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Executive Summary 
This document was a report on written as part of my project. It brings me tremendous joy that my honourable supervisor has provided me with such a good Opportunity. By conducting this project report, I have learned a great deal. Because I Believe that a practical approach will help us better understand our course contents and what we've learned over the course.
My project report is cantered on Hormuud Telecom employee’s motivation and performance in Mogadishu, Somalia. In order to prepare for this project, I conducted a survey at one of our country's Private Company, which provided me with valuable practical experience. It employs a sophisticated recruitment and screening procedure to find the top people. It creates a relationship between the heavy workload and the expected performance, enabling the right output growth to be monitored against the previously set performance benchmark.
Employee motivation is measured through continuing coaching and decomposition at the time of performance allocation. It also assists in the measurement of outcomes by highlighting requirements for learning and development.
It prepares for planning and execution meetings every three months, then evaluates and evaluates the performance of employees using a performance model. It gives direction so that the director may ensure that employees' performance and outcomes are in line with the organization success, allowing them to gain a competitive advantage over their competitors.
[bookmark: _Toc9002705][bookmark: _Toc13244427][bookmark: _Toc43734076][bookmark: _Toc83476840]A technique of required remuneration and incentive for employees who succeed at their employment by satisfying a set of performance standards that is both methodical and ethical. It helps employees grow, assist, develop, and be directed, as well as identify the source of employee dissatisfaction.
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[bookmark: _Toc483596200][bookmark: _Toc83476843][bookmark: _Toc103763246]CHAPTER ONE
[bookmark: _Toc83476844][bookmark: _Toc103763247]INTRODUCTION
[bookmark: _Toc483596201][bookmark: _Toc103763248]1.0 Introduction
This chapter contains the study's background, including the study's scope, purpose, investigation's objectives, research questions, and importance, as well as the conceptual framework and definitions of key terms.

[bookmark: _Toc483596202][bookmark: _Toc103763249]1.1 Background of study
[bookmark: _Toc83476847][bookmark: _Toc103763250]1.1.1 Historical Perspective
On a global scale, employer-employee interactions must be reciprocal. In employment contracts, the duties of employers and employees are clearly stated. Pay management is a key component of human resource management, according to Saleem (2011), since it encourages individuals, which leads to enhanced organizational effectiveness. One of the most important topics in the United States that has to be re-examined is compensation. In today's increasingly competitive corporate climate, One of the human resource operations that requires more attention is compensation management. Employees may look to be very committed to their jobs and to be putting in a lot of effort for the organization. As a result of the organization's reluctance to recognize their accomplishments, employees grow discouraged and their productivity declines (Werner& DeSimone, 2012)

In order to properly manage compensation and have a positive impact on their performance in Africa, an organization must know the many aspects of pay as the driving force that inspires workers and pushes their behavior toward reaching the business's objectives. Despite multiple research showing a strong link between salary management and employee performance in the public and private sectors in Nigeria, many businesses, including county governments, have done nothing to address the issue. In the public sector, remuneration management is often used to improve employee performance. As a result, staff performance in county governments has been low, making it hard for businesses to meet their goals.
Previous research in Somalia has indicated that compensation includes more than just monetary compensation. Because compensation is linked to an organization's survival and competitive advantage strategy, it is also claimed that changing an organization's strategy to achieve competitive advantage and business goals will necessitate changing the compensation plan to meet the needs of human resources and better motivate them to achieve the organization's goals. In addition to goals, a rewards program must consider the company's and individual employees' visions. It is impossible to stress the importance of this. Personalized incentive programs and compensation packages should be evaluated, amended, assessed, and changed on a regular basis to ensure that high-performing employees and company owners are all on the same page.

Although individuals at Hormuud Telecom, Mogadishu Branch, may clearly understand this vision and see a link between the company's ambitions and their personal accomplishments, the majority of employees' bottom lines are likely to be drawn with money, benefits, and job security in mind (Saleem, 2011). A rigorous discovery method, on the other hand, may unearth previously unknown areas of incentive for the company's owners. Long-term incentive schemes should include a variety of components in order to provide a well-rounded result. The right balance of remuneration for different levels of employees is represented by a total rewards objective. Even if it will never be flawless, it provides as a guideline for management to consider when structuring pay arrangements for employees at various levels within the company.

[bookmark: _Toc83476848][bookmark: _Toc103763251]1.1.2 Theoretical Perspective
In 1964, Victor Vroom proposed the expectation theory, which Armstrong backed up (2012). The hypothesis is based on individual perceptions; An employee's perception of a motivator, for example, may differ from that of an employer. Employees will work more in today's workplace if they anticipate to be rewarded for their efforts or if a reward is available, and if they believe that putting in more effort will result in earning that benefit (Saleem, 2011). At the center of the notion are people's or employees' expectations about expected outcomes, as well as the contributions they believe they can make to those goals. Employees'  The expectancy theory in the workplace predicts employees' belief that putting in more hard work will result in better job performance, employees' faith that putting in more effort will result in better job performance, and employees' belief that putting in more effort will result in better job performance. Better job performance will result in better incentives, such as a higher salary, and the individual in question anticipates these advantages.
A link was discovered between a person's motivation, effort, and performance, according to the hypothesis. Vroom used three variables to explain the linkage: expectation (workers' assumption that increasing effort would lead to increased performance), instrumentality (employees' conviction that good performance leads to a valuable outcome), and motivation (employees' perception that good performance leads to a valuable outcome). and valence (the importance that an employee/someone places on the outcome). 13 The expectation theory contains some useful information. Additionally, there really are strategies for inspiring employees. Using the theoretical model to encourage employees, individual efforts can be converted to performance expectancy, performance reward, and reward valences. Hell Riegel & Slocum (2011); McShane & Von Glinow (2011); Greenberg (2011); Hell Riegel & Slocum (2011); McShane & Von Glinow (2011); McShane & Von (2011) 

[bookmark: _Toc83476849][bookmark: _Toc103763252]1.1.3 Conceptual Perspective
According to Ezeh, compensation is a subcategory of human resource management that is concerned with the planning, scheduling, and control of direct and indirect payments to employees in exchange for their contributions to the organization (2014). He goes on to say that compensation can come from both direct and indirect sources. Basic wage, merit pay, and incentive pay are all examples of direct ways of remuneration, according to him. Pay for employee vacation, insurance coverage, pension plans, and national social security benefits are examples of indirect forms. 4 According to him, the corporation is concerned with compensation management in order to retain a skilled workplace, equitable pay, and compliance with government regulations.
The quantity, quality, and timing of production, as well as job attendance, efficiency, and effectiveness of the completed job, are all described by Mathis and Jackson (2012). In other words, employee performance refers to employees 5 successfully completing tasks to previously established acceptable criteria, as determined by the organization's direct line management, while efficiently and effectively utilizing available resources. Rehman (2012) defines employee performance as the degree to which people can put their knowledge, skills, and attitudes to good use in order to accomplish the intended results and meet the set objectives Indirect measures of employee performance include speed, courtesy, etiquette, precision, time management, regularity, and impact on co-workers.. The year 2011 (Bernstadt & Larsen). The majority of the time, when people discuss performance, they're talking about financial performance.

[bookmark: _Toc83476851][bookmark: _Toc103763253]1.1.4 Contextual Perspective
It's also worth mentioning that a solid and successful compensation and incentive plan is based around with a set of indicators. The remuneration plan should be in line with the company's vision, culture, business methods, and objectives. To ensure a clear understanding of the organization's future, a solid communication system is necessary. Employees must be informed of their roles in achieving the company's objectives and feel confident in carrying out their obligations. In order to maintain employee motivation at targeted levels, as previously stated, compensation plans must be thoroughly specified at all levels of the business and reviewed on a regular basis. Employee and management remuneration pledges must be maintained in order to maintain a mutually advantageous relationship between the two parties it is evident that, if given appropriate attention by firm management, the signs of a good remuneration system listed above will have a positive impact on employee attitudes and behaviours, As a result, their motivation to achieve corporate organizational goals are maintained.

1.2 [bookmark: _Toc483596215][bookmark: _Toc103763254]Scope of the Study
Hormuud Telecom in Mogadishu conducted the research. The Telecom Company is based in Mogadishu, Somalia's capital.
At Hormuud Telecom in Mogadishu, The study looked at the impact of direct compensation, as well as indirect compensation and incentives, on employee performance.

[bookmark: _Toc483596205][bookmark: _Toc103763255][bookmark: _Toc309707640][bookmark: _Toc298988101][bookmark: _Toc298671448][bookmark: _Toc444919443][bookmark: _Toc444919282][bookmark: _Toc444919208][bookmark: _Toc324251318][bookmark: _Toc319438668][bookmark: _Toc317590649][bookmark: _Toc248433199][bookmark: _Toc246701736]1.3 Objectives of the study
[bookmark: _Toc103763256]1.3.1 General Objective
The main goal of the research is to see how non-monetary incentives affect employee performance at Hormuud Telecom's Mogadishu branch in Somalia.
[bookmark: _Toc483596207][bookmark: _Toc103763257]1.3.2 Specific Objectives
i. To see how employee performance is affected by direct compensation at Hormuud Telecom in Mogadishu.
ii. To look into to the influence of indirect compensation on employee performance at Hormuud Telecom in Mogadishu.
iii. To investigate into the impact of incentives on employee performance at Mogadishu's Hormuud Telecom.

[bookmark: _Toc483596236][bookmark: _Toc83476877][bookmark: _Toc103763258]1.4 METHODOLOGY OF RESEARCH
[bookmark: _Toc248433266][bookmark: _Toc246701786][bookmark: _Toc16564344][bookmark: _Toc12407513][bookmark: _Toc324503199][bookmark: _Toc483596264][bookmark: _Toc83476904][bookmark: _Toc103763259][bookmark: _Toc324503200]1.4.1 Type of Data
[bookmark: _Toc324503201][bookmark: _Toc319438718][bookmark: _Toc317590699][bookmark: _Toc309707718][bookmark: _Toc298988148][bookmark: _Toc298671491][bookmark: _Toc268473711][bookmark: _Toc265220913][bookmark: _Toc261639205][bookmark: _Toc483596265][bookmark: _Toc83476905][bookmark: _Toc103763260]1.4.2 Primary Data
This was collected by having respondents fill out self-administered questionnaires.

1.4.2 Secondary data
Other methods of secondary data collection should include obtaining data from all selected company's administrative records (obtained from heads of various departments and speakers), dissertations, text books, the internet, and other materials (such as journals, newspapers, and so on) that were found to be useful to the study. This method of data collection will be useful throughout the study, particularly in the literature review and chapter five.
[bookmark: _Toc83476906][bookmark: _Toc103763261]1.5 Data Collection Instruments
[bookmark: _Toc83476907][bookmark: _Toc103763262]1.5.1 Questionnaire
The researcher gave the respondents a closed-ended questionnaire. This tool came with detailed instructions on how to fill out the questionnaires independently and with minimum supervision. Because the majority of respondents can read and write, A researcher's research assistant would translate questionnaires into the local language and fill them out based on the responses of respondents. 
[bookmark: _Toc324503202]
[bookmark: _Toc483596271][bookmark: _Toc83476913][bookmark: _Toc103763263][bookmark: _Toc483596272]1.6 Data processing
Following the collection of data, data processing was carried out to verify the information gathered and to ensure completeness, correctness, and uniformity. Data editing entailed verifying the information for flaws, which had the extra benefit of allowing the researcher to delete and eliminate any faults that were discovered, which might then be used to skew the study's conclusions. To avoid duplication, data was analysed in parallel, steering the entire study toward a balanced and critical analysis. For data presentation, analysis, and qualification, the researcher will utilize hypothesis based on the questionnaire, as well as tabulation pie-charts and percentages, as well as simple statistical procedures. 

[bookmark: _Toc324503197][bookmark: _Toc483596262][bookmark: _Toc83476902][bookmark: _Toc103763264]1.7 Sample Size
The study's sample size was 104 people from the target population, which was calculated using Slovene's formula. This is because the nature of the data to be gathered necessitates the use of multiple approaches in order to obtain a good knowledge of the study issue at hand. Apart from that, the method was well-known for improving validity and reliability while also reducing bias.
The minimum sample size was calculated using Slovene's formula (1978).
 =  =  104 respondents
n = sample size 
N = the population size
e = level of significance, fixed at 0.05 
[bookmark: _Toc483596263][bookmark: _Toc83476903]
[bookmark: _Toc103763265]1.8 Sample Procedure
Hormuud Telecom's human resource department was chosen since they handle all non-financial compensation issues and were therefore conversant with the study's topic.

Employees were picked at random to ensure that everyone had a fair chance of being heard. All of the respondents were assumed to be informed about the study's topic. Only those who accepted to participate in the study were contacted.

The researcher also used snowball sampling to select clients. Existing study participants attract potential study participants through their social networks using snowball sampling, a nonprobability sampling technique. The researcher used snowball sampling since it was easier to reach members of the sample categories that were expressly chosen.

[bookmark: _Toc483596239][bookmark: _Toc83476880][bookmark: _Toc103763266][bookmark: _Toc483596240]1.9 Study Area
Hormuud Telecom, Mogadishu Branch, conducted the research. This branch of the Telecom firm is located in the centre of Mogadishu. Marketing, procurement, human resources, and public relations are just a few of the departments that make up the Telecom Company.
[bookmark: _Toc483596275][bookmark: _Toc83476917][bookmark: _Toc103763267]1.10 Limitations of the study
Financial challenges may arise for the researcher, particularly in the Printing, transportation, internet expenses, and nourishment are just a few examples. This limitation can be overcome by obtaining financial support from friends and well-wishers.
[bookmark: _Toc324251324][bookmark: _Toc483596223][bookmark: _Toc83476866][bookmark: _Toc103763268]Some responders may be too preoccupied with their daily routines to devote time to the questionnaire. In such cases, the researcher gave those who responded plenty of time. This was made feasible since the questionnaires were delivered on time.


















CHAPTER TWO
[bookmark: _Toc324251325][bookmark: _Toc483596224][bookmark: _Toc83476867][bookmark: _Toc103763269]LITERATURE REVIEW

[bookmark: _Toc324251326][bookmark: _Toc483596225][bookmark: _Toc83476868][bookmark: _Toc103763270][bookmark: _Toc248433207]2.0 Introduction
The research will examine academic literature on the following key variables: theoretical review, review of relevant literature, empirical investigations, and research gaps.

[bookmark: _Toc83476869][bookmark: _Toc103763271]2.1 Theoretical Review
In 1964, Victor Vroom proposed the expectation theory, which Armstrong backed up (2012). The theory is based on how people perceive the results of their efforts. Employees will put in more effort if they feel their efforts will result in a specific end, according to the notion. People will work more if they feel they will be promoted or receive other benefits if they work hard enough.
As a result, managers are encouraged to utilize appropriate methods when rewarding employees, according to the notion, because these have a direct impact on employee motivation and performance. Firm managers believe that employee appraisal procedures should be closely related to employee performance. 

They must be careful and ensure that only deserving employees are given awards, as well as that those who receive them appreciate them. The theory is important to the study because it examines the factors that encourage employees to work hard and improve their performance, which is one of the study's main objectives. Employees put up their best efforts in order to work for the company with the hopes of earning a higher salary and benefits.

[bookmark: _Toc83476870][bookmark: _Toc103763272]2.2. Review of related literature
[bookmark: _Toc83476871][bookmark: _Toc103763273]2.2.1 Effect of direct compensation on employee performance at Hormuud Telecom, Mogadishu
When employees are directly rewarded for their contributions to the company, this is known as direct pay. Bonuses, commissions, wages, and salaries are all examples of direct payments, according to Dessler (2011). Direct compensation, according to Dessler (2011), is money paid to employees that improves their financial status. Direct compensation is divided into two types: base salary and contingent pay. Basic pay includes allowances like as overtime and cost-of-living adjustments, and is expressed as a regular rate, which can be weekly, hourly, monthly, or annually (Amstrong, 2011). Contingent pay, also known as merit pay, commissions, and incentives, refers to monetary incentives paid to employees based on their work performance (Amstrong, 2011).

Extrinsic incentive has been connected to monetary payments (external factors). Extrinsic motivation (monetary payment) encourages employees to fulfil their given responsibilities in order to get paid (Ryan & Deci) (2012). Monday (2011) proposed salary, allowances, official travel expenses, performance incentives, and a baseline salary growth scheme as measures for measuring direct remuneration. The relationship between direct remuneration and performance has been studied in a number of ways.

In Indonesia, Setyadi and Subekti (2016) researched into the effect of financial compensation on performance. Financial pay has little impact on employee performance, according to the study's conclusions. Niode's (2011) research found that it had a positive impact on staff performance. Pay and performance, according to Umar, have a positive relationship (2011).

Khan, Farooq, and Ullar (2010) found a direct and positive association between financial remuneration and employee performance in their study. This indicates that changing an employee's salary has a direct impact on his or her motivation at work. An employee's performance will improve if they are motivated.

Ali and Akram (2012) examined the impact of financial incentives on employee motivation and satisfaction in the pharmaceutical industry in Pakistan. Employees in Pakistan's pharmaceutical industry were well compensated and satisfied, according to the poll. Financial payments, according to the study, have a favorable impact on employee motivation and contentment. This means that if people are financially well compensated, they will be driven, resulting in increased productivity and performance. 

In the Nigerian civil service, Mbah, Mgbemena, and Ejike (2015) explored the link between effective salary management and employee performance. Both monetary and non-monetary payments were examined in the study. Employee performance and a variety of non-monetary methods of remuneration, such as employee recognition, a pleasant working environment, and staff development, were found to have a positive and significant relationship, according to the study's findings.

Financial incentives, according to Lotta (2012), are particularly encouraging. According to Ojokuku and Sajuyigbe, financial incentives have a significant and favorable impact on employee performance (2012). Despite the fact that numerous studies have found a strong correlation between monetary compensation and employee performance, the debate over whether money drives employees continues (Ejumudo, 2014)

[bookmark: _Toc83476872][bookmark: _Toc103763274]2.2.2 Effect of indirect compensation on employee performance at Hormuud Telecom, Mogadishu
According to Dessler (2011), indirect compensation refers to the monetary and non-monetary compensation that an employee receives from the company in return for their continuous service. According to Dessler, compensation is divided into fringe benefits such as staff housing, car grants, mileage allowance, supplemental pay advantages, insurance benefits, and retirement benefits such as pension and social security, and personal perks such as staff meals and day care facilities (2011). Social Security, Employees' Compensation, Paid Holidays, Paid Vacations, and Retirement Plans are all examples of indirect benefits, according to Byars and Rue (2011).

Danish and Usman (2010) found that providing regular indirect benefits to employees, such as allowance, fringe benefits, and other compensations, had a positive effect, enhances employee morale and, as a result, increases employee performance. In Nigeria, Odunlami and Asabi (2014) studied compensation management and employee performance in the manufacturing sector. The study discovered that strong welfare service and employee performance had a significant and positive association. The study recommended that businesses ensure that their employees have appropriate welfare packages, as this helps to motivate and increase employee performance. Employees receive indirect perks such as company vehicles, housing, free medical care, retreats, canteens, and spacious offices, among other things, which create higher employee performance and strong working relationships. (Addissamad, 2013) 

The question of whether non-monetary pay has an impact on employee performance has been debated for a long time. In comparison to financial remuneration, Non-monetary pay, according to Scott 2013, has a stronger impact on employee motivation and performance others, on the other hand, believe that monetary compensation has a higher influence than non-monetary pay. The question of whether money is an incentive is still being discussed (Ejumudo, 2014)
Emerole (2015) conducted a second study to see how non-monetary incentives affect staff productivity in Nigerian government parastatals. The study found that maximizing human resources through non-monetary incentives increases employee productivity and efficiency. The study suggests that firms should use non-monetary compensation as part of their human resource strategy to maximize human resource potential. It is clear from the preceding assessment of literature from many experts that indirect remuneration and employee performance have a strong link.

[bookmark: _Toc83476873][bookmark: _Toc103763275]2.2.3 Effect of incentives on employee performance at Hormuud Telecom, Mogadishu
"Things that inspire an employee to execute a specific action," according to Heathfield (2013). It can be utilized by a firm to encourage employees to work harder or be more productive when completing a task. He goes on to say that incentives can be monetary or non-monetary in nature. Among the monetary incentives offered are lump sum bonuses, overtime payments, and wage raises. Employee recognition, accolades, and compliments in business meetings, birthday parties, staff training, and a nice working environment are examples of non-monetary incentives. Employees will only stay loyal to a company if their wants and desires are met, according to various studies.
Financial incentives, according to Saleem (2011), encourage employee loyalty in the workplace. As a result, it is suggested that firms try to maintain healthy relationships with their employees by providing good monetary and non-monetary incentives. Employee equity ownership, profit sharing, bonuses, and promotions should all be included in a company's plan (Milkovich & Newman, 2011). Employees will feel valued as a result, and organizations will be able to fulfill their objectives while keeping close relationships with their workforce.

As discussed below, a number of studies have been conducted to evaluate the relationship between incentives and employee performance. In their study on the impact of incentive systems on employee performance, Karim and Reddy (2013) discovered that incentives, in addition to compensation and other benefits, were critical in improving employee performance. Hameed et al (2013) conducted another study on the impact of incentive motivators on employee performance, which found that incentive motivators had a favorable and significant impact on employee performance. 

According to Gichuru (2015), motivating incentives improved employee performance in a variety of ways, including increased involvement, improved employee relations, improved staff morale, and higher productivity. Mamdani and Minhaj (2016) evaluated the impact of motivating incentives on staff performance in 15 Karachi banks. The study's main goal was to find out how widespread motivating incentives are and how they affect employee performance.

Employee performance is affected by motivational incentives, according to the findings of the study. Ahiabor (2013) discovered a positive relationship between incentives and productivity, including monetary incentives, in another study on the impact of incentives on company productivity in Ghana. Employees valued non-monetary incentives such as health and equipment utilization more than monetary compensation, according the study. According to the research, businesses should form a team to assess incentive concerns, which will boost productivity.

In his study, Saleem (2011) investigated into the impact of monetary incentives on employee commitment. A total of 100 employees from private, public, Islamic, and microfinance institutions contributed to the study. Financial pay and employee dedication have a good and significant relationship, according to the study's findings.

[bookmark: _Toc83476874][bookmark: _Toc103763276]2.3 Empirical Studies
Baker (2011) claims that an employee's output or performance is a combination of effort, talent, and an error margin that accounts for all uncontrollable factors, at least from the employee's perspective. Because of the employee's confidential information about the employer, he said that the employer must rely on performance measures to assess the employee's effort. According to Baker, performance measures are based on two criteria: (a) alignment with the organization's mission and (b) employee controllability (2011). The performance measure is used to assess an employee's performance, as well as to decide how much variable monetary compensation the employee will receive and make career decisions. 

Fixed compensation, as opposed to variable compensation, he says, does not encourage employees and is solely utilized to retain and hire them. In practice, entirely fixed compensation that is unrelated to performance is uncommon; the threat of being fired, for example, motivates people to succeed. When it comes to fixed salary, Baker distinguished between primary and secondary compensation. Employees receive primary compensation in the form of monetary income, according to him, with secondary compensation consisting of non-monetary benefits such as a company car, cell phone, and pension benefits. 

The way a compensation system is presented, as well as the system's complexity, influence how transparent it is seen. Employees who do not wish to risk breaching the pay system's standards are educated by a transparent system, which also keeps them informed about the organization's aims. If the regulations are properly presented to these employees, they will be able to understand how the system works and will help to establish an environment conducive to the compensation system's deployment The effectiveness of incentive compensation is reduced when there is (reported) uncertainty (Gibbons, 1998). 

In other words, how employees view a transparent remuneration structure will influence their incentive to perform in a positive and inspiring way. Employees are expected to put in more effort and thus improve performance if the risk of not being properly compensated for their efforts is eliminated.

Despite the lack of a well-developed economic theory of trust, Prendergast (1999) believes that the principal's reliability and trustworthiness will have a substantial impact on the employee's behaviors. Other theories, such as the Reciprocity theory, have looked at the concept of fairness from a different angle. It specifies that an employee's remuneration should be reasonable in relation to the employer. Any surpluses generated in the agency contract, according to this method, must be dispersed fairly to boost incentives. Employees' incentive to perform will be harmed if they feel this concept of justice has not been properly addressed, and their performance will suffer as a result. Furthermore, equity theory emphasizes the importance of employees being compensated fairly in relation to their peers, and the employee is expected to compare his or her performance-to-reward ratio to that of other employees, according to (Locke and Henne). Any variation from this ratio causes inequality. Managers who view effort-reward fairness perform better and are happier, according to Janssen, than managers who see under-reward injustice (2012).  Various supervisors tended to assess their subordinates with relatively high grades in several economic studies conducted by (Prendergast, 1999), which opposes the concept of fairness for a pay management system to ensure increased performance. Supervisors really can not risk informing their subordinates that their work was subpar as it would cause quick unhappiness on both sides. On the other hand, undifferentiated, inaccurate, or dishonest evaluations reduce the effectiveness of incentives in firms (Prendergast, 1999). As a result, it's thought that perceived fairness is a performance motivator.

Controllability, as according Baker (2011), refers to an employee's ability to influence or control the outcome. In order to have control over one's incentive compensation, the influence on the performance measure should fluctuate as little as possible. The regulating and informing portions of a compensation system, according to cognitive evaluation theory, should have an effect not only on performance but also on motivation (Frey 2011). Employees view controllability and the controlling component of the compensation system as two sides of the same coin. This dimension is driven by a need for autonomy (Ryan 1985).  When an employee is involved in developing the quality measures that would be used in an incentive program, the performance measurement will be regarded as less controlling. The informing and controlling components, according to the cognitive evaluation theory, are proxies for the employees' ability to self-determine. The expected link between control (self-determination) and motivation to impact performance is similar for the cognitive assessment theory and the agency theory, despite the different in the underlying theoretical assumptions.

To evaluate actual performance, compensation is linked to effort, ability, and external circumstances. When viewed from the other perspective, effectively administering a pay system has the potential to push people to put forth more effort and capacity to perform properly. The amount of effort put forth by a person in executing their job can be used to measure how motivated they are to work. 

As a result of the preceding talks, There are two types of compensation: direct and indirect compensation. In order to determine the best amount of effort that can be achieved in terms of employee performance, which, according to Aguinis (2011), encompasses not only the product of workers' labor but also what they do, or behaviors, both types of pay must be addressed in the study. To put it another way, performance management systems include assessments of outcomes or consequences that we presume are direct consequences of employee behaviors. He also distinguished between two sorts of performance habits. For starters, they are evaluative in nature, which means they can be categorized as negative, positive, or neutral in terms of individual and organizational performance.
The conduct can be viewed as either beneficial or detrimental to achieving personal and organizational objectives. Second, performance should be considered a multifaceted term. As a result, there may be a variety of distinct behavioral features that can assist the company in achieving its goals.

Employers expect employees to do specific tasks that enable them to evaluate their performance. As a result, understanding what performance is and how it may be measured is crucial. Several studies have been published on the topic, and we'll go over some of their conclusions and classifications below. Although performance measurement receives a lot of attention, it is rarely defined. “According with author, "measurement is the process of measuring an action that leads to performance" (Neely et al. 2014, p.80). The effectiveness and efficiency of a system are the focus of performance measurement. Effectiveness is a measure of how well a company's goals are met, whereas efficiency is a measure of the efficiency those goals are met. As a result, performance measurement can be defined as the process of determining a particular action's efficiency and effectiveness (Neely 1994).

According to Flapperetal (2011), employees who are responsible for certain processes within the system require performance measurement to see how well they are performing their jobs. As a result, performance indicators are crucial for everyone in a firm since they define what has to be measured and what the actual performance control limits should be. Understanding and appreciating what performance is can assist us in determining how effective it should be measured in terms of its influence on a company. Performance is multi-dimensional, according to Bates and Holton, and measuring it is dependent on a variety of factors (2014). Different people, however, have different ideas about what performing entails. It's all too easy to dismiss it as a simple list of successes. It is a personal record of a person's achievements (Armstrong 2003).

The Expectancy Theory, according to Casio (1989), focuses on "perceived relationships" - what does a person expect? He believes that performance is important is a mix of talent and effort, or an employee's skill, training data, and skills. The performance's outcome is a specified output (rewards). These (positive or negative) outcomes can be influenced by the environment (for example, coworkers, supervisors or the organization's incentive system) or the completion of a performance task (example: personal worth or esteem and feelings of achievement and accomplishment,). People sometimes do a terrific job but aren't compensated as specified in the company's Terms of Service. Actual experiences add to a person's beliefs (expectations), and expectations influence future motivations when the performance-reward system loop is restarted. According to the Expectancy Theory, satisfaction is better defined as an outcome of performance rather than a cause of performance. According to Casio, human beings are motivated by a sense of accomplishment after completing a task, and this feeling can help to reinforce their views about the repercussions of their actions. In other words, the higher people's job satisfaction is based on the incentives they expect and receive from their supervisors or organizations, the better they perform because they believe their efforts and contributions will be adequately compensated.

Employee and employee performance have been shown to be influenced by compensation. Shin-Rong and Chin-Wei (Shin-Rong and Chin-Wei, 2012). Mayson and Barret (2011) discovered, for example, that a company's capacity to recruit, inspire, and retain employees through competitive compensation and suitable rewards is linked to its success and growth. In other words, the higher people's job satisfaction is based on the incentives they expect and receive from their supervisors or organizations, the better they perform because they believe their efforts and contributions will be properly compensated.
Employee and employee performance have been shown to be influenced by compensation. Shin-Rong and Chin-Wei (Shin-Rong and Chin-Wei, 2012). Mayson and Barret (2011) discovered, for example, that a company's capacity to recruit, inspire, and retain personnel through competitive compensation and suitable rewards is linked to its success and growth. Stock bonuses are also more typical in larger companies with great growth prospects.

The most basic human resource approach used by organizations to evaluate and reward employees' accomplishments is performance-based remuneration (Collins and Clark, 2003). Performance-based remuneration clearly benefits employees and their performance. Barringer et al., 2005, discovered that employee incentives distinguished rapid-growth from slow-growth organizations in a quantitative content study of narrative accounts of 50 rapid-growth corporations and a reference group of 50 slow-growth enterprises. Employees in fast-growing companies were given cash incentives and stock options as part of their salary packages.   Companies were able to elicit high levels of performance from their employees, offer them a sense of ownership in the company, recruit and retain high-quality personnel, and transfer a portion of the business risk to the employees by doing so.

Performance-based compensation was identified by Delery and Doty (2011) as the single most powerful predictor of corporate performance. Success-based compensation and merit-based promotions are two types of corporate incentive schemes that encourage individual achievement and retention (Cho et al. 2005). Collins and Clark (2003) found that senior managers' social networks mediated the links between HR practices and company success in a study of 73 high-tech enterprises (sales and stock price increase). Cho et al. (2005) claim that incentive systems can help reduce turnover rates. In a longitudinal study analyzing the impact of incentive schemes in the hotel business, Telecom firm et al. (2012) discovered that incentive programs were associated with increased revenues, increased profitability, and decreased expenses. Paul and Anantharaman (2003) showed that remuneration and incentives have a direct impact on operational performance in a comparable study. Compensation techniques and policies must be linked to corporate goals in order to be effective. While performance-based remuneration might inspire employees, it can also be viewed as a management tool that constrains their actions (Lawler and Rhode, 1976). Employees are less engaged and committed in this setting, and remuneration plans have the opposite effect (Rodrguez and Ventura, 2003). Employee turnover, especially in knowledge-intensive companies, can stifle revenue development (Baron and Hannan, 2011).

[bookmark: _Toc83476875][bookmark: _Toc103763277]2.4 Research gap
A The link between pay management approaches and employee performance has been investigated using a variety of methods. Sangwan (2015) examined the impact of pay management techniques in private banks on employee performance. The research was done in India. Compensation and perks have a positive association with employee performance, according the study's findings. This research is unique since it was performed in the private banking sector, which functions in a different environment than county governments. Kenya's county governments will be the focus of the current investigation.

Premalatha (2013) analysed the effect of the 21-pay plan on employee performance in the service sector in another study. The study took place in Bangalore. According to the study's findings, compensation management has a direct impact on employee performance. In order to retain talent in the long run, the study discovered that monetary remuneration must be supported by non-monetary incentives. The last study looked at the banking industry, whereas this one looks at county governments. In Africa, a lot of research has been done.

Adeniyi (2013) examined compensation management and employee performance in the Nigerian public sector. The main purpose of the research was to look into the various compensation packages available in the public sector and see which ones motivate employees to perform at their best. According to the study, the compensation management system has an impact on employee performance. The current study differs from the previous one in that it attempts to examine the impact of current county government packages on employee performance, whereas the previous study in Nigeria focused on determining which packages are available.
Mbah, Mgbemena, and Ejike (2015) investigated the link between effective compensation management and employee performance in the Nigerian civil service.  Employee performance and basic pay, as well as employee appreciation, a positive work environment, and staff development, were all investigated. The study's findings revealed that direct remuneration, different non forms of employee appreciation, and a pleasant work environment all had a positive and significant impact on public sector employee performance. The study looked at compensation, employee recognition, and a good work environment as well as other aspects of remuneration. The current study will look at the entire compensation package supplied by the county government, including direct, indirect, and incentive compensation, as well as how these aspects influence employee performance.










[bookmark: _Toc103763278]CHAPTER THREE
3.0 BACKGROUND OF THE COMPANY
Horrmuud Telecom is a telecommunications firm situated in Horrmuud. Since its founding in 2002, Horrmuud Telecom has experienced rapid expansion, To provide Somalia with the most cutting-edge and socially fulfilling telecommunications services possible, we are growing ahead of the global industry curve.
The company's scale, which includes as many as 7,000 investors, 8,000 commercial partners, and 7,000 employees, is the first thing that comes to mind when chatting with Abdala Mohamud, Hormuud's Head of International Relations and Compliance. But, as he points out, the Company's ability to command and harness such force is what has gotten it to this point. "We work in South and Central Somalia, and we've been able to achieve extensive penetration across the country thanks to a combination of organic and acquisitional expansion, as well as key relationships with companies like Golis in the south and Telesom in the north," he says. "As a result, customers in Somalia now have access to all three of our products, giving them unprecedented opportunities and a comprehensive spectrum of turnkey contemporary telecommunications solutions." Internally, Our size and network of partners allow us to expand not only our technological know-how but also our market share, allowing us to become the region's largest and most innovative player in the sector." These cutting-edge services include everything you'd expect from a BT in the United Kingdom or a Safaricom closer to home, with a purposeful focus on value-add propositions that go beyond typical voice and data services to pull consumers into domains like banking, mobile money, and e-commerce. "When you look at the respective repercussions of our service introductions across time, you can see our historical influence on the country," Mohamud continues "During a challenging period in the country's telecoms market, this began with landlines before expanding into mobile in the early 2000s. " At the same time, we expanded our mobile network and subscriber base, and we introduced a shareholder structure that allowed people from all over the world for seeing our potential and become shareholders and partners in our business. " Hormuud now has a portfolio that includes everything a large global provider would offer, bringing the company closer to its original goal of "filling every criterion relevant to Somali people's communication."

[bookmark: _Toc103763279]3.1 Unique and advanced
Hormuud has had the most success in bringing Somalia up to speed with the world's most advanced communications solutions by presenting the most current and readily available options rather than a slew of old, out-of-date ones.
This not only boosts efficiency and lowers expenses, but it also gives you a competitive edge. Finally, the extended remit opens the door for a slew of IT-driven value-added goods, as EVC+, the company's mobile money service, which now has a 90% market share, indicates.
Every major announcement is backed by an internal infrastructure that is quickly and steadily increasing critical IT skills to required levels. The majority of the employees have progressed with the organization throughout time. Our workforce grows as our capacity grows, and as the workforce grows, so does the quantity of training we provide. In addition, the majority of our vendors and international suppliers provide after-sales services and training, ensuring that our customers receive the greatest possible help and education from our team and partners."
A big number of employees are transferred to Nairobi to expose them to fresh technical breakthroughs and experiences, which is supported internally by Hormuud's always developing HR initiatives.
"We've constantly received the 'greatest firm to work for' title in Somalia for the past ten years," Mohamud says. "In terms of employment and enrichment, despite our growing size, we've gotten even more personable." Then there's our advanced remuneration strategy, which is based on three pillars: first, each employee's basic wage; second, a yearly bonus; and, most importantly, a monthly incentive connected to the Company's overall monthly income."

Employee loyalty is an unavoidable by-product of such an approach, and the company's supply chain exhibits the same long-term relationship-building. Hormuud's product offering encourages business partners to do so, with many of them using telecommunications services themselves.
[bookmark: _Toc103763280]3.2 Responsible and progressive
The Company's human approach to business can be shown in areas that aren't immediately tied to financial performance. Hormuud has marketed itself as a socially responsible company since its founding, but the company does more than talk about its responsibilities; it lives out that idea via its actions.
Hormuud Telecom Foundation's website is www.htf.so, a subsidiary dedicated completely to social upliftment in the areas of healthcare and education (perfectly epitomised through its role in the only school for the blind in Somalia and the HTF Fire Brigade team).  Closer to home, the Hormuud Telecom University, which serves as a training ground for aspiring professionals as well as a location where Hormuud may send its own personnel for additional training, can be seen as having a long-term impact on the country's economic prospects as well as Hormuud's own advertising credentials.
"It brings to mind one significant differential when you consider all of this, especially our involvement in improving core social facilitators like education, health, and banking across Somalia," Mohamud says. "This is the depth and breadth of our penetration into the life of Somalis." 
"In addition to our 7,000 shareholders and growing, we have 7,000 employees and 7,000-8,000 business partners at your disposal, totalling about 20,000 people working to improve people's lives across our network." This is what distinguishes us: it's not only the magnitude, but how it's being directed in the most responsible and progressive manner."
Hormuud's primary phrase going forward will be progress, both domestically and globally. In terms of the former, the company is on hand to assist in the formalization of the country's new wave of technological evolution, which is being driven by the government; in the meantime, the company will seek to replicate its Somalian success throughout East Africa. 
Hormuud began as a telecommunications firm in 2002 and has since evolved to become the top, purpose-driven company in the Horn of Africa.
Hormuud's operations are successful and diverse, encompassing telecommunications, mobile money, the internet, and other essential industries that provide efficient, reliable, and low-cost services. Hormuud Telecom has employed over 30,000 people and serves millions of people. Hormuud also serves as a vital economic and transformational lifeline for Somalis.
Hormuud is working on three fascinating projects in 2019:-
1) Hormuud is pleased to announce the release of their new mission statement.
2) In 2019, expanded fiber optic services will be rolled out across southern and central Somalia, with plans for future regional expansion.
3)   Hormuud is also taking all possible steps to apply the GSMA mobile money compliance framework in order to increase consumer, investor, commercial partner, and legal and regulatory trust.
Hormuud's story is extraordinary. All the more remarkable since the company was founded and thrived in Somalia under years of immense instability, war, and lawlessness, and has since grown to become the country's largest employer and most successful corporation.
Hormuud began in Mogadishu, Somalia, in 2002 with a small group of shareholders and 16 communications stations. Salaam Bank, Taaj, Hormuud University, and Burjuur Construction are among the company's strategic partners in the telecommunications, mobile money, and fiber optic cable industries.
Hormuud and its strategic relationships handle millions of monthly consumer transactions, employ over 20,000 people, and deliver considerable returns to its 12,000 stockholders.
The Hormuud Telecom Foundation was created to provide philanthropic support to the Somali people. 
Education, health, job and income creation, firefighting, emergency, developmental, and skills training have all received funding from the foundation.
[bookmark: _Toc103763281]3.3 Hormuud Telecom Vision & Mission 
Our mission is to lead the telecommunications sector with dependable and efficient services that meet all of the Somali people's communication needs.
To provide exceptional products and services that add value to all of our customers, stakeholders, and the communities in which we operate. The company, its employees, and the Hormuud Telecom Foundation will work together to carry out our mission.
[bookmark: _Toc103763282]


















CHAPTER FOUR

[bookmark: _Toc103763283]4.0 HR FUNCTION OF THE ORGANIZATION
Organizational performance is becoming increasingly important, especially in an increasingly competitive and dynamic market. The performance of an organization is measured using a variety of indicators. It ensures the firm's ability to compete in the global market. For most cases, human resources are used to apply performance measures. A company's long-term success is dependent on its human resources. These human resources must be effectively managed in order for the organization to achieve its objectives. Human resources must be managed strategically, with a plan that is in line with the company's goals. Hormuud Telecom researchers in Mogadishu, Somalia, investigated the effects of recruiting and selection on organizational performance, as well as the role of remuneration and incentive on organizational performance and the impact of performance assessment management on organizational success. This course covers human resource management, organizational performance, recruiting and selection, compensation and reward, and performance appraisal management. HRM has been pushed to embrace a variety of performance-enhancing or progressive HRM activities in recent years to grow market share and improve competitiveness in the global market since it plays such a critical role in organizations' success by having what a significant impact on organizational performance. As a result, strategic HRM is intended to assist businesses in improving their overall performance. The Human Resources department is in responsibility of organization planning and Management, as well as Board resource management. In this capacity, it develops and Maintains policies in the areas of basic administrative support, human resources, and Finance. Other tasks of an HR department include enhancing employee productivity and Safeguarding a firm against workplace issues. Compensation and bonuses, recruitment, Firing, and staying current on any rules that may affect the organization and its personnel are all tasks of HR. The goal of the Human Resources department in the Finance Administrative & Support Services segment is to make sure that there is enough skilled personnel to carry out the Company responsibilities and duties to an acceptable standard; design and maintain human Resource policies, practices, and procedures that will plan for, receive compensation, Select, and develop personnel resources; and collaborate with and advise delegated Authorities.
The Hormuud Telecom of Somalia performed 
· Implementing proper Human social personnel policies that support industry standards from other modern Companies in order to promote employees' performance, retention, and development. 
· Establishes and executes a high-quality Company internal recruiting program. 
·  Uses Cutting-edge training methods to develop and deliver high-quality basic skills and Professional training to Hormuud Telecom employees.
·  Looks for ways to increase administrative Productivity by better utilizing technology and information.

[bookmark: _Toc103763284]4.1 HR Function of the Organization


[bookmark: _Toc103763285]4.1.1 HR Policy and Planning Function
The Planning and Policy department is responsible for administering and coordinating the 
Company achievement management strategy in place, as well as ensuring a great employee 
Designated social and offering learning vehicles for employee communication. In Addition, the Division plans and counsels on management issues as they emerge, as well As guaranteeing that the Company HR activities are conducted competently, successfully, 
And ethically. Policies help organizations achieve their objectives faster. Effective HRM practices are built on the foundation of HR rules. Moreover, laws serve as a yardstick by which
The success of a program can be measured. Employee management policies are broad Norms agreed upon by all members of a corporation in order to control the performance of individuals and their directors or administrators.
HR's main job is to figure out what the company's future demands are. What types of?
Staff does the company require, and how many of each? Recruiting, selection, Performance evaluation, development and educational and this knowledge will influence All other compensation management...
Workforce planning is comparable to human resource planning. Both are concerned with the current state of the company and also what it would need to do to surely enhance.
The continuing practice of preparing alternatives in the event that key employees leave the organization is known as planning. Having a successor on hand in the event that a key previous executive leaves, for example, maintains consistency and can save a lot of money.
[bookmark: _Toc103763286]4.1.2 Recruitment and selection Function 
The Hormuud Telecom has issued a statement emphasizing the importance of attracting and retaining outstanding talent. The HRM director is vital because the control the Recruitment and hiring process, which is crucial to the institution's future success. To Start, HR may speak with an executive officer or supervisory to discover more about the 
Requirements for an open position and the attributes of a potential candidate. A recruitment strategy can then be developed by the human resources department. Posting job positions both internally and externally, evaluating prospective applicants' Résumé and other aim is to apply, and performing preliminary interviews are all examples of this. HR may also be responsible for recognizing and background checks. HR’s role includes recruiting candidates and picking the best ones that work for the Organization. Because employees are the heart of the organization, it’s critical to discover the appropriate match. When a new job position is created or an existing job becomes available, there is generally a demand for gainful employment. The director then submits the job requirements to HR, who then begin looking for Candidates. In this procedure, HTS's HR department might use a range of selection tools to find the best candidate for the job. Among these are interviews, numerous 
Examinations, reference checks, and other hiring process.HR may employ reselection strategies when there are a significant number of candidates. These approaches can help you separate the gold from the chaff when it came to discovering qualified candidates. Successful candidates move on to the next round, where they will be questioned and evaluated more thoroughly.
[bookmark: _Toc103763287]4.1.3 HR Training and Development Function
The section in charge of training and development is in responsibility of enhancing Employee productivity. It creates, coordinates, and implements effective development Programs for all employees; analyses Company-wide training needs to drive training activities; and locates and organizes relevant training solutions for employees.
This section is constantly on the lookout for, developing, and implementing innovative educational, results, and performance-recognition strategies. The hiring of qualified personnel is one aspect of an HR agency's work. In order to maintain talent and remain competitive, the Top management may also be in charge of establishing staff development initiatives. This section could include additional on-the job retraining, skills training, or training programs that help personnel develop and grow in their existing positions or prepares them for advancement within the company.
Human resources departments recognize the value of investment in learning and development for both employers and employees. Greater employee productivity and decreased turnover rates may benefit employers. Employees are motivated when they see their company invest in their growth.
People are a combination of your life circumstances, the country and generation in which they grew up, and a variety of cultural influences. Employees will be able to respond to new in operations, technological, and societal or policy action thanks to Learning and development in HRM. Learning and development are the responsibility of human resources, and appropriate policies can help the organization accomplish its long-term objectives.
 Learning and development funding have been set aside by many organizations.
Following that, the budget is distributed among employees, with learners, potential leaders, and other elevated acquiring more development than others. Individuals with vastly different backgrounds and experiences may join a company.
Learning and development can help employee’s bridge skill gaps and evolve into leaders. 
The 9-Box grid is a very well system for integrating T&D operations with performance evaluation. Depending on people’s choices performance and potential ratings, HR and management may offer various growth plans.
Employers must provide workers with the skills needed to succeed, which frequently includes lengthy introduction training to help new employees acclimatize to a new organizational culture.
Many HR departments also provide training to new employees. Newly hired or promoted employees may be required to complete leadership training on issues such as performance. Evaluation as well as how to handle workplace relationships at the department level.
Employees pursuing promotions or personal goals such as earning a college diploma should take full advantage of professional development opportunities.
[bookmark: _Toc103763288]4.1.4 HR Payroll and Benefits Function
The HR Operation division is in charge of Payroll and Benefits, as well as supervising and coordinating the Company HR activities in the fields of rewards, Personnel policies, and 
Personnel data. Maintains a fully automated human resource information system (HRIS) 
(HR Information System). In addition, it develops and implements performance appraisal, employee engagement, and internal communications plan.
Pay and benefits are another important HR component at the Company. Fair salaries help to keep employees motivated and loyal. Encouraging justice and fairness in remuneration is one of the principles of management of human resources.
The HR department's ability to make the appropriate salary offer is critical to attracting top talent. The organization's budget and performance margins must be balanced. 
Compensation rises should be closely monitored by HR, and merit-based pay standards should be established. HR may conduct a compensation audit under exceptional circumstances.
In the Hormuud HR department, there are two types of compensation: main and secondary compensation. Primary compensation is money that is immediately paid for the work, such as a quarterly wage or performance-based pay.
All non-monetary rewards are considered supplemental benefits. Additional vacation days, flexible work hours, daycare, retirement, a car allowance and laptop, as well as other benefits, may be available. The idea is to reward people for their efforts.
Performance ratings are commonly used in succession planning. As a result of either outcome, a talent pipeline has been established. This is a group of qualified people who can fill (senior) positions if one becomes available. For effective people management, this pipeline must be established and fostered. A single HRM department with dual specialization is frequently in charge of employee relations, salary, and benefits. HR's responsibilities in terms of compensation include developing compensation strategies and evaluating competitive pay practices.
A pay and benefits consultant may also coordinate with the pension savings servicer and work with providers to lower group health insurance rates. Despite the fact that payment might be included with the HR's compensation section, many companies outsource administrative duties like payroll.
[bookmark: _Toc103763289]4.1.5 HR Rewards function
It is impossible to overestimate the importance of rewarding workers for their achievements at Hormuud Telecom. Compensation and benefits are important in attracting the finest applicants for the position and the company. 
One of the most important elements to consider is salary, but other important aspects include advancement and career opportunities, but also status, reputation, a favorable business culture, and a decent work-life balance. Employees, for example, are paid for having wonderful teammates and completing important work. Financial remuneration and supplemental (secondary) benefits make up the financial compensation for the job.
The Employee’s Perception encapsulates all of these criteria (EVP). It is the image that a company displays to its employees. As a consequence, the benefits go far beyond monetary compensation. The following is a list of total awards that is not exhaustive: Compensation that is based on performance is referred to as base wage, achievement pay, or incentive pay.
Bonuses, the social context, Job security, status, and a change of pace are all factors to consider. Autonomy, Opportunities for advancement, Input and feedback Opportunities for formal and informal learning
[bookmark: _Toc83476918][bookmark: _Toc103763290]
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[bookmark: _Toc474134227][bookmark: _Toc313012177][bookmark: _Toc63041389][bookmark: _Toc65126891][bookmark: _Toc83476920][bookmark: _Toc103763292]5.0 Introduction
The data collected, as well as the analysis, interpretation, and discussion of findings in light of the study's objectives and related books, are covered in this chapter. The information acquired by the questionnaire is used to conduct the data analysis. The three data collection tools are used in the analysis.

The presentation is broken down into three sections. The first segment contains demographic information of the respondents, while the second section covers the presentation, interpretation, and analysis of the research objectives. To collect data from all respondents, a single set of questions was employed.  The questionnaires were filled out by the respondents. The respondents were also asked to answer to the questionnaire.


[bookmark: _Toc63041390][bookmark: _Toc65126892][bookmark: _Toc83476921][bookmark: _Toc103763293]5.1 Response Rate
[bookmark: _Toc19782772]Because the study's primary goal was to investigate the impact of non-monetary compensation on employee performance at Hormuud Telecom's Mogadishu branch in Somalia, a survey was conducted to gather information from a sample of 100 respondents drawn from the company based on SOPs due to COVID 19's impact. The following is the response rate: Questionnaires were sent to a variety of people, and the following is the response rate:




[bookmark: _Toc63040781][bookmark: _Toc65126893][bookmark: _Toc83476922][bookmark: _Toc103602766]Table 5.1.1: Response rate
	Questionnaires distributed 
	Questionnaires returned 
	Response rate 

	100
	80
	* 100% =80%


Source: Primary Data (2021) 
Table 5.1 shows that only 80 out of 100 questionnaires were returned, suggesting a relatively high response rate of 80%. According to Mugenda & Mugenda (2003), a response rate of 50% is adequate for data analysis and presentation, a response rate of 60% is reliable, and a response rate of 70% or more is good.).

[bookmark: _Toc312993863][bookmark: _Toc63041391][bookmark: _Toc65126894][bookmark: _Toc83476923][bookmark: _Toc103763294]5.2 Demographic characteristics of respondents	
The study's goal was to learn more about the respondents in general. This information was utilized to base the study findings on the respondents' experience and familiarity with the material that the survey sought.

[bookmark: _Toc313012179][bookmark: _Toc312993864][bookmark: _Toc63041392][bookmark: _Toc65126895][bookmark: _Toc83476924][bookmark: _Toc103602768]Gender
The gender of the respondents was investigated in order to determine the proportion of male and female respondents, as shown in table 5.2.
[bookmark: _Toc474134297][bookmark: _Toc313012210][bookmark: _Toc312993775][bookmark: _Toc63040782][bookmark: _Toc65126896][bookmark: _Toc83476925][bookmark: _Toc103602769]Table.5.2: Showing sex of respondents
	Category
	Frequency
	Percentage

	Male
	42
	53%

	Female
	38
	47%

	Total
	80
	100%


Source: Primary Data, 2022
[bookmark: _Toc12210516][bookmark: _Toc13057081][bookmark: _Toc17235305][bookmark: _Toc18494181][bookmark: _Toc312993865][bookmark: _Toc63041393]Male respondents accounted for 53% of the total, while female respondents accounted for 47%, according to Table 5.2. This indicates that male and female respondents were about equal in number. This is owing to the fact that, just like men, women are increasingly engaged in the official sector. As a result, all genders were able to provide information.

[bookmark: _Toc65126897][bookmark: _Toc83476926][bookmark: _Toc103602770]Age category of respondents
[bookmark: _Toc12210548][bookmark: _Toc13057553]During the survey, respondents were asked to indicate their age range, and they are shown. in table 5.3 below.
[bookmark: _Toc16465398][bookmark: _Toc18494216][bookmark: _Toc18624401][bookmark: _Toc312993776][bookmark: _Toc63040783][bookmark: _Toc65126898][bookmark: _Toc83476927][bookmark: _Toc103602771]
Table5.3: Age of respondents
	Category 
	Frequency
	Percentage

	[bookmark: _Hlk16461451]Below 30 years
	30
	37.5

	30-36 years
	25
	31.3

	37-46 years
	15
	18.8

	above 46 years
	10
	12.4

	Total
	80
	100%


Source: Primary Data (2022)
According to Table 5.3, 37.5 percent of respondents were under the age of 30, 31.3 percent were between the ages of 30 and 36, 18.8 percent were between the ages of 37 and 46, and the minority (12.4 percent) were 46 or over. The bulk of responses were between the ages of 30 and 46, as seen in Table 5.3.  The findings showed that Hormuud Telecom has got more young employees in its operation. This is may be because the young stars prove to be very innovative and enthusiastic, their older counterparts however are very essential during decision making and managing due to their experience.

[bookmark: _Toc12210517][bookmark: _Toc13057082][bookmark: _Toc17235306][bookmark: _Toc18494182][bookmark: _Toc312993867][bookmark: _Toc63041394][bookmark: _Toc65126899][bookmark: _Toc83476928][bookmark: _Toc103602772]The Education level of respondents
During the questionnaires, respondents were also asked to declare their level of education, as shown in table 4.5 below;

[bookmark: _Toc12210549][bookmark: _Toc13057554][bookmark: _Toc16465399][bookmark: _Toc18494217][bookmark: _Toc18624402][bookmark: _Toc312993778][bookmark: _Toc63040784][bookmark: _Toc65126900][bookmark: _Toc83476929][bookmark: _Toc103602773][bookmark: _Toc103763295]Table 5.4: Education level of respondents
	Category
	Frequency
	Percentage

	[bookmark: _Hlk16461568]Bachelors 
	30
	37.5%

	Masters 
	46
	57.5%

	Others
	4
	5%

	Total
	80
	100


Source: Primary Data, 2022 
Table 5.4 shows the statistics on the respondents' educational levels who took part in the survey. The majority of respondents, according to the results, 46(57.5%) had acquired a Masters Level of education, followed by 30(37.5%) who were at Bachelors level, and lastly, 4(5%) were others. The results imply that the company was dominated by people who masters holders. The results further confirm that the company was composed of people with vast knowledge and this contributed significantly to the study findings.


[bookmark: _Toc65126901][bookmark: _Toc83476930][bookmark: _Toc103602774]The working experience of respondents
The respondents were also requested to mention their work experience during the questionnaires, as shown in table 4.5 below;
[bookmark: _Toc65126902][bookmark: _Toc83476931][bookmark: _Toc103602775]Table 5.5: Education level of respondents
	
Category
	Frequency
	Percentage

	Less than 1 year
	22
	27.1%

	1-3 yrs
	35
	44.1%

	Above 3yrs
	23
	28.8%

	Total
	80
	100


Source: Primary Data, 2022 
According to the table above, the bulk of respondents (35%) have worked for 1-3 years, followed by 23(28.8%) who have worked for more than 3 years, and the least (22%) have worked for less than 1 year. This is due to the fact that most personnel are hired on a permanent basis or on a contract basis that is extended after a set length of time, typically two years. They are also more confident in their work.
[bookmark: _Toc83476932][bookmark: _Toc103763296]5.3 The effect of direct compensation on employee performance at Hormuud Telecom, Mogadishu
In order to answer the first study question, the researcher used a five-point scale to ask survey questions about the impact of direct compensation on employee performance. The responses are listed below in relation to this question:




[bookmark: _Toc65126904][bookmark: _Toc83476933][bookmark: _Toc103602777]Table5.6: The effect of direct compensation on employee performance at Hormuud Telecom, Mogadishu
	[bookmark: _Toc21060828][bookmark: _Toc21320153][bookmark: _Toc65126905][bookmark: _Toc82709157][bookmark: _Toc83137369][bookmark: _Toc83476934][bookmark: _Toc103602778]Item
	A
	N
	D
	[bookmark: _Toc21060829][bookmark: _Toc21320154][bookmark: _Toc65126906][bookmark: _Toc82709158][bookmark: _Toc83137370][bookmark: _Toc83476935][bookmark: _Toc103602779]Mean
	[bookmark: _Toc65126907][bookmark: _Toc82709159][bookmark: _Toc83137371][bookmark: _Toc83476936][bookmark: _Toc103602780]S. D
	[bookmark: _Toc83476937][bookmark: _Toc103602781]Intern

	Direct pay is when employees are paid directly for their services to the company.
	 75%
	10%
	15%
	3.69
	.796
	High

	Direct compensation is payments to employees that improve their financial situation when they are paid.
	 86%
	 8%
	6%
	[bookmark: _Toc21060832][bookmark: _Toc21320157][bookmark: _Toc65126909][bookmark: _Toc82709161][bookmark: _Toc83137373][bookmark: _Toc83476938][bookmark: _Toc103602782]3.76
	[bookmark: _Toc21060833][bookmark: _Toc21320158][bookmark: _Toc65126910][bookmark: _Toc82709162][bookmark: _Toc83137374][bookmark: _Toc83476939][bookmark: _Toc103602783].691
	[bookmark: _Toc21060834][bookmark: _Toc21320159][bookmark: _Toc65126911][bookmark: _Toc82709163][bookmark: _Toc83137375][bookmark: _Toc83476940][bookmark: _Toc103602784]High

	Base pay and contingent pay are the two types of direct compensation.
	 80%
	 20%
	0%
	[bookmark: _Toc21060835][bookmark: _Toc21320160][bookmark: _Toc65126912][bookmark: _Toc82709164][bookmark: _Toc83137376][bookmark: _Toc83476941][bookmark: _Toc103602785]3.41
	[bookmark: _Toc21060836][bookmark: _Toc21320161][bookmark: _Toc64989056][bookmark: _Toc65126913][bookmark: _Toc82709165][bookmark: _Toc83137377][bookmark: _Toc83476942][bookmark: _Toc103602786]1.094
	[bookmark: _Toc21060837][bookmark: _Toc21320162][bookmark: _Toc64989057][bookmark: _Toc65126914][bookmark: _Toc82709166][bookmark: _Toc83137378][bookmark: _Toc83476943][bookmark: _Toc103602787]High

	Bonuses, commissions, wages, and salaries are examples of direct payments.
	 74%
	 16%
	 10%
	[bookmark: _Toc21060838][bookmark: _Toc21320163][bookmark: _Toc64989058][bookmark: _Toc65126915][bookmark: _Toc82709167][bookmark: _Toc83137379][bookmark: _Toc83476944][bookmark: _Toc103602788]4.05
	[bookmark: _Toc21060839][bookmark: _Toc21320164][bookmark: _Toc64989059][bookmark: _Toc65126916][bookmark: _Toc82709168][bookmark: _Toc83137380][bookmark: _Toc83476945][bookmark: _Toc103602789].936
	[bookmark: _Toc21060840][bookmark: _Toc21320165][bookmark: _Toc64989060][bookmark: _Toc65126917][bookmark: _Toc82709169][bookmark: _Toc83137381][bookmark: _Toc83476946][bookmark: _Toc103602790]High

	Contingent pay refers to additional financial rewards offered to employees dependent on their performance, such as merit pay, commissions, and incentives.
	 58%
	19%
	23%
	[bookmark: _Toc21060848][bookmark: _Toc21320173][bookmark: _Toc64989061][bookmark: _Toc65126918][bookmark: _Toc82709170][bookmark: _Toc83137382][bookmark: _Toc83476947][bookmark: _Toc103602791]3.31
	[bookmark: _Toc21060849][bookmark: _Toc21320174][bookmark: _Toc64989062][bookmark: _Toc65126919][bookmark: _Toc82709171][bookmark: _Toc83137383][bookmark: _Toc83476948][bookmark: _Toc103602792].871
	[bookmark: _Toc21060850][bookmark: _Toc21320175][bookmark: _Toc64989063][bookmark: _Toc65126920][bookmark: _Toc82709172][bookmark: _Toc83137384][bookmark: _Toc83476949][bookmark: _Toc103602793]Moderate

	[bookmark: _Toc21060841][bookmark: _Toc21320166][bookmark: _Toc64989064][bookmark: _Toc65126921][bookmark: _Toc82709173][bookmark: _Toc83137385][bookmark: _Toc83476950][bookmark: _Toc103602794]Average
	
	
	
	[bookmark: _Toc21060842][bookmark: _Toc21320167][bookmark: _Toc64989065][bookmark: _Toc65126922][bookmark: _Toc82709174][bookmark: _Toc83137386][bookmark: _Toc83476951][bookmark: _Toc103602795]3.644
	[bookmark: _Toc21060843][bookmark: _Toc21320168][bookmark: _Toc64989066][bookmark: _Toc65126923][bookmark: _Toc82709175][bookmark: _Toc83137387][bookmark: _Toc83476952][bookmark: _Toc103602796].87
	[bookmark: _Toc21060844][bookmark: _Toc21320169][bookmark: _Toc64989067][bookmark: _Toc65126924][bookmark: _Toc82709176][bookmark: _Toc83137388][bookmark: _Toc83476953][bookmark: _Toc103602797]High


 Source: Primary Data, 2022
[bookmark: _Toc21060883][bookmark: _Toc21320209][bookmark: _Toc64989068][bookmark: _Toc65126925][bookmark: _Toc82709177][bookmark: _Toc83137389][bookmark: _Toc83476954][bookmark: _Toc103602798]Legend :( 1.00-1.79) = Very low, (1.80-2.59) = low; (2.60-3.39) = Moderate;(3.40-4.19) High (4.20-5.00) Very High

The total mean = 3.64, SD =0.877 in table 5.6 demonstrated that the influence of direct compensation on employee performance was judged substantial, meaning that direct compensation is important in gauging employee performance. Dressler (2011) when paid to employees, direct compensation as defined as a payment that improves their financial situation. And he found that direct compensation improves employee performance. 
Similarly, one of the respondents interviewed added that every employee at the company at least have been directly compensated to help boost their productivity making them work more. He further explained that due to direct compensation, there is reduced staff turnover. 

Furthermore, the majority of respondents said that direct remuneration occurs when employees are paid directly for services provided to the company, resulting in a high average income (3.69 SD 0.796). According to Dessler, direct payments include bonuses, commissions, wages, and salaries (2011). Table 4.6 also revealed a high mean of 3.76 SD.691 for direct compensation, which is defined as payments to employees that enhance their financial status when paid to them. 

 This demonstrates that HamoodTelcom staff are aware of direct remuneration and that it is used to motivate employees. Setyadi and Subekti (2016) discovered that financial remuneration has no effect on employee performance in their study on the relevance of financial pay on performance in Indonesia.

The majority of respondents agreed that direct remuneration should be divided into base pay and contingent pay, with a mean of 3.41 SD 1.094. Khan, Farooq, and Ullar (2010) found a direct and positive relationship between financial compensation and employee performance in their research. This indicates that adjusting an employee's compensation has a direct impact on his or her motivation at work. An employee's performance will improve if they are motivated.
If bonuses, commissions, wages, and salaries will be included in direct payments, the mean is 4.05 SD.936. This indicates that the majority of respondents believe that direct money, such as wages and salaries, is used to incentivize employees to work more. According to the majority of respondents who moderately agreed / were not sure, contingent Compensation is described as additional financial benefits given to employees based on their performance in the form of merit pay, commissions, and incentives. 3.31 SD.871. 

Contrary to popular belief, one of the company managers stated that directly compensating their employees through wages, salaries, and contingent incentives such as bonuses and commissions has improved employee productivity and work rate.
Mbah, Mgbemena, and Ejike (2015), on the other hand, In the Nigerian civil sector, researchers wanted to see if there was a link between good compensation management and employee performance. Both monetary and non-monetary payments were examined in the study. Employee performance and a number of non-monetary types of remuneration, such as employee recognition, a pleasant working environment, and staff development, were found to have a positive and significant relationship, according the study.
In Indonesia, Setyadi and Subekti (2016) investigated into the impact of financial incentives on performance. Financial pay has little impact on employee performance, according to the study's findings.
[bookmark: _Toc46222096][bookmark: _Toc47796889][bookmark: _Toc83476955][bookmark: _Toc103763297]5.4 Effect of indirect compensation on employee performance at Hormuud Telecom, Mogadishu
[bookmark: _Toc83476956][bookmark: _Toc103602800]The second goal of the study was to investigate the effect of indirect remuneration on employee performance. In this context, a number of questions were raised. The following are the responses in relation to this question: 
Table 5.7 Effect of indirect compensation on employee performance at Hormuud Telecom, Mogadishu
	[bookmark: _Toc64989069][bookmark: _Toc65126927][bookmark: _Toc82709178][bookmark: _Toc83137392][bookmark: _Toc83476957][bookmark: _Toc103602801]Item
	A
	N
	D
	[bookmark: _Toc64989070][bookmark: _Toc65126928][bookmark: _Toc82709179][bookmark: _Toc83137393][bookmark: _Toc83476958][bookmark: _Toc103602802]Mean
	[bookmark: _Toc65126929][bookmark: _Toc82709180][bookmark: _Toc83137394][bookmark: _Toc83476959][bookmark: _Toc103602803]S. D
	[bookmark: _Toc65126930][bookmark: _Toc82709181][bookmark: _Toc83137395][bookmark: _Toc83476960][bookmark: _Toc103602804]Interpretation

	Indirect compensation refers to the monetary and non-monetary compensation that an employee receives from the organization in compensation for their continued service.
	 (85%)
	(10%)
	(5%)
	[bookmark: _Toc21060845][bookmark: _Toc21320170][bookmark: _Toc64989073][bookmark: _Toc65126931][bookmark: _Toc82709182][bookmark: _Toc83137396][bookmark: _Toc83476961][bookmark: _Toc103602805]3.87
	[bookmark: _Toc21060846][bookmark: _Toc21320171][bookmark: _Toc64989074][bookmark: _Toc65126932][bookmark: _Toc82709183][bookmark: _Toc83137397][bookmark: _Toc83476962][bookmark: _Toc103602806].838
	[bookmark: _Toc21060847][bookmark: _Toc21320172][bookmark: _Toc64989075][bookmark: _Toc65126933][bookmark: _Toc82709184][bookmark: _Toc83137398][bookmark: _Toc83476963][bookmark: _Toc103602807]High

	Indirect benefits include; social security, workers compensation, paid holidays, paid vacations and retirement plans amongst others. 
	 (56%)
	 (28%)
	(16%)
	[bookmark: _Toc64989076][bookmark: _Toc65126934][bookmark: _Toc82709185][bookmark: _Toc83137399][bookmark: _Toc83476964][bookmark: _Toc103602808]3.31
	[bookmark: _Toc64989077][bookmark: _Toc65126935][bookmark: _Toc82709186][bookmark: _Toc83137400][bookmark: _Toc83476965][bookmark: _Toc103602809].871
	[bookmark: _Toc64989078][bookmark: _Toc65126936][bookmark: _Toc82709187][bookmark: _Toc83137401][bookmark: _Toc83476966][bookmark: _Toc103602810]Moderate

	Indirect benefits to employees foster higher employee performance and good working relationship
	 (80%)
	 (0%)
	(20%)
	[bookmark: _Toc21060851][bookmark: _Toc21320176][bookmark: _Toc64989079][bookmark: _Toc65126937][bookmark: _Toc82709188][bookmark: _Toc83137402][bookmark: _Toc83476967][bookmark: _Toc103602811]4.27
	[bookmark: _Toc21060852][bookmark: _Toc21320177][bookmark: _Toc64989080][bookmark: _Toc65126938][bookmark: _Toc82709189][bookmark: _Toc83137403][bookmark: _Toc83476968][bookmark: _Toc103602812]3.55
	[bookmark: _Toc21060853][bookmark: _Toc21320178][bookmark: _Toc64989081][bookmark: _Toc65126939][bookmark: _Toc82709190][bookmark: _Toc83137404][bookmark: _Toc83476969][bookmark: _Toc103602813]Very high

	It is clear that indirect remuneration and employee performance have a strong link.
	 (74%)
	 (10%)
	 (16%)
	[bookmark: _Toc21060854][bookmark: _Toc21320179][bookmark: _Toc64989082][bookmark: _Toc65126940][bookmark: _Toc82709191][bookmark: _Toc83137405][bookmark: _Toc83476970][bookmark: _Toc103602814]3.58
	[bookmark: _Toc21060855][bookmark: _Toc21320180][bookmark: _Toc64989083][bookmark: _Toc65126941][bookmark: _Toc82709192][bookmark: _Toc83137406][bookmark: _Toc83476971][bookmark: _Toc103602815]1.049
	[bookmark: _Toc21060856][bookmark: _Toc21320181][bookmark: _Toc64989084][bookmark: _Toc65126942][bookmark: _Toc82709193][bookmark: _Toc83137407][bookmark: _Toc83476972][bookmark: _Toc103602816]High

	When employees receive indirect remuneration on a regular basis, their morale improves, and their performance improves.
	 (50%)
	(39%)
	(11%)
	[bookmark: _Toc21060857][bookmark: _Toc21320182][bookmark: _Toc64989085][bookmark: _Toc65126943][bookmark: _Toc82709194][bookmark: _Toc83137408][bookmark: _Toc83476973][bookmark: _Toc103602817]3.34
	[bookmark: _Toc21060858][bookmark: _Toc21320183][bookmark: _Toc64989086][bookmark: _Toc65126944][bookmark: _Toc82709195][bookmark: _Toc83137409][bookmark: _Toc83476974][bookmark: _Toc103602818]1.140
	[bookmark: _Toc21060859][bookmark: _Toc21320184][bookmark: _Toc64989087][bookmark: _Toc65126945][bookmark: _Toc82709196][bookmark: _Toc83137410][bookmark: _Toc83476975][bookmark: _Toc103602819]Moderate

	[bookmark: _Toc64989088][bookmark: _Toc65126946][bookmark: _Toc82709197][bookmark: _Toc83137411][bookmark: _Toc83476976][bookmark: _Toc103602820]Average
	
	
	
	[bookmark: _Toc21060860][bookmark: _Toc21320185][bookmark: _Toc64989089][bookmark: _Toc65126947][bookmark: _Toc82709198][bookmark: _Toc83137412][bookmark: _Toc83476977][bookmark: _Toc103602821]3.67
	[bookmark: _Toc21060861][bookmark: _Toc21320186][bookmark: _Toc64989090][bookmark: _Toc65126948][bookmark: _Toc82709199][bookmark: _Toc83137413][bookmark: _Toc83476978][bookmark: _Toc103602822]1.490
	[bookmark: _Toc21320187][bookmark: _Toc64989091][bookmark: _Toc65126949][bookmark: _Toc82709200][bookmark: _Toc83137414][bookmark: _Toc83476979][bookmark: _Toc103602823]High


From table 5.7 concerning the effect of indirect compensation on employee performance at Hormuud Telecom, Mogadishu, The average mean = 3.67, SD=1.49 indicated this was significant. Hence implying that indirect compensation highly Employee performance is affected. This is in line with Danish and Usman (2010), who showed that providing indirect benefits to employees on a regular basis, such as allowances, fringe benefits, and other compensations, improves employee morale and hence improves employee performance.

The majority of respondents believe that indirect compensation refers to monetary and non-monetary compensation received by an employee from a company in exchange for their continued service, according to the findings. with a mean of 3.87 SD.838. This means that employees agree that the organization provides them with benefits such as trips and training.
The findings support the respondent's assertion that at least all employees at the organization have been compensated indirectly in the form of trips, holidays, and treatment, among other things, to encourage them to work harder. Indirect benefits involve regarding social security, workers' compensation, paid holidays, paid vacations, and retirement plans, among others. have a moderate mean, indicating that some respondents are unsure while others agree with this mean 3.31 SD.871. Similarly, other respondents stated that the company grants these holidays the majority of the time, despite the fact that employees may be unaware that they are receiving indirect remuneration from the company.
The data also revealed that the majority of respondents think that indirect employee benefits support higher employee performance and strong working relationships, with a mean of 4.27 SD 3.55. This suggests that the employees are aware that Their performance is significantly affected by indirect remuneration. When working, be transparent and efficient. Emerole (2015) investigated into the impact of non-monetary incentives on staff productivity in a variety of Nigerian government parastatals in a similar vein. The analysis revealed that optimizing human capital through non-monetary incentives increases employee productivity and efficiency. In addition, the majority of respondents believe there is a significant correlation between indirect compensation and employee performance, according the statistics. with a mean 3.58 SD 1.049. The participants also agreed that providing indirect remuneration to employees on a regular basis will increase their morale, resulting in improved employee performance (mean 3.34 SD 1.140). 

Indirect compensation addresses the majority of the variables that influence employee performance and motivation in terms of efficiency, accidents, absenteeism, social loafing, and staff turnover, as according Fredrick Wananda (2017). 
According to K.E. PERERA, indirect compensation (2017) Organizations must focus on training and development aspects to raise employee skills and competences, which will ultimately lead employees to believe in themselves and put forth their best effort to accomplish personal advancement, in order to obtain performance development results. As a result of all of this, overall organizational performance improves. 

[bookmark: _Toc82709202][bookmark: _Toc83476980][bookmark: _Toc103763298]5.5 Effect of incentives on employee performance at Hormuud Telecom, Mogadishu
In regards to the final research goal, the researcher wanted to know what the respondents thought about the impact of incentives on employee performance.
[bookmark: _Toc65126952][bookmark: _Toc83476981][bookmark: _Toc103602825] The responses are in respect of this question as shown below: Table5.8: Effect of incentives on employee performance at Hormuud Telecom, Mogadishu
	[bookmark: _Toc64989094][bookmark: _Toc65126953][bookmark: _Toc82709204][bookmark: _Toc83137417][bookmark: _Toc83476982][bookmark: _Toc103602826]Item
	A
	N
	D
	[bookmark: _Toc64989095][bookmark: _Toc65126954][bookmark: _Toc82709205][bookmark: _Toc83137418][bookmark: _Toc83476983][bookmark: _Toc103602827]Mean
	[bookmark: _Toc65126955][bookmark: _Toc82709206][bookmark: _Toc83137419][bookmark: _Toc83476984][bookmark: _Toc103602828]S. D
	[bookmark: _Toc65126956][bookmark: _Toc82709207][bookmark: _Toc83137420][bookmark: _Toc83476985][bookmark: _Toc103602829]Interpretation

	Among the monetary incentives available are lump sum bonuses, overtime compensation, and pay raises, among others.
	 (85%)
	(10%)
	(5%)
	[bookmark: _Toc21060862][bookmark: _Toc21320188][bookmark: _Toc64989098][bookmark: _Toc65126957][bookmark: _Toc82709208][bookmark: _Toc83137421][bookmark: _Toc83476986][bookmark: _Toc103602830]4.07
	[bookmark: _Toc21060863][bookmark: _Toc21320189][bookmark: _Toc64989099][bookmark: _Toc65126958][bookmark: _Toc82709209][bookmark: _Toc83137422][bookmark: _Toc83476987][bookmark: _Toc103602831].838
	[bookmark: _Toc64989100][bookmark: _Toc65126959][bookmark: _Toc82709210][bookmark: _Toc83137423][bookmark: _Toc83476988][bookmark: _Toc103602832]High

	Financial incentives increase employee loyalty in the organization
	 (28%)
	 (56%)
	(16%)
	[bookmark: _Toc64989101][bookmark: _Toc65126960][bookmark: _Toc82709211][bookmark: _Toc83137424][bookmark: _Toc83476989][bookmark: _Toc103602833]2.59
	[bookmark: _Toc21060866][bookmark: _Toc21320192][bookmark: _Toc64989102][bookmark: _Toc65126961][bookmark: _Toc82709212][bookmark: _Toc83137425][bookmark: _Toc83476990][bookmark: _Toc103602834].871
	[bookmark: _Toc64989103][bookmark: _Toc65126962][bookmark: _Toc82709213][bookmark: _Toc83137426][bookmark: _Toc83476991][bookmark: _Toc103602835]Low

	Firms should devise effective strategies that include incentives for employees in the form of profit sharing, bonuses, and other forms of compensation.
	 (80%)
	 (20%)
	(0%)
	[bookmark: _Toc21060868][bookmark: _Toc21320194][bookmark: _Toc64989104][bookmark: _Toc65126963][bookmark: _Toc82709214][bookmark: _Toc83137427][bookmark: _Toc83476992][bookmark: _Toc103602836]4.27
	[bookmark: _Toc21060869][bookmark: _Toc21320195][bookmark: _Toc64989105][bookmark: _Toc65126964][bookmark: _Toc82709215][bookmark: _Toc83137428][bookmark: _Toc83476993][bookmark: _Toc103602837]2.11
	[bookmark: _Toc64989106][bookmark: _Toc65126965][bookmark: _Toc82709216][bookmark: _Toc83137429][bookmark: _Toc83476994][bookmark: _Toc103602838]Very high

	Organizations should strive to maintain positive relationships with their employees by providing attractive financial and non-financial incentives.
	 (17%)
	 (30%)
	 (53%)
	[bookmark: _Toc64989107][bookmark: _Toc65126966][bookmark: _Toc82709217][bookmark: _Toc83137430][bookmark: _Toc83476995][bookmark: _Toc103602839]4.79
	[bookmark: _Toc21060872][bookmark: _Toc21320198][bookmark: _Toc64989108][bookmark: _Toc65126967][bookmark: _Toc82709218][bookmark: _Toc83137431][bookmark: _Toc83476996][bookmark: _Toc103602840].349
	[bookmark: _Toc64989109][bookmark: _Toc65126968][bookmark: _Toc82709219][bookmark: _Toc83137432][bookmark: _Toc83476997][bookmark: _Toc103602841]Very low

	Organizations should create a unit to investigate incentive concerns, which will improve productivity.
	 (16%)
	(35%)
	(49%)
	[bookmark: _Toc21060874][bookmark: _Toc21320200][bookmark: _Toc64989110][bookmark: _Toc65126969][bookmark: _Toc82709220][bookmark: _Toc83137433][bookmark: _Toc83476998][bookmark: _Toc103602842]3.24
	[bookmark: _Toc21060875][bookmark: _Toc21320201][bookmark: _Toc64989111][bookmark: _Toc65126970][bookmark: _Toc82709221][bookmark: _Toc83137434][bookmark: _Toc83476999][bookmark: _Toc103602843]0.783
	[bookmark: _Toc103602844]Moderate

	[bookmark: _Toc64989113][bookmark: _Toc65126972][bookmark: _Toc82709223][bookmark: _Toc83137436][bookmark: _Toc83477001][bookmark: _Toc103602845]Average
	
	
	
	[bookmark: _Toc21060877][bookmark: _Toc21320203][bookmark: _Toc64989114][bookmark: _Toc65126973][bookmark: _Toc82709224][bookmark: _Toc83137437][bookmark: _Toc83477002][bookmark: _Toc103602846]3.99
	[bookmark: _Toc21060878][bookmark: _Toc21320204][bookmark: _Toc64989115][bookmark: _Toc65126974][bookmark: _Toc82709225][bookmark: _Toc83137438][bookmark: _Toc83477003][bookmark: _Toc103602847]0.99
	[bookmark: _Toc64989116][bookmark: _Toc65126975][bookmark: _Toc82709226][bookmark: _Toc83137439][bookmark: _Toc83477004][bookmark: _Toc103602848]Moderate




 Source: Primary Data, 2022
[bookmark: _Toc64989117][bookmark: _Toc65126976][bookmark: _Toc82709227][bookmark: _Toc83137440][bookmark: _Toc83477005][bookmark: _Toc103602849]Legend :( 1.00-1.79) = Very low, (1.80-2.59) = low; (2.60-3.39) = Moderate ;(3.40-4.19) High (4.20-5.00) Very High
[bookmark: _Toc82709228][bookmark: _Toc83137441][bookmark: _Toc83477006][bookmark: _Toc103602850]The findings relating to Effect of incentives on employee performance at Hormuud Telecom, Mogadishu showed a moderate mean 2.99 SD 0.99 indicating that respondents were not fully aware of role incentives or even they may not have been receiving them. Centrally to this Heath field (2013) Incentives are things that motivate an employee doing something. It can be used by an organization to encourage employees to boost their productivity or effort in completing a task.
[bookmark: _Toc82709229][bookmark: _Toc83137442][bookmark: _Toc83477007][bookmark: _Toc103602851]The respondents however agreed that monetary incentives could include lump sum bonuses, overtime payment, and pay rise amongst others Mean 4.07 SD .838. They also presented those financial incentives increase employee loyalty in the organization Mean 2.59 SD.871.
Respondents reported that whenever they are given incentives inform of finance, they are motivated to work more and more which improves productivity and performance of the company.

Similarly, according to Saleem (2011), financial incentives improve employee loyalty in the workplace. As a result, Firms should attempt to preserve healthy connections with their employees by giving good incentives in the form of monetary and non-monetary awards, according to experts. Profit sharing, bonuses, and promotions, as well as employee stock ownership, should all be included in a company's plan. Milkovich and Newman (Milkovich & Newman, 2011) 

The findings on whether companies should develop appropriate plans that incorporate incentives for employees in the form of profit sharing, bonuses, and other forms of compensation had a high mean of 4.27 SD 2.11, indicating that respondents agree with the statement. This method is in line with Olang (2017)'s findings from his study on the relationship between conflict management and organizational performance, which indicated that conflict management was strongly linked to organizational management via negotiations and third-party interventions. 

The results on whether companies should seek to maintain positive relationships with their employees by providing good incentives in the form of monetary and non-monetary compensation were high, with a mean of 4.79 SD.349 indicating that respondents agreed with the viewpoint. Gichuru (2015) discovered that motivational incentives had a positive effect on employee performance in the organization in a variety of ways, including improved participation, improved employee relations, improved employee morale, and increased output, in a study of the relationship between motivational incentives and employee performance. Mamdani and Minhaj (2016) investigated the impact of motivational incentives on staff performance in 15 Karachi banks. The study's major goal was to find out just how widespread motivating incentives are and these affect employee performance.



[bookmark: _Toc65127011][bookmark: _Toc312984005][bookmark: _Toc62933391][bookmark: _Toc83477008][bookmark: _Toc103763299]5.6 The Pearson correlation coefficient analysis
[bookmark: _Toc19373139][bookmark: _Toc19376420][bookmark: _Toc312985436][bookmark: _Toc65127012]The researcher used SPSS to conduct a correlation analysis to determine the relationship between non-monetary pay and employee performance. Employee direct compensation, indirect compensation, and incentives were all used to try to explain the impact of non-monetary remuneration on employee performance, which was measured in this case by output levels, profitability, and reputation. A hypothesis test was also used to validate it, as seen below. The association between non-financial pay and employee performance was established using the Pearson correlation coefficient (r). 


[bookmark: _Toc83477009][bookmark: _Toc103602853]Table 5.9. Correlation table showing the relationship between non-financial compensation and employee performance
	
	Non-financial compensation
	Employee performance

	Non-financial compensation 
	Pearson Correlation
	1
	.663**

	
	Sig. (2-Tailed)
	
	.000

	
	N
	80
	80

	Employee performance
	Pearson Correlation
	.663**
	1

	
	Sig. (2-Tailed)
	.000
	

	
	N
	80
	80

	**. Correlation Is Significant at the 0.01 Level (2-Tailed).


Source: Primary Data, 2021.

[bookmark: _Toc103763300]There is a link between non-financial remuneration and an organization's employee performance, according to Table 5.9. There was a substantial and positive association between the variables (p=.6663). The significance level was calculated to be 0.000, indicating that the results were not acquired by chance. The significance threshold is set at 0.05, above which a relationship is considered inconsequential. The Pearson Correlation coefficient was calculated to be 0.663, indicating a moderately significant correlation.  Based on the significance level and Pearson R coefficient, we determined that there was a considerable strong positive association between employee behavior and organizational success. This suggests that improving employee behavior has a positive impact on productivity.





CHAPTER SIX

[bookmark: _Toc460862753][bookmark: _Toc14825499][bookmark: _Toc20214005][bookmark: _Toc313002842][bookmark: _Toc312983815][bookmark: _Toc312993881][bookmark: _Toc62933397][bookmark: _Toc65127014][bookmark: _Toc83477011][bookmark: _Toc103602854][bookmark: _Toc103763301]CONCLUSION AND RECOMMENDATIONS

[bookmark: _Toc14825500][bookmark: _Toc20214006][bookmark: _Toc313002843][bookmark: _Toc312985644][bookmark: _Toc312993882][bookmark: _Toc62933398][bookmark: _Toc65127015][bookmark: _Toc83477012][bookmark: _Toc103763302][bookmark: _Toc14825501][bookmark: _Toc20214007][bookmark: _Toc313002844][bookmark: _Toc312983817]6.0 Introduction
This chapter focuses mainly on the conclusions drawn from the findings in Chapter 5, as well as recommendations aimed at improving decision-making and policy formulation in organizations.

[bookmark: _Toc83477013][bookmark: _Toc103763303]6.1 Summary of major findings
The overall mean = 3.64, SD =0.877, indicating that the influence of direct remuneration on employee performance was considered substantial, demonstrating the importance of direct compensation in evaluating employee performance.
The effect of indirect compensation on employee performance at Hormuud Telecom, Mogadishu, was found to be significant, as seen by the average mean of 3.67 and SD of 1.49, showing that indirect compensation has a major impact on employee Performance. 

The findings relating to Effect of incentives on employee performance at Hormuud Telecom, Mogadishu showed a moderate mean 2.99 SD 0.99 indicating that respondents were not fully aware of role incentives or even they may not have been receiving them
The studies revealed that there is a link between non-financial pay and an organization's employee performance: There was a substantial and positive association between the variables (p=.6663). The significance level was set to 0.000, indicating that the results were not obtained by chance. 
[bookmark: _Toc83477014][bookmark: _Toc103763304]6.2 Conclusion
According to the findings of the study, salary has a significant impact on employee performance. As a result, efforts to provide direct remuneration that is fair and fits the needs of employees, as well as motivation that inspires people to perform their work efficiently, must be prioritized.
The outcomes of the study show that both direct compensation and incentives have a good and significant impact on Hamoud Telcom Company employee performance.
In terms of direct remuneration, the respondent acknowledges that the company's efforts to improve employee direct compensation have had an impact on employee performance. According to the findings, Employee performance at Hamoud Telcom Company benefits form direct compensation.

Direct pay is always intriguing to debate because income and perks are one of the most important aspects of employment for many individuals; the difficulty is that there are two parties involved. On the one hand, employees expect to receive the highest possible salary, while the organization expects to spend the least amount of money possible on operational costs; how can the organization handle the salary given in order to be efficient and effective in motivating employees to work and achieve.

The respondent disagreed that indirect compensations such as staff medical coverage, staff retirement plans, paid leave, hardship allowance, staff housing, and staff meals, among others, have an effect on Hamoud Telcom Company employees' performance. have no impact on their performance. According to the findings, indirect compensation has no substantial impact on Hamoud Telcom Company employee performance.
When asked about the impact of incentives on employee performance, respondents said the company's efforts to ensuring incentives are in place had an impact on their performance. Per the inferential statistics, incentives have a significantly positive impact on employee performance.
Their incentives, according to the findings, have a positive and significant impact on Hamoud Telcom Company employee performance.



[bookmark: _Toc83477015][bookmark: _Toc103763305]6.3 Recommendations
We strongly encourage companies to improve their salaries, commissions, and other direct compensations, as it has been proven that such compensation improves employee performance. The direct compensation schemes in water service providers must be reviewed, implemented, and monitored. 

The company’s performance is largely based on employee performance;therefore, the company needs to consider motivating them to improve their morale and willingness to work. This can be done in a number of ways using non-financial compensations systems. 
This study proposes that company should examine the proposed compensation systems and their effect on the performance of workers. This would aid them in comprehending the challenges surrounding administration and the impact of non-monetary incentives on employee work performance. They will make significant contributions to the development of their reward programs, which will help them gain a competitive advantage.

The study also advises that the company decrease its reliance on monetary incentives such as salaries, focus on non-monetary benefits, primarily through appreciation, autonomy, flexible working hours as well as encouragement of learning opportunities for their workers. These forms of rewards would undoubtedly significantly increase employee performance and improve company efficacy. 

Employee professional development necessitates the use of training programs. It also benefits the institution because it boosts employee productivity. Employee training must be understood by the organization, and employees must be adequately rewarded and recognized for their efforts in order to encourage them to keep reaching higher. 

However, this study recommends that Somali's government formulate labour policies to ensure that employees in the organizations for which they are working are treated with utmost importance and to address their requirements not only for money, but also non-monetary by their organizations, which recognize them and allow their autonomy.

Promotion and advancement in one's profession are extremely crucial in terms of increasing employee motivation and performance. As a result, I urge that the organization implement an appropriate training and development program, as well as a scientific performance evaluation system, as part of non-financial rewards to employees for rewarding top performers by promoting them. 

[bookmark: _Toc103763306]6.4 Areas for Further Research
The impact of non-monetary incentives on employee performance was explored in this research. There is a need for more research into additional motivational elements that influence employee performance.
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QUESTIONNAIRE
APPENDIX 1: 
LETTER OF INTRODUCTION
TOPIC: 
EFFECT OF NON-FINANCIAL COMPENSATION ON 
EMPLOYEE PERFORMANCE
 (TO BE FILLED IN BY THE EMPLOYEES OF HORMUUD 
TELECOM, MOGADISHU, SOMALIA)

Dear Respondent, 
At United International University (UIU), I am pursuing a Master's degree in international human resource management. As part of my Master's degree program, I'm conducting a research study. A CASE STUDY OF HORMUUD TELECOM, MOGADISHU, SOMALIA ON THE EFFECT OF NON-FINANCIAL COMPENSATION ON EMPLOYEE PERFORMANCE. 
Please take a few moments to complete out the attached questionnaire. Your responses and contributions will be largely kept confidential, and no staff members' identities will appear in the final research report.
Your cooperation and assistance will be greatly appreciated. 
Yours Sincerely, 
Ahmed Abdulkadir Hassan




APPENDIX 2:
QUESTIONNAIRE
The main goal of the research is to investigate the impact of non-monetary compensation on job performance at Somalia's Hormuud Telecom Mogadishu branch.
The following questionnaire was designed to help the researcher collect the information needed to answer the study's research questions. Complete it fully.


PART A: Demographics

1. Gender
a) Male              
b) Female 
2. Age Group
a) 20 -25
b) 26-35
c) 36-45
d) 46-55
e) 56+
3. Marital Status 
a) Single
b) Married
c) Divorced
d) Widowed
4. Education level 
a) Primary
b) Secondary level
c) Vocational
d) University

PART 1: EFFECT OF DIRECT COMPENSATION ON EMPLOYEE PERFORMANCE
1. The questions in this section concern EFFECT OF DIRECT COMPENSATION ON EMPLOYEE PERFORMANCE. Using the key below, Please indicate how much you agree or disagree with each statement.. 
1= Strongly Disagree 
2=Disagree 
3=Neutral
 4=Agree 
5= Strongly Agree

	
	[bookmark: _Toc46222095][bookmark: _Toc47796888][bookmark: _Toc82709237][bookmark: _Toc83137454][bookmark: _Toc83477019][bookmark: _Toc103602860][bookmark: _Toc103763308]Effect of direct compensation on employee performance at Hormuud Telecom, Mogadishu
	5
	4
	3
	2
	1

	1
	When employees are paid directly for their services to the company, this one is known as direct compensation.
	
	
	
	
	

	2
	Direct compensation is payments to employees that improve their financial situation when they are paid.
	
	
	
	
	

	3
	Base pay and contingent pay are the two types of direct compensation.
	
	
	
	
	

	4
	Bonuses, commissions, wages, and salaries all examples of direct payments.
	
	
	
	
	

	5
	Contingent pay refers to additional financial rewards offered to employees dependent on their performance, such as merit pay, commissions, and incentives.
	
	
	
	
	



PART 2: EFFECT OF INDIRECT COMPENSATION ON EMPLOYEE PERFORMANCE?
3. The questions in this section, concern Effect of indirect compensation on employee performance. Please indicate how much you agree with each statement using the key below.
1= Strongly Disagree
2=Disagree
3=Neutral
4=Agree
5= Strongly Agree

	
	[bookmark: _Toc82709238][bookmark: _Toc83137455][bookmark: _Toc83477020][bookmark: _Toc103602861][bookmark: _Toc103763309]Effect of indirect compensation on employee performance at Hormuud Telecom, Mogadishu
	5
	4
	3
	2
	1

	1
	Indirect compensation refers to a monetary and non-monetary compensation that an employee receives from the organization in return for their continuous support.
	
	
	
	
	

	2
	Indirect benefits includes regarding social security, workers' compensation, paid holidays, paid vacations, and retirement plans.
	
	
	
	
	

	3
	Indirect benefits to employees foster higher employee performance and good working relationship
	
	
	
	
	

	4
	It is clear that indirect remuneration and employee performance have a strong link.
	
	
	
	
	

	5
	When employees receive indirect remuneration on a regular basis, their morale improves, and their performance improves.
	
	
	
	
	





SECTION 3: EFFECT OF INCENTIVES ON EMPLOYEE PERFORMANCE
4. The questions are about the effect and influence of incentives on employee performance. Please use the key below for the indicate how much you agree with each statement.
1= Strongly Disagree
2=Disagree
3=Neutral
4=Agree
5= Strongly Agree
	
	[bookmark: _Toc46222097][bookmark: _Toc47796890][bookmark: _Toc82709239][bookmark: _Toc83137456][bookmark: _Toc83477021][bookmark: _Toc103602862][bookmark: _Toc103763310]Effect of incentives on employee performance at Hormuud Telecom, Mogadishu
	5
	4
	3
	2
	1

	1
	Among the monetary incentives available are lump sum bonuses, overtime compensation, and pay raises, among others.
	
	
	
	
	

	2
	Financial incentives increase employee loyalty in the organization
	
	
	
	
	

	3
	Firms should devise effective strategies that include incentives for employees in the form of profit sharing, bonuses, and other forms of compensation.
	
	
	
	
	

	4
	Organizations should strive to maintain positive relationships with their employees by providing attractive financial and non-financial incentives.
	
	
	
	
	

	5
	Organizations should create a unit to investigate incentive concerns, which will improve productivity.
	
	
	
	
	





Thank you for completing the survey!
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