfaction, loyalty. morale, and desire to improve their skills 

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

negative attitudes towards negative incentives 



Summary 

Table 5.9 presents a summary of the Strongly Agree and Ab~ee  responses for 

monetary, nonmonetaq, cluasl and negative incentives. The last row presents an overall 

average for these responses. 

Table 5.9 

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

I3ypothesis 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 incentives and did not agree or strongly agree that negative 

incentives would positively influence their productivity, job satisfaction, loyalty, morale, 

or job skills. 

Conclusion 

Overall employees seem to have positive attitudes towards the monetary, 

nonmoneta?, and quasi incentives and negative attitudes towards the negative incentives 



The final chapter, Chapter Six - Conclusion, will briefly discuss the results 

presented in this 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 publlc administrators of organizations of any size. It is imperative 

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. 

As this research suggests, not all incentive programs inspire positive artitudes~ 

Summary 

As Table 6.1 presents, employees do 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 

Table 6.1 

( Performance and I Hypothesis #1 I Hypothesis #2 1 Hypothesis #3 1 Hypothesis #4 1 
1 Work Environment 1 I I 1 I 



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 quasi 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 ones really 

motivate increased productivity, job satisfaction, loyalty, morale and the desire to 

improve job skills. From this study it is apparent 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 types of incentive progams employees believe would 

positively influence their performance and work environment. Thus the challenge is 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 Incentives - contests, merit increases, bonuses, etc. 

I .  Monetary incentives would increase my productivity. 

Strongly agree Agree Neither Disagree Strongly Disagree 

2. Monetary incentives would increase my level ofjob 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 recogmition, gifts, dinners, plaques, etc. 

1. Nonrnonetary incentives would increase my productivity. 

Strongly agree Agree Neither Disagree Strongly Disagree 

2. Nonmonetary incentives would increase my level ofjob 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. 

Strongl J Agree Agree Neither Disagee Strongly Disagee 

C. Quasi Incentives -promotion, wage increases based on educational achievement, etc. 

1. Quasi incentives would increase my productivity. 

Strongly a y e e  Ab~ee  Neither Disagee Strongly Disagee 

2. Quasi incentives would increase my level of job satisfaction. 

Strongly agree Agree Neither Disagee 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 ofjob satisfaction. 

Strongly a y e e  Ayee  Neither Disagree Strongly Disagee 



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 Disagee Strongly Disagree 

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

Strongly Agree Agree Neither Disagree Strongly Disagee 

In the last five years there 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 idwas it? 

1 .  Career ladder 
2. Training 
3. Nonmonetary 
4. ?? 
5. Merit bonus 
6. Bonus 
7. Merit bonus, safety incentive, customer service, employee recognition 
8. Bonus, recognition 
9. Monetary 
10. Customer Service, safety 
I I .  Customer Senlice, bonus 
12. Performance based pay raises 
I .  Monetary and quasi 
14. Merit pay 
15. Merit increase, employee recogition 
16. Merit pay 
17. Merit system 
18. Monetary and nonmonetary 



I amlwas happy with the incentive program. 

Strongly Agree Agree Neither Disagree Strongly Disagree 

1. Agree 
2. Agree 
3. Strongly Ayee  
4. Strongly Agree 
5. Strongly Agree 
6. Strongly Agee  
7. Strongly Agree 
8. Agree 
9. Strongly Agree 
10. Agree 
1 1 .  A y e e  
12. Agee  
13. Agree 
14. Ayee  
15. Agree 
16. Neither 
17. Agree 
18. A g e e  

Comments: 

Due to the fact that our City does not give incentives for job performance, it is very 
disturbing to those of us that come to work everyday, on time, and do an above average 
job, that there are no repercussions for the ones who do not follow the same work ethic - 
why should anyone care to perfonn at, above. or beyond a job 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 always 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. I believe this would 
greatly improve morale and loyalty. 

I 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 i n  fairness, these are those who & respond to the negative 
and we would in general be better off without them.) 



Appendix B 

Response Percentages 

Monetary Incentives: Working Hypothesis #I - Employees will have positive attitudes 

townrd monetnv incentives. 

Working Hypothesis # la  -Employees will agree that monetnry incentives hnve n 

positive influence on their productivit~. 

Table B.1 
U'H#la 

Monetary Incentives Influence on Productivity 

p 

I I I 

Neutral 5 13.9% 1 

Percentage Response 

Strongly Agree I 9 

Agree 

Frequency 

25% 

18 

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

positive influence on their job satisfnction 

5 0% 

l l l P 6  Disagree 

I I 

4 

100% Total 36 



Table B.2 
WH#l b 

Monetary Incentives Influence on Job Satisfaction 
Response 1 Frequency / Percentage 

I I 

I 

Neither 5 1 13.9% 1 

Strongly Agree I I? 

I I 

32.3% 

I 
Strongly Disagree 0% 

I 

44.4% Agree 

I 

Total I 
36 

16 

Disagree 

Working Hypothesis # l c  - Employees will ngree that monetary incentives have a 

3 
I 

8.3% 

positive influence on their lojtalty. 

Table B.3 
\VH#lc 

( Strongly Agree 5 1 13 946 1 
I 

Monetary Incentives Influence on Loyalty 
Response 

1 
1 Frequency 

1 I 
Neither 

Percentage 

I I 
Agree 

I 

Total 36 1 loor% 

I I 1 389?,0 

I I 
Strongly Disagree 1 0 

I 
0% 



Working Hypothesis #Id - Employees will agree rlfat monetary incentives have n 

positive influence on tlreir morale. 

Table B.1 
WH#ld 

Monetary Incentives Influence on Nlorale 
I Response 1 Frequency Perce~~tage 1 

1 
Agree 24 1-1 

I I 

I 
Neither t 3 

8.396 

Strongly Agree 
I 

7 

D~aagree 5 6% 

Strongly Disayree 

100% 

19.4% 

Working Hypothesis # l e  - Employees will agree tltat monetary incetztives ltave (I 

positive influence on their desire to improve skills. 

Table B.5 
WH# 1 e 

I I 
Strongly Agree 4 11.1% 

Monetary Incentives Influence on Job Skills 

1 - 1  Strongly Disagree 

Percentage Response Frequency 

I I 

Total 
36 1 100% 



Nonmonetarv Incentives: Working Hppotltesis #2 -Employees will have positive 

attiturles towarrl nonmonetary incentives. 

Working Hypothesis #2a - Employees will agree that nonmorretnry incentives ltarv a 

positive influence on their productiviQ. 

Table B.6 
WH#2a 

I Strongly Agree ( 1 2.8% ( 

Nonmonetary Incentives Influence on Productivity 

1 

Disagree 5 13 9% 
I 

Response 

I - 1  Strongly Disagree 

Frequency Percentage 
I 

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

positirr influence on their job satisfaction 



Table B.7 
NX#2b 

Nonmonetary Incentives Influence on Job Satisfaction 
Response Frequency 1 Percentage ' 

I 

I 
Neither 

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

positive influence on their loyalty. 

Total 

Table B.8 
W # 2 c  

Nonmonetary Incentives Influence on Loy 
( Response 1 Frequency 1 Percentage 

36 looU/. 

I 

I 

Strongly A y e e  

Agree 

I I 
Total I 

5.6% 

14 1 38.9% 
I 

I 1 

Ity 

I 

38 9% Neither 
I 

14 



Working Hypothesis #2d - Employees will agree that nortmonetary incentives Ilnve a 

positive influence on their morale. 

Table B.9 
\VH#Zd 

Nonmonetary Incentives Influence on Morale 
Response 1 Frequency ( Percentage 

I I I 
Strongly Agree 

I I 

8 3Ob 

Agree 

Strongly Disagree 

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

1 I 

positive influence on their desire to improve skills. 

25 

0 

Total 36 

69.4% 

0% 

100% 

Table B.10 
\YH#2e 

Nonmonetary Incentives Influence on Job Skills 

I I 

pit her 1 16 ( 41.4% i 

Percentage Respo~~se 

Strongl! Agree 
I 

1-1 Strongly Disagree 

Frequency 

2 8% 

Agree I 14 3 8.9?/, 

I I 
100% Total 36 



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

toward quasi incentives. 

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

influence on their productivity. 

Table B. l l  
\VH#3a 

Quasi Incentives Influence on Productivity 
I Response 1 Frequency 1 Percentage ( 

Strongly Agree I I 
1 

16.7% 

I I 

Disagree 1 

Agree 
I 

Working Hypothesis #3b -Employees will agree that quasi incentives have n positive 

influence on their job satisfaction 

I 
20 

16.7% Neither 

I 

55.6?/0 

6 

Strongly Disagree 0 09.6 



Table B.12 
WH#3 b 

Quasi Incentives Influence on Job Satisfaction 
Response 

I I 

I I 

Frequency 

I l l %  Strongly Agree 

I I 

Percentage 

4 

58.3% Agree 

I I 

Working Hypothesis #3c - Employees will agree rhar qunsi incentives ltnve nposirive 

I I 

22.2% Neither 

Disagree 
I I 

influence on their loyalty. 

8 

Table B.13 
WH#3c 

3 

0% Strongly Disagree 

8.3% 

0 
I 

Quasi Incentives Influence on Loyalty 

47.2% 

Neither 

1 I 

Disagree 11.1% 

Strongly Disagree 

Percentage Response Frequency 

8.3% Strongly Agree j 



Working Hypothesis #3d - Employees will agree that quasi incentives Itave apositive 

influence on their morale. 

Table 6.14 
WH#3d 

Quasi Incentives lnfluence on Morale 
Response 

I I 

Neither 
I I 

Frequency 

I I 

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

Percentage 

6 

5.6% Disagree 

I I 

influence on their desire to improve skills. 

16.7% 

2 

0% Strongly Disagree 

Table 6.15 
M # 3 e  

0 

100% Total 36 

Quasi Incentives lnfluence on Job Skills 

I I 

Percentage Response 

Agree 

Neither 

Frequency 

19.4% Strongly Agree 

Disagree I 

I 

7 

19 

0 

5 6% 

52.8% 

22.2?6 



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

attitudes towards negative incentives. 

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

positive influence on their productivity. 

Table B.16 
\VH#la 

Ne ative Incentives Influence on Productivity 

I I 

Percentage Response 

Strongly Agree 

Agree 

Frequency 

I I I 

Strongly Disagree I8 51.4% 1 

0 

0 

Neither 
I I 

0% 
I 

0% 

Disagree 
I 

\Iforking Hypothesis #Jb - Employees will agree rhat negative incentives have a 

I 

2 

I I 

positive influence on their job satisfaction. 

5 7% 1 
15 

Total 

42.9% 

35 100% 



Table B.17 
\\.'H#4 b 

Negative Incentives Influence on Job Satisfaction 
Response 

I I 

Strongly Agree 

I I 

I 

Strongly Disagree 

Frequency 

Agree 

I I 

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

positive influence on their loyal@. 

Percentage 

0 

Disagree 

Table B.18 
W'H#4c 

0% 

0 

iegative Incentives Influence on Loyalt 
Response Frequency Percentage 

OOb 

18 

I 
Strongly Agree 0 0% 

51.4% 

I I 
Agree 0 0% 

I 

I I 
Neither 4 11.4% 

I 

Disagree 18 1 51.4% 

I 1 
Strongly Disa~ree 13 37.1% 



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

positive influence on their morale. 

Table B.19 
WH#Jd 

Negative Incentives Influence on Morale 

Disagree 1 5  42.9% j 

I 

btrongly Disagree / I 

1 8  1 51 .4% 

Percentage Response 

Strongly Agree 

Frequency 

I 0% 

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

I I 

positive influence on their desire to improve skills. 

Total 35 

Table B.20 
WH#Je 

Negative Incentives Influence on Job Skills 

100°/. 

Response I Frequency 
I 1 

Percentage 

Strongly Agree 
I I 

/TI Disagree 

Agree 
I I 

Strongly Disagree ),.,,7+1 

0 

0 
I 

0% 

Neither 

0% 

6 17.1% 
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