VOLUME No. 4 (2013), | ssue No. 09 (SEPTEMBER) | SSN 0976-2183

INTERNATIONAL JOURNAL OF RESEARCH IN
COMMERCE & MANAGEMENT

S

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories
Indexed & Listed at:
Open J-Gage, India [link of the same is duly available at Inflibnet of University Grants Commission (U.G.C.)],
Index Copernicus Publishers Panel, Poland il lICIVAINEIGHSION &.number of libraries all around the world.
Circulated all over the world & Google has verified that scholars of more than 2840 Cities in 164 countries/territories are visiting our journal on regular basis.
Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI — 135 003, Yamunanagar, Haryana, INDIA

http://ijrcm.org.in/




VoLUME No. 4 (2013), I ssue No. 09 (SEPTEMBER)

| SSN 0976-2183

CONTENTS

. TITLE & NAME OF THE AUTHOR (S) o

1. | HOSPITALS OUTSOURCING COMPLETE DEPARTMENTS: A STUDY 1
DR. T. LATA SUJATA, B. KRISHNA REDDY & DR. C.JAYALAKSHMI

2. | ASTUDY OF CORPORATE BOND MARKET IN INDIA AND ITS LIQUIDITY 5
HEMA GWALANI & DR. D. B. BHARATI

3. | FRUIT AND VEGETABLE MARKETING FOR SMALL SCALE GROWERS IN INDIA 9
DR. M S SUBHAS & HALASWAMY D. NAIK

4. | PERFORMANCE OF PROFITABILITY MANAGEMENT IN LANCO INDUSTRIES LIMITED: AN EVALUATION 12
N. K. PRADEEP KUMAR & P. MOHAN REDDY

5. | KEY CHALLENGES FOR INDIAN MANAGERS: IMPACT OF FDI ENTRY IN RETAIL MARKET 16
CHELLAM SHENBAGAM

6. | IMPACT OF FOREIGN INSTITUTIONAL INVESTMENT ON STOCK INDICES IN INDIA 19
DR. S. NIRMALA & ARUNA.G

7. | TREND AND PROSPECT OF PRIVATE EQUITY FUND IN ASIA-PACIFIC COUNTRIES: A LESSON FROM INDIA 26
DR. MANAS CHAKRABARTI

8. | CORPORATE ENVIRONMENTAL REPORTING IN THE CONTEXT OF RECENT CHANGES IN REGULATORY FRAMEWORK WITH SPECIAL| 32
REFERENCE TO INDIA
DR. BHASKAR JYOTI BORA & TILAK CH DAS

9. | BRAND CHOICE DECISION OF INDIAN URBAN FAMILY 39
SRI. JAYA PRAKASH RATH, SRI. RAJESH KUMAR SAIN & SRI. ANJAN KUMAR MOHANTY

10. | FOREIGN DIRECT INVESTMENT IN INDIAN MULTI BRAND RETAIL TRADE: STAKEHOLDER PERSPECTIVE 42
PRATIK MAVANI & DR. AMIT R. PANDYA

11. | EFFICIENT MARKET HYPOTHESIS IN CHINA STOCK MARKETS 47
SHIKHA MAHAJAN & MANISHA LUTHRA

12. | PORTFOLIO PERFORMANCE EVALUATION OF SELECTED SECTORS INDEX OF BSE 51
KARAN SAGAR & ALPESH GAJERA

13. | ASTUDY OF SERVICE QUALITY PERSPECTIVES AND CUSTOMER SATISFACTION 55
RAVINARAYANA K.S.

14.| ASTUDY ON COST EFFECTIVE METHOD OF RECRUITMENT AT KGISL 59
PARVATA RAJ PRABHU

15. | STRUCTURED EMOTIONAL CAREER COUNSELLING AND CAREER DEVELOPMENT 66
DR. SEHBA HUSAIN

16. | CUSTOMER PERCEPTION OF SERVICE QUALITY DIMENSIONS IN INDIAN BANKING INDUSTRY 75
AISHWARYA GOYAL

17. | A COMPARATIVE STUDY OF ORGANIZED AND UN-ORGANIZED FOOD RETAILING IN AHMEDABAD CITY OF GUJARAT 81
SANJIV KUMAR

18. | MERGERS AND ACQUISITIONS A PREREQUISITE GROWTH STRATEGY FOR INDIAN HEALTHCARE INDUSTRY: A CRITICAL ANALYSIS OF | 85
RANBAXY-DAIICHI ALLIANCE
PREETI SINGH

19. | IFRS: NEED OF PRESENT SCENARIO 87
NEERU RANI

20. | THE ROLE OF LEADERSHIP IN THE GROWTH OF YOUTH OWNED ENTREPRISES IN KENYA: A CASE OF NYERI COUNTY 93
SAMWEL MACHARIA CHEGE & CATHERINE KAIMENYI

21. | INFLUENCE OF UNIVERSITY INCENTIVES FOR CAREER DEVELOPMENT ON LECTURERS’ PERFORMANCE IN PUBLIC UNIVERSITIES IN KENYA 97
DR. JANET N.MANYASI

22. | ENTREPRENEURIAL BEHAVIOUR AND BUSINESS SUCCESS OF SMALL SCALE ORGANIC VEGETABLE FARMERS 102
M.G.P.P. MAHINDARATHNE

23. | DOES ENTREPRENEURSHIP PROGRAMS INFLUENCE BUSINESS PERFORMANCE? AN EMPIRICAL INVESTIGATION OF THE NIGERIA SMEs 107
DR. AKANDE 0.0

24. | VOLATILITY OF INDIAN STOCK MARKET WITH REFERENCE TO CHANGE IN FIl POLICY 2001 112
AMEE |. DAVE & PRIYA D. PARIKH

25. | INFLUENCE OF EMPOWERMENT ON EMPLOYEE PERFORMANCE: A CASE OF PRIMARY SCHOOL TEACHERS’ IN KAKAMEGA CENTRAL | 117
DISTRICT, KENYA
ROBERT K.W. EGESSA & SHITSESWA E. AYUB

26. | THE IMPACT OF HRM PRACTICES IN INDIAN SUGAR INDUSTRY 121
DR. S. SURESH & K. V. MURALIDHARA RAO

27. | RADIO LISTENERS AND ADVERTISEMENTS: AN EXPLORATORY APPROACH 126
IRFAN MUMTAZ K.S.

28. | THE IMPACT OF TOTAL QUALITY MANAGEMENT ON BANKS AND WORKERS PERFORMANCE: A CASE STUDY 128
RAKESH, C & SHABARISHA, N

29. | EXAMINING THE RELATION OF WORK ETHICS TO JOB SATISFACTION AND WORK STRESS IN EMPLOYEES OF PAYAME NOOR UNIVERSITY | 131
CENTRAL ORGANIZATION
BAHAREH SHAHRIARI

30. | FDI AND MULTI BRAND TRADE IN INDIA 136
ASHISH KUMAR
REQUEST FOR FEEDBACK 139

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VOLUME No. 4 (2013), | ssue No. 09 (SEPTEMBER) | SSN 0976-2183

CHIEF PATRON

PROF. K. K. AGGARWAL
Chairman, Malaviya National Institute of Technology, Jaipur
(An institute of National Importance & fully funded by Ministry of Human Resource Development, Government of India)
Chancellor, K. R. Mangalam University, Gurgaon
Chancellor, Lingaya’s University, Faridabad
Founder Vice-Chancellor (1998-2008), Guru Gobind Singh Indraprastha University, Delhi
Ex. Pro Vice-Chancellor, Guru Jambheshwar University, Hisar

FOUNDER PATRON

LATE SH. RAM BHAJAN AGGARWAL
Former State Minister for Home & Tourism, Government of Haryana
FormerVice-President, Dadri Education Society, Charkhi Dadri
FormerPresident, Chinar Syntex Ltd. (Textile Mills), Bhiwani

CO-ORDINATOR,

DR. SAMBHAV GARG
Faculty, Shree Ram Institute of Business & Management, Urjani

ADVISORS

DR. PRIYA RANJAN TRIVEDI
Chancellor, The Global Open University, Nagaland
PROF. M. S. SENAM RAJU
Director A. C. D., School of Management Studies, I.G.N.O.U., New Delhi
PROF. M. N. SHARMA
Chairman, M.B.A., HaryanaCollege of Technology & Management, Kaithal
PROF. S. L. MAHANDRU
Principal (Retd.), MaharajaAgrasenCollege, Jagadhri

EDITOR.

PROF. R. K. SHARMA
Professor, Bharti Vidyapeeth University Institute of Management & Research, New Delhi

CO-EDITOR.
DR. BHAVET
Faculty, Shree Ram Institute of Business & Management, Urjani

EDITORIAL ADVISORY BOARD

DR. RAJESH MODI
Faculty, YanbulndustrialCollege, Kingdom of Saudi Arabia
PROF. SANJIV MITTAL
UniversitySchool of Management Studies, GuruGobindSinghl. P. University, Delhi

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VOLUME No. 4 (2013), | ssue No. 09 (SEPTEMBER) | SSN 0976-2183

PROF. ANIL K. SAINI

Chairperson (CRC), GuruGobindSinghl. P. University, Delhi
DR. SAMBHAVNA
Faculty, I.I.T.M., Delhi
DR. MOHENDER KUMAR GUPTA
Associate Professor, P.J.L.N.GovernmentCollege, Faridabad
DR. SHIVAKUMAR DEENE
Asst. Professor, Dept. of Commerce, School of Business Studies, Central University of Karnataka, Gulbarga

ASSOCIATE EDITORS

PROF. NAWAB ALI KHAN
Department of Commerce, Aligarh Muslim University, Aligarh, U.P.
PROF. ABHAY BANSAL

Head, Department of Information Technology, Amity School of Engineering & Technology, Amity
University, Noida

PROF. V. SELVAM
SSL, VIT University, Vellore
PROF. N. SUNDARAM
VITUniversity, Vellore
DR. PARDEEP AHLAWAT
Associate Professor, Institute of Management Studies & Research, MaharshiDayanandUniversity, Rohtak
DR. S. TABASSUM SULTANA

Associate Professor, Department of Business Management, Matrusri Institute of P.G. Studies, Hyderabad

TECHNICAL ADVISOR.

AMITA
Faculty, Government M. S., Mohali

FINANCIAL ADVISORS

DICKIN GOYAL
Advocate & Tax Adviser, Panchkula
NEENA
Investment Consultant, Chambaghat, Solan, Himachal Pradesh

LEGAL ADVISORS

JITENDER S. CHAHAL
Advocate, Punjab & Haryana High Court, Chandigarh U.T.
CHANDER BHUSHAN SHARMA

Advocate & Consultant, District Courts, Yamunanagar at Jagadhri

SUPERINTENDENT

SURENDER KUMAR POONIA

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VoLUME No. 4 (2013), I ssue No. 09 (SEPTEMBER) I SSN 0976-2183

CALL FOR MANUSCRIPTS

We invite unpublished novel, original, empirical and high quality research work pertaining to recent developments & practices in the areas of
Computer Science & Applications; Commerce; Business; Finance; Marketing; Human Resource Management; General Management; Banking;
Economics; Tourism Administration & Management; Education; Law; Library & Information Science; Defence & Strategic Studies; Electronic
Science; Corporate Governance; Industrial Relations; and emerging paradigms in allied subjects like Accounting; Accounting Information
Systems; Accounting Theory & Practice; Auditing; Behavioral Accounting; Behavioral Economics; Corporate Finance; Cost Accounting;
Econometrics; Economic Development; Economic History; Financial Institutions & Markets; Financial Services; Fiscal Policy; Government & Non
Profit Accounting; Industrial Organization; International Economics & Trade; International Finance; Macro Economics; Micro Economics; Rural
Economics; Co-operation; Demography: Development Planning; Development Studies; Applied Economics; Development Economics; Business
Economics; Monetary Policy; Public Policy Economics; Real Estate; Regional Economics; Political Science; Continuing Education; Labour
Welfare; Philosophy; Psychology; Sociology; Tax Accounting; Advertising & Promotion Management; Management Information Systems (MIS);
Business Law; Public Responsibility & Ethics; Communication; Direct Marketing; E-Commerce; Global Business; Health Care Administration;
Labour Relations & Human Resource Management; Marketing Research; Marketing Theory & Applications; Non-Profit Organizations; Office
Administration/Management; Operations Research/Statistics; Organizational Behavior & Theory; Organizational Development;
Production/Operations; International Relations; Human Rights & Duties; Public Administration; Population Studies; Purchasing/Materials
Management; Retailing; Sales/Selling; Services; Small Business Entrepreneurship; Strategic Management Policy; Technology/Innovation;
Tourism & Hospitality; Transportation Distribution; Algorithms; Artificial Intelligence; Compilers & Translation; Computer Aided Design (CAD);
Computer Aided Manufacturing; Computer Graphics; Computer Organization & Architecture; Database Structures & Systems; Discrete
Structures; Internet; Management Information Systems; Modeling & Simulation; Neural Systems/Neural Networks; Numerical
Analysis/Scientific Computing; Object Oriented Programming; Operating Systems; Programming Languages; Robotics; Symbolic & Formal Logic;
Web Design and emerging paradigms in allied subjects.

Anybody can submit the soft copy of unpublished novel; original; empirical and high quality research work/manuscript anytime in M.S. Word
format after preparing the same as per our GUIDELINES FOR SUBMISSION; at our email address i.e. infoijrcm@gmail.com or online by clicking
the link online submission as given on our website (FOR ONLINE SUBMISSION, CLICK HERE).

GUIDELINES FOR SUBMISSION OF MANUSCRIPT

1 COVERING LETTER FOR SUBMISSION:

DATED:
THE EDITOR
IJRCM

Subject: ~ SUBMISSION OF MANUSCRIPT IN THE AREA OF

(e.g. Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/Engineering/Mathematics/other, please specify)
DEAR SIR/MADAM

Please find my submission of manuscript entitled ‘ ' for possible publication in your journals.

I hereby affirm that the contents of this manuscript are original. Furthermore, it has neither been published elsewhere in any language fully or partly, nor is it
under review for publication elsewhere.

| affirm that all the author (s) have seen and agreed to the submitted version of the manuscript and their inclusion of name (s) as co-author (s).

Also, if my/our manuscript is accepted, I/We agree to comply with the formalities as given on the website of the journal & you are free to publish our
contribution in any of your journals.

NAME OF CORRESPONDING AUTHOR:

Designation:

Affiliation with full address, contact numbers & Pin Code:
Residential address with Pin Code:

Mobile Number (s):

Landline Number (s):

E-mail Address:

Alternate E-mail Address:

NOTES:

a)  The whole manuscript is required to be in ONE MS WORD FILE only (pdf. version is liable to be rejected without any consideration), which will start from
the covering letter, inside the manuscript.

b)  The sender is required to mentionthe following in the SUBJECT COLUMN of the mail:
New Manuscript for Review in the area of (Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/
Engineering/Mathematics/other, please specify)

c)  Thereis no need to give any text in the body of mail, except the cases where the author wishes to give any specific message w.r.t. to the manuscript.

d)  The total size of the file containing the manuscript is required to be below 500 KB.

e)  Abstract alone will not be considered for review, and the author is required to submit the complete manuscript in the first instance.

f) The journal gives acknowledgement w.r.t. the receipt of every email and in case of non-receipt of acknowledgment from the journal, w.r.t. the submission
of manuscript, within two days of submission, the corresponding author is required to demand for the same by sending separate mail to the journal.

2. MANUSCRIPT TITLE: The title of the paper should be in a 12 point Calibri Font. It should be bold typed, centered and fully capitalised.

3. AUTHOR NAME (S) & AFFILIATIONS: The author (s) full name, designation, affiliation (s), address, mobile/landline numbers, and email/alternate email
address should be in italic & 11-point Calibri Font. It must be centered underneath the title.

4, ABSTRACT: Abstract should be in fully italicized text, not exceeding 250 words. The abstract must be informative and explain the background, aims, methods,
results & conclusion in a single para. Abbreviations must be mentioned in full.

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VoLUME No. 4 (2013), I ssue No. 09 (SEPTEMBER) I SSN 0976-2183

5. _: Abstract must be followed by a list of keywords, subject to the maximum of five. These should be arranged in alphabetic order separated by
commas and full stops at the end.

6. _: Manuscript must be in BRITISH ENGLISH prepared on a standard A4 size PORTRAIT SETTING PAPER. It must be prepared on a single space and
single column with 1” margin set for top, bottom, left and right. It should be typed in 8 point Calibri Font with page numbers at the bottom and centre of every
page. It should be free from grammatical, spelling and punctuation errors and must be thoroughly edited.

7. _: All the headings should be in a 10 point Calibri Font. These must be bold-faced, aligned left and fully capitalised. Leave a blank line before each
heading.

8. _: All the sub-headings should be in a 8 point Calibri Font. These must be bold-faced, aligned left and fully capitalised.

9. _: The main text should follow the following sequence:
INTRODUCTION

REVIEW OF LITERATURE
NEED/IMPORTANCE OF THE STUDY
STATEMENT OF THE PROBLEM
OBJECTIVES

HYPOTHESES

RESEARCH METHODOLOGY
RESULTS & DISCUSSION

FINDINGS
RECOMMENDATIONS/SUGGESTIONS
CONCLUSIONS

SCOPE FOR FURTHER RESEARCH
ACKNOWLEDGMENTS

REFERENCES
APPENDIX/ANNEXURE

It should be in a 8 point Calibri Font, single spaced and justified. The manuscript should preferably not exceed 5000 WORDS.

10. _: These should be simple, crystal clear, centered, separately numbered &self explained, and titles must be above the table/figure. Sources of
data should be mentioned below the table/figure. It should be ensured that the tables/figures are referred to from the main text.

11. _:These should be consecutively numbered in parentheses, horizontally centered with equation number placed at the right.

12. _: The list of all references should be alphabetically arranged. The author (s) should mention only the actually utilised references in the preparation

of manuscript and they are supposed to follow Harvard Style of Referencing. The author (s) are supposed to follow the references as per the following:

4 All works cited in the text (including sources for tables and figures) should be listed alphabetically.
4 Use (ed.) for one editor, and (ed.s) for multiple editors.
4 When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc, in chronologically ascending order.
4 Indicate (opening and closing) page numbers for articles in journals and for chapters in books.
4 The title of books and journals should be in italics. Double quotation marks are used for titles of journal articles, book chapters, dissertations, reports, working
papers, unpublished material, etc.
o For titles in a language other than English, provide an English translation in parentheses.
4 The location of endnotes within the text should be indicated by superscript numbers.
PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES:
BOOKS
4 Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.
i Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio" Ohio State University, Nigeria.
CONTRIBUTIONS TO BOOKS
4 Sharma T., Kwatra, G. (2008) Effectiveness of Social Advertising: A Study of Selected Campaigns, Corporate Social Responsibility, Edited by David Crowther &

Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303.
JOURNAL AND OTHER ARTICLES

4 Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," Journal of Urban Economics,
Vol. 21, No. 1, pp. 83-104.

CONFERENCE PAPERS

. Garg, Sambhav (2011): "Business Ethics" Paper presented at the Annual International Conference for the All India Management Association, New Delhi, India,
19-22 June.

UNPUBLISHED DISSERTATIONS AND THESES

i Kumar S. (2011): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra.

ONLINE RESOURCES

i Always indicate the date that the source was accessed, as online resources are frequently updated or removed.

WEBSITES

4 Garg, Bhavet (2011): Towards a New Natural Gas Policy, Political Weekly, Viewed on January 01, 2012 http://epw.in/user/viewabstract.jsp

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/

Vi




VoLUME No. 4 (2013), I ssue No. 09 (SEPTEMBER) I SSN 0976-2183
INFLUENCE OF UNIVERSITY INCENTIVES FOR CAREER DEVELOPMENT ON LECTURERS’ PERFORMANCE IN
PUBLIC UNIVERSITIES IN KENYA

DR. JANET N.MANYASI
LECTURER
DEPARTMENT OF BUSINESS MANAGEMENT
MASINDE MULIRO UNIVERSITY OF SCIENCE & TECHNOLOGY
KENYA

ABSTRACT

This study sought to examine the effect of university incentives on lecturers’ performance in public universities in Kenya. This was based on the Psychological
Contract Theory that holds that employees expect reciprocal relationship and obligation from their employers when they offer superior service. When looked at
from a career development perspective, lecturers expect to be given incentives that will encourage them to undertake further training and development
programmes that will assist them to advance in their careers, improve their performance and embrace additional responsibilities. The study utilized the
Descriptive Survey Design. Data was collected from 328 teaching staff in all the seven public universities in Kenya who had been selected through stratified and
random sampling. Document analysis was also used in triangulating the study. The data was then qualitatively analyzed using frequencies, percentages, means
and standard deviations and quantitatively using Pearson’s Product Moment Correlation Coefficient Test. The study found out that university incentives for career
development positively affected lecturers performance in public universities (r=0.430, p=0.000).The study recommends that public universities should improve the
incentives given to lecturers in order to encourage them to undertake career development programmes.

KEYWORDS

Career Development, Incentives, Lecturers’ performance.

INTRODUCTION

ncreased competition in the globalised business environment has augmented the demand for skilled, innovative and qualified human resources, capable of

giving firms a competitive advantage. According to Baruch (2004), it has become imperative for organizations to seriously examine how they manage their

employees as well as planning and managing their careers. This concern has arisen from the need to curb staff turnover by talented employees as well as
distinguish the firm as a caring employer in an effort to gain and maintain a competitive edge.
Career development has been identified as a means of helping organizations to tap into their wealth of in-house talent for staffing and promotion by matching
the skills, experience and aspirations of individuals to the needs of the organization (Kapel and Shepherd, 2004; Kaye, 2005). Extensive research has been
carried out in a bid to unearth the extent to which an organization can support career development initiatives for its employees. Such research has focused on
the extent to which such practices foster organizational effectiveness (Appelbaum, et al, 2002) and result in job satisfaction among employees. Other scholars
have focused on the extent to which such practices encourage employee commitment (Purcell and Hutchinson, 2007).
The focus with which an organization puts a premium on career development has tended to differ from one organization to another. Whereas Career
development results in the organization attracting and retaining talented employees, creation of a human capital pool that will create value (Katono, 2010; Lee
and Bruvold, 2003) and ensure a competive advantage as well as long term organizational growth (Thite, 2001; Kulivasaechana, 2006), organizations differ in the
manner in which they support such initiatives. In the higher education sector, career development has been a major theme in most strategic plans of various
universities in the world.
Because higher education is of paramount importance for economic and social development of any nation, considerable interest has been generated in
analyzing the extent to which graduates of universities are equipped with knowledge and skills required for positions of responsibilities in government, business
and professions (World Bank, 1994). The quality of the graduates depends on various factors such as availability of teaching and learning resources, duration
and content of courses undertaken and qualification and experience of lecturers among other factors. Of these determinants of quality university education, the
qualifications and experience possessed by the lecturers as resource persons is of paramount importance (Chacha, 2004, Kadenyi, Onsongo and Njuguna, 2010).
In an effort to improve the quality of their teaching staff, universities have designed human resource development policies that have incorporated career
development as one of the pillars of creating and sustaining a competitive human resource pool. In Kenya, most public Universities have career development
programmes as part of their plans and mandate (Chacha, 2004). With the realization that most teaching staff do not have a PhD degree compared to many sub-
Saharan countries (Lewa, 2009), these Kenyan Public Universities have encouraged their members of the teaching staff to undertake further studies as well as
other career development initiatives. Some universities do finance such initiatives (Kinyanjui, 2007). In this study, the term lecturer was used to connect all
teaching staff in the universities.

LITERATURE REVIEW

According to the Psychological Contract Theory, employees have expectations that the employer will reciprocate by giving them fair treatment and meeting
other commitments when they offer superior service (Armstrong, 2006). This unwritten expectations, though not part of a formal employment contract plays a
major role in determining employee turnover intentions as well as their perception of the work environment (Rousseau, 2001, Dabos and Rousseau, 2004)

From a career development perspective, they expect that the employer will avail career development programmes as well as finance these career development
initiatives. They will therefore give superior service to the employer if they feel the employer is making an effort towards meeting such expectations. According
to Bartlett (2001), employees view career development as a benefit that accrues to them from their employment relationship. In return, they will offer the
employer loyalty, commitment and requisite effort needed to attain organizational goals.

Career development programmes differ from one profession to another. Whereas some may require long periods of academic and professional learning leading
to academic or professional qualifications, others involve participants in a given field regularly meeting to exchange ideas on how to tackle challenges they face
in performing their duties in various industries. The expected result of such initiatives is improvement in employees’ performance. Scholars have advanced
different measures to connote employee performance. There are those who view it in terms of one’s achievements in relation to objectives, level of
competence or employees’ day to day effectiveness (Armstrong 2006; Compton, 2005) .Others such as Cole (2002) and Kiriri and Gathuthi (2010) view it in terms
of quality of work, meeting organizational objectives, regular attendance, knowledge of work and leadership among others. There is however agreement on the
positive effect of career development on employee performance (Kamoche et al, 2004; Baniya, 2004; Maher, 2009).

University Lecturers are expected to undertake training and development programmes to enhance their relevance and boost their effectiveness in research,
teaching and execution of responsibilities. Research shows that continuous and systematic training and development enables one to perform present and
future duties and responsibilities in a better manner (Olaniyan and Ojo, 2008; Kibet et al, 2010). Lecturers’ performance in Public Universities can be measured
in terms of effectively teaching allocated work loads, attendance of learned conferences, publication of books and journal articles, furtherance of academic and
professional qualifications as well as monitoring students (Kiriri and Gathuthi, 2010).
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Just like for other employees, various factors will determine the extent to which the lecturers will undertake career development initiatives. Some of these
include availability of time, resources and institutions to offer such initiatives, willingness of employees to engage in the exercise, institutional support for the
exercise, benefits expected to accrue from undertaking such an exercise among others.

Incentives given to lecturers to undertake career development programmes can be monetary or non monetary in nature. Monetary incentives include
expectations of salary increases, payment of partial of full fees for the studies to be undertaken, payment of subsistence expenses during the career
development exercises among others. Non monetary incentives includes expectations of promotion challenging work, increased responsibility, enhanced status
or autonomy. Research by Kim (2005) and Benson (2006) shows that internal promotion given after successful completion of career development programmes
such as advanced training results in enhanced loyalty, commitment and extra effort by employee since he/she feels appreciated. Monetary rewards also
improve one’s performance of duty (Dessler, 2005). However, it is unclear which type of incentives, whether monetary on non monetary, leads to the greatest
push for career advancement among public university lecturers. This study therefore sought to examine this phenomenon.

STATEMENT OF THE PROBLEM

Kenyan Public Universities have encouraged their teaching staff to undertake further studies, participate in conferences as well as conduct research and publish
their findings in refereed journals. This has been done to ensure that their lecturers, as generators and disseminators of knowledge are skilled, competent and
prized reservoirs of knowledge that will give them a competitive advantage.

Despite this effort, studies show that research, conference presentations and publishing by Kenyan Public Universities’ lecturers have been dropping (Chacha,
2004). According to Lewa (2009), most of them do not also have a PhD degree as their highest academic qualification yet they are meant to be the leaders and
mentors of others. This scenario has been attributed to various factors such as increased student enrolment hence higher workload, low teaching staff levels
and insufficient funding for career development and research due to low budgetary funding by the Government (Kiriri and Gathuthi, 2010; Kinyanjui, 2007). This
is despite the fact that funding for career development plays a major role in motivating employees to undertake career development programmes.

This paper therefore sought to establish the influence of university incentives for career development on lecturers’ performance in public universities in Kenya.

STUDY OBJECTIVES

The study was guided by the following objectives:

(i) Establish the various incentives given to lecturers to encourage them to undertake career development programmes.

(ii) Identify the career development programmes undertaken by lecturers in public universities in Kenya.

(iii) Examine the influence of university incentives for career development on lecturers’ performance in Public Universities in Kenya.
STUDY HYPOTHESES

Hol There is no relationship between monetary incentives for career development and lecturers’ performance in public universities.
Ho2 There is no relationship between non monetary incentives for career development and lecturers’ performance in public universities.
Ho3 There is no relationship between university incentives for career development and lecturers’ performance in public universities.

METHODOLOGY

The study was carried out using the descriptive survey design. Data was collected from all Public Universities in Kenya where a sample of 351 lecturers was
chosen to participate in the survey. The sample was chosen through stratified and random sampling to ensure each cadre of the university teaching staff was
represented in the sample. Questionnaires were the main data collection tool although document analysis of the universities’ strategic plans and human
resource management policies were also analysed to triangulate the study. The questionnaires were subjectet to reliability and validity tests where Cronbach
Alpha coefficient tests were done as we as expert opinion on the constructs, was sought. The Cronbach Alpha coefficient of 0.885 for the items showed high
reliability of the instrument.The data was then qualitatively and quantitatively analyzed using means, standard deviations, frequencies, percentages and
Pearson’s product moment correlation coefficient tests.

FINDINGS

Out of the 351 questionnaires that were administered to lecturers in public universities, 328 were filled and returned, representing a 91.9% response rate. From
the responses, a majority of the respondents were male (65.5%) aged between 30 and 40 years (49.9%) and held the position of either Assistant lecturer or
tutorial fellow (35.7%). Most of them had a Masters degree as their highest academic qualification as seen in Table 4.1.

TABLE 4.1: DEMOGRAPHIC CHARACTERISTICS OF RESPONDENTS

Characteristics N =328 Frequency %
University Kenyatta 50 15.24

Masinde Muliro 40 12.70

Moi 49 14.90

Nairobi 50 15.24

Maseno 46 14.02

Jomo Kenyatta 44 13.41

Egerton 49 328 14.94 100
Gender Male 216 65.9

Female 112 328 34.1
Age Below 30 years 76 23.2

30 —40 years 162 49.4

41050 years 61 18.6

Above 50 yers 29 328 8.8 100
Highest Academic qualification (Degree | Bachelors 64 19.5

Masters 170 51.8

PhD 94 28.7 100
University Teaching Experience Below 5 years 158 48.2

6 —10 years 95 29

11 -15 years 47 14.3

Above 15 years 28 328 8.5 100
Designation Graduate Assistant 42 12.8

Assistant lecturers/ Tutorial fellow

Lecturer 117 35.7

Associate Professor 107 32.6

Professor 30 11.9

16 4.9
7 328 | 2.1 100

Source: Research study, 2012
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The study also found out that lecturers in Public Universities are encouraged to undertake further studies and other career development initiatives. Among the
career development programmes that were embraced by these institutions for their teaching staff included pursuit of higher academic qualifications,
attendance of conferences, workshops and seminars, presentation of research findings in such conferences, workshops and seminars, publication of books or
papers in refereed journals and engaging in consultancy services in their fields of specialization.

The study also found out that Public Universities had human resource policies that encouraged academic staff to undertake career development initiatives. A
majority of the respondents were in agreement that both monetary and non monetary incentives are given by the institutions to encourage the lecturers to
undertake career development programmes. This was confirmed by 133 (40.5%) and 106 (32.3%) of the respondents who strongly agreed and agreed
respectively with the statement on the issue as seen in Table 4.2.

TABLE 4.2 RESPONSES BY LECTURERS TO STATEMENTS ON MONETARY AND NON MONETARY INCENTIVES GIVEN FOR CAREER DEVELOPMENT BY PUBLIC UNIVERSITIES

STATEMENT SA A FA D SD Mean | S.D
f (%) f (%) f (%) f (%) f (%)

1. Monetary

*Academic staff of my university who successfully undertake further studies are 133 106 34 39 16 3.92 1.192

given salary increment. (40.5) (32.3) (10.4) (11.9) (4.9)

*Money for subsistence to lecturers attending conference, workshops and seminars
118 174 (53) | 17 15 4 4.18 0.844
(36) (5.2) (4.6) (1.2)

* The scheme of service for academic staff has monetary incentives for attainment 74 187 35 22 10 3.89 0.931

of higher academic qualifications (22.6) (57) (10.7) (6.7) (3)

My university pays fees (partial/full) for those undertaking further studies. 150 159 04 15 0 4.35 0.727
(45.7) (48.5) (1.2) (4.0) (0)

2. Non-Monetary Incentives

* Academic staff who successfully undertake career development programmes are

given additional responsibilities eg. Head of Department 97 125 64 28 14 3.80 1.087
(29.6) (38.1) (19.5) (8.5) (4.3)

* Academic staff in my university who successfully complete further studies are

promoted to the next grade. 90 145 44 44 5 3.83 1.027
(27.4) (44.2) (13.4) (13.4) (1.5)

* My university prioritizes internal appointments & promotion based of successful

completion of career development programmes. 99 162 45 22 0 4.03 0.842
(30.2) (49.4) (13.7) (6.7) (0)

* My university gives opportunities to members of academic staff to be on leave 81 157 50 35 5

when undertaking career development programmes. (24.7) (47.9) (15.2) (10.7) (1.5) 3.84 0.969

Source: Research study 2012

According to the findings of the study, additional responsibilities and promotions given to academic staff are also primarily pegged on successful completion of
career development programmes. This was confirmed by 90 (27.4%) and 145 (44.2%) of the respondents who strongly agreed and agreed respectively with
statements on the issue.
In general, the study identified salary increments, scholarships, partial fee payment and subsistence allowances as the monetary incentives given to lecturers
who undertake career development programmes. It also identified promotions, additional responsibilities and opportunities to be on leave or off duty when
undertaking these programmes as the non monetary incentives given for those undertaking career development.
The study found out that career development programmes incentives had improved lecturers performance. This performance was seen in terms of effective
teaching of allocated work, conference attendance, conference paper presentation and publishing in refereed journals, book publishing and mentoring as shown
on Table 4.3.

TABLE 4.3: EFFECT OF INCENTIVES FOR CAREER DEVELOPMENT ON LECTURERS’ PERFORMANCE

STATEMENT SA A FA f D SD Mean | SD
f (%) f (%) (%) f (%) f (%)
Career development incentives motivate me to teach allocated work leads 192 127 4 3 2 4.54 0.634
effectively (58.5) (38.7) (1.2) (0.9) (0.6)
| have attended one learned conference / workshop/seminar this year due 119 132 16 47 14 3.90 1.167
to university incentives (36.3) (40.2) (4.9) (14.3) (4.3)
I have presented a paper at an academic conference this year due to 102 79 (24.1) | 40 (12.2) 92 (28) 15 3.49 1.309
university incentives (31.1) (4.6)
I have had my paper published in a refereed journal this year due to 77 93 29 (8.8) 98 31 3.27 1.354
university incentives (23.5) (28.4) (29.9) (9.5)
| have published a book/book chapter this year due to university incentives 63 53 34 (10.4) | 125 53 2.84 1.392
(19.2) (16.2) (38.1) (16.2)

Source: Research study, 2012
Although most of the respondents had attended learned conferences, workshops and seminars and presented papers there, only almost half of them had
published papers in refereed journals. Also, only 35.4% of the respondents had been motivated by the monetary and non-monetary incentives to write books or
book chapters.
The study then tested the three null hypotheses that had been formulated at the beginning of the study. The results are presented on table 4.4.
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TABLE 4.4: RESULTS OF PEARSON’S’ PRODUCT MOMENT CORRELATION TESTS ON THE RELATIONSHIP BETWEEN INCENTIVES FOR CAREER DEVELOPMENT AND
LECTURERS’ PERFORMANCE

Lecturers’ performance Decision
Monetary Incentives Pearson’s correlation 0.345
Sig. (2 tailed) 0.000 Reject Ho;
N 328
Non Monetary Incentives Pearson’s correlation 0.410
Sig. (2 tailed) 0.000 Reject Ho,
N 328

Incentives for career
Development

(monetary & non monetary) Pearson’s correlation 0.430 | Reject Hos
Sig. (2 tailed) 0.000
N 328

Source: Research study, 2012
Based on the results of the Pearson’s Product Moment Correlation Coefficient tests, all the null hypotheses for the study were rejected. This led the study to
conclude that:
1. There is a positive relationship between monetary incentives for career development and lecturers performance in public universities in Kenya (r = 0.345).
2.  Thereis a positive relationship between non monetary incentives for career development and lecturers’ performance in public universities in Kenya.
3. Thereis a positive relationship between university incentives for career development and lecturers’ performance in Public Universities in Kenya.

DISCUSSIONS

The findings of the study indicate that a majority of the university lecturers’ are Masters’ degree holders yet the international standards call for them to be PhD
degree holders. This necessitates the need for the emphasis on career development initiatives in these institutions. The findings also pointed to a scenario of
gender imbalance in the composition of the teaching staff that called for the implementation of affirmative action.

The findings of the study showed that non monetary rewards were more strongly correlated to lecturers’ performance (r = 0.410) than monetary rewards (r =
0.345). This indicated that lecturers put a higher premium on non monetary incentives such as being given additional responsibilities, getting promotions, and
being recognized that on just getting a salary increment or other monetary incentives. This is based on the realization that non monetary incentives have more
long lasting effects than monetary rewards .Overall, the study found out that university incentives for career development positively influences lecturers’
performance in Public Universities in Kenya (r = 0.430). The findings of this study are similar to those of earlier studies by Khan, Farook and Ullah (2010) done in
the banking sector in Pakistan. These earlier studies concluded that organizational incentives positively influenced employee performance.

CONCLUSIONS

Based on the findings of the study, the study concluded that university incentives for career development positively, influenced lecturers’ performance in public
universities in Kenya. Non monetary incentives that were given to lecturers who successfully undertook career development initiatives had a greater influence
on lecturers’ performance than monetary incentives.

RECOMMENDATIONS

The study recommends that:

(i) Universities should avail monetary and non monetary incentives for career development to their teaching staff to encourage superior performance
from them.

(ii) Universities should allocate resources for holding conferences, workshops and funding further studies of its staff to encourage more lecturers to
participate in career development programmes.

(iii) Affirmative action should be undertaken to encourage women to undertake further studies as well as to be employed as teaching staff in public
universities.

LIMITATIONS

This study covered only the public universities in Kenya. As a result their findings may not be applicable to private universities or constituent colleges of these
public universities. The low value of the correlation between incentives for career development and employee performance shows that there are other factors
apart from incentives which influence lecturers’ performance.
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