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ABSTRACT
The research aimed at evaluating the effect of management remuneration on the financial performance of public listed companies in the Nairobi Securities Exchange. The research adopted quantitative research method, and secondary data to answer the research questions. The target population of the research study were companies listed in Nairobi securities exchange. Stratified and criterion sampling were utilised in sampling of 24 companies that were incorporated in the study. Stratification occurred along the industry category under which the companies were listed, and criterion sampling was used to identify company with the required secondary data that met criteria of selection. The secondary data was collected from the companies’ websites and annual financial reports of between 2016 and 2018. Data on management remuneration measured through salary, benefits, bonus, shares and allowances as the independent variable, and financial performance measured as ROA and ROE as the dependent variable were collected. The data was analysed using Stata statistical software. The data was exposed to both descriptive and inferential analysis (Spearman correlation analysis). From the analysis, the financial performance (ROA and ROE) was found to differ from company to company in the three years evaluated. In the three years, average annual ROA and ROE decreased from 3.5 and 0.113 to 3.1 and 0.068 respectively. Management remuneration measures also differed from company to company with salary (all companies) and benefits (83.3%) being the most utilised. Bonus was the only management remuneration strategy that significantly correlated with ROE (r value= 0.4737) and ROA (r value= 0.3941). Bonus was identified as the best predictor of financial performance of the organisations listed in NSE. It is thus recommended that organisations to leverage bonus to improve overall financial performance. 
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[bookmark: _Toc78067493]CHAPTER ONE
[bookmark: _Toc78067494]INTRODUCTION
[bookmark: _Toc78067495]Background of the Study
This study was intended to determine the effect of management remuneration on the financial performance of selected public companies listed in the Nairobi securities exchange. Management remuneration is one way of providing incentive to the employees to work objectively towards the overall goal of the organisation (Bach, 2009). On the other hand, financial performance is one of the components that is used to measure the performance of organizations (Upadhaya et al., 2014) that include sales growth, return on assets, return on investment, return on equity, annual income, profitability, market share, share prices among other variables ( Ongore & Kusa, 2013; Smirnova & Zavertiaeva, 2017). Public companies are companies that are listed in the stock exchange whose shares are freely traded, and ownership is distributed through public shareholders. Securities exchange refers to facilities where traders and stockbrokers buy and sell securities (Karmel, 2005). Nairobi securities exchange is the only listed stock exchange market in Kenya (Omondi & Muturi, 2013). 
The business environment has changed due to technological innovation and globalisation which have increased the number of multinational companies (Audretsch et al, 2014). Even so, opening of the international markets have also opened doors for competition of local market from multinational organizations. Recruiting and retaining
63

highly qualified personnel in the different organization’s position is one of the strategies adopted by many organizations in remaining competitive in the market. The human resource management ensures that the organization maximizes the potential of human resource that it has and lowers the overall cost of services delivery as well as ensure improvement of the performance of the organization (Paillé et al., 2014; Rothenberg et al., 2017). High work performance practices within the organization such as compensation, training, and knowledge management play a crucial role in the overall organization performance and success (Latorre et al., 2016; Masum et al., 2016; Van De et al., 2015).
[bookmark: _Hlk25262413]This study aimed to evaluate the relationship between the management remuneration and financial performance of public listed organizations. Financial performance is one of the components used to measure the performance of organizations (Upadhaya et al., 2014). The financial performance measures include sales growth, return on assets, return on investment, return on equity, annual income, profitability, market share, share prices among other variables ( Ongore & Kusa, 2013; Smirnova & Zavertiaeva, 2017). The market share identifies the size of markets that are controlled by products of the organisation. Sales growth is associated by higher number of products or services being bought and can lead to increased income and profitability of the company (Margaritis & Psillaki, 2010). The share prices also determine the performance of the organisation for the public listed companies. Companies that perform better with higher returns records increase in share prices. Share prices can be used to measure the financial performance of the organisation. Return on asset assesses the earning of the company relative to the assets that it owns. It assesses efficiency of the organisation in utilising assets hence an important financial performance measure (Tian et al., 2016). Return on investment refers to the ratio between profit and cost of investment. The higher the ratio the higher the performance hence important in measuring organisation financial performance (Ameer & Othman, 2012). 
[bookmark: _Hlk25261646][bookmark: _Hlk25261661]Management remuneration is one way of providing incentive to the employees to work objectively towards the overall goal of the organisation. Remuneration refers to the way through which the organization rewards employees for their contribution to the organization and facilitate meeting of organization’s goals (Bach, 2009). Management remuneration encompasses salary, benefits, and rewards that the top management employees receive due to the work that they undertake in the organization. It can also include benefits that families of the employees receive from the organization (Jaafar et al., 2012). Grissom and Mitani ( 2016), and Bussin ( 2015) identified that salary is important in employees’ performance. Salary refers to the regular payment that the employee gets for the services rendered. Amount of salary paid is stipulated on the contract agreement between the employer and employees that is legally binding. It forms an important part of the remuneration of the employees thus understanding its contribution to financial performance is crucial. 
Various studies have assessed the importance of rewards on the organisation. They include Nujjoo and Meyer (2012), who evaluated reward importance on South African companies, Schlechter, Thompson, and Bussin ( 2015) who evaluated non-financial rewards of workers from UK, USA, Zimbabwe and South Africa, Sajuyigbe, Olaoye and Adeyemi ( 2013) accessed rewards importance in Nigerian manufacturing companies , and Shields et al. (2015) who evaluated the extrinsic and intrinsic remunerations that are used to motivate employees. Rewards were found to be crucial in motivating increased performance by the management which has positive impact on the overall performance of the organization. 
[bookmark: _Hlk4936534][bookmark: _Hlk4936469] Bonus refers to the rewards that an employee is provided above the normal salary for an achievement or performance. Bonus varies with time and depends on which type of bonus the employee receives. Bonus can be an important component for employee motivation and thus assessing its relation with the organization performance is crucial (Sandhya & Kumar, 2011). Benefits on the other hand, refers to the payment that people are entitled to due to advantage or profit gained during their course of work. The benefits available to employee vary from organization to organization thus forms an important part of employee motivation (Shields et al., 2015). Shares is one of the equity-based remuneration that employees receive in exchange for the services that they offer to the organization. With its increased use in the corporate world, shares form an important component of identifying how it influences the financial performance of the organization (Whitfield et al., 2017). 
The different type of remuneration can have different impacts on the performance of the organisation. The remuneration can impact other components of human resource such as turnover intentions, job satisfaction, organizational stress, conflict resolution, employee wellbeing among other areas (Cao et al., 2013; Terera & Ngirande, 2014). Motivational oriented human resource management practices may influence the performance of the employees and the long-term sustainability of the organization (Ahammad et al., 2015). 
 There are various policies set at country level and organisation level that relates to management remuneration. Even so, the development of an effective management remuneration system has been a point of contention due to different perspective of the different organisations’ stakeholders (Tian et al., 2016). Shareholders wish to have high returns on investment and seek to have a compensation management plan that maximize their returns (Grosse et al., 2017). The management, however, would wish to maximize on their utility without considering shareholders’ returns unless a disciplinary measure that facilitates maximizing of shareholders return exists. Adopting efficient management remuneration thus play an important role in improving the overall performance of the organization. To achieve this, the different remuneration offered by the organisation have to be evaluated and their effect on the financial performance of the organisation assessed (Jaafar et al., 2012; Lee & Isa, 2014). 
The research is supported agency theory that evaluates the influence of management remuneration on the performance of the organisation. Agency theory assumes that the interests of employees and employer are different. The theory aim to identify the difference  of interest and ways through which they can be harmonized (Johnson & Droege, 2004). Principal and agent interests aligning is considered to be more effective when utilising incentive compared to other methods such as monitoring (Fong & Tosi, 2007). Donaldson and Davis (1991) using agency theory identified that the remuneration influence aligning CEO interest with that of shareholders and leads to better perfomance of the orgnaisation. The agency theory can provide an important framework of management remuneration for an orgnaisation (Kang et al., 2006; Pepper & Gore, 2015; Wasserman, 2006). The theory can thus facilitae evaluating how the management remuneration package is associated with the financial perfomance of the organisation. 
There are various factors that are considered to impact the financial performance of the organization when considering the global business environment. Remuneration of the employees is considered one of the factors that influence the financial performance of the organization (Saeidi et al. 2015). The research aims to ascertain if management remuneration is a motivational factor for the improvement of the financial performance of an organisation in the Iranian manufacturing and consumer products sectors. Previous studies have shown a positive correlation between the management remuneration and financial performance of the organization (Ahammad et al., 2015; Scholtz & Smit, 2012; Shields et al., 2015; Zameer et al., 2014). Scholtz and Smit (2012) evaluated the asscoiation between short term executive compensation with company performance using the context of south Africa companies which was reported to be significant assocation. Zameer et al., (2014) on the other hand evaluated in the influence of employees motivation through remuneration on the performnce of employees and organisation using the case of Pakistan. Motivation was found to be an important factor that has effect on perfomance. Nyberg et al. (2016) evaluated the insurance company in the United States of America, reported a positive correlation between employee  remuneration  that is merit pay and bonus on employee and organisation perfomance. De Gieter and Hofmans (2015) in evaluating of the Belgian financial institution reported that reward satisfaction  influence perfomance of organisation. 
There are also research that have been undertaken in Africa and East africa on the effect of remuneration on financial perfomance. Lee and Isa (2014) identified that management remuneration has a positive correlation with the organisation performance when evaluating the case of Malaysian banks. Vincent et al. ( 2020) reported that the financial and non-financial remuneration is positive and significant influence on employee and organisation performance. The study was undertaken based on private secondary school in Uganda. Lotto and Kakozi ( 2019) undertook research study in Tanzanian banks, and found that incentive packages of management remuneration had positive and significant impact on the financial performance of the organisation. 
 Even so, the research studies have been undertaken in different countries evaluating the relationship between management remuneration and financial performance. Due to the wide nature of financial performance, the effect of management remuneration on a specific component of the financial performance would be crucial in informing decisions of improving the overall performance of organizations. Therefore, the study assessed the effect of management remuneration on the financial performance of selected public companies listed in the Nairobi securities exchange. 
[bookmark: _Toc78067496]A situation analysis of the study
[bookmark: _Hlk27132590]In Kenya, economy development and other business operation environment factors have increased the number of companies that have gone public through initial public offering strategies. For the company to go public, they are guided by Companies Act, the Capital Markets Act and the Capital Markets (Securities) (Public Offers, Listing and Disclosures) Regulations 2002. Capital Markets Authority (CMA) that is formed under the Capital Markets Act and regulation is mandated to moderate IPO in Kenya and solve any issues that are associated with the process. CMA is also mandated to formulate guidelines that moderates the governance practices by the public listed companies (Rambo, 2013). The CMA regulations also provided formation and operation of Nairobi Stock Exchange (NSE), identifies the process of organisation listing on the platform and moderation of trading to lower risks  for the investors (Gakeri, 2012). 
The Nairobi Stock Exchange market has provided a platform for listing the companies that have gone public (Kemboi & Tarus, 2012). The operation of the companies has become very competitive and improving performance would ensure sustainability in operation and gaining competitive advantage in the market (Olweny & Omondi, 2011). There are 65 listed companies in NSE as of 2019. The performance of the market has been fluctuating over the years. As of 1994, NSE market capitalisation was Ksh 137 Billion which reduced to Ksh 83.3 Billion in NSE20 (Rambo, 2013;Mbugua, 2011).  As of 2019, the market capitalisation of NSE stood at Ksh 2,444 billion that point to the increase in capitalisation and performance of the listed companies. 
[bookmark: _Toc78067497]Statement of the Problem
Ideally, management motivation is expected to influence the employee’s performance which result in improvement of the overall performance of the organisation. The management remuneration theoretically is expected to have a similar effect on the organisation and individual employees’ performance. Therefore, understanding the type of management remuneration utilised by organisation is crucial. However studies undertaken in different parts of the world including South Africa, Nigeria, Britain, and Norway on the relationship between management remuneration and organisation performance found different association, with some reporting positive correlation (Al-Najjar, 2017; Deysel & Kruger, 2015; Harper & Jin, 2016; Jaafar et al., 2012; Luo & Jackson, 2011) while others found no significant relationship (Bussin & Modau, 2015; Kirsten & Du Toit, 2018; Lindström & Svensson, 2016). Therefore, need to undertake research in the Kenyan context to assess the remuneration types utilised and their financial performance. In addition, there is detailed explanation of the remuneration association with financial performance. Different research has identified different remuneration type that best explain the impact on financial performance in other parts of the world. It is therefore prudent to assess the remuneration that most effectively explain financial performance in the context of Kenya. 
There are studies undertaken in Kenya evaluating the relationship between management remuneration and financial performance (Erick et al., 2014; Nyaribo & Nyakundi, 2016; Ongore & K’Obonyo, 2011; Ongore & Kusa, 2013). Even so, the research identified existence of research gaps. The research undertaken in Kenya on the relationship between management remuneration and organisation financial performance focused only on one industry at a time (Erick et al., 2014). The finding may not be applicable to other industries. Nyaribo and Nyakundi (2016) evaluated the association non financial compensation and employees perfomance focusing on the case study Wakenya Pamoja Sacco. The authors recognised need to undertake research to consider other industries in assessing the association between non-financial compensation and employee perfomance. Ongore and K’Obonyo (2011) evaluated the association between organisation ownership structure and management discretion and firm financial peraformance. The research however conclude that organisation board had no value to organisation performance. The manager was reported to play an important role in the perfomance of the organisation (Ongore & K’Obonyo, 2011). Therefore, need to evaluate whether the management remuneration is a factor influencing  organisation perfomance. 
Although similar research has been undertaken in other countries, there is differences in social and legal structures, and economic performance history as compared to Kenya which may result in difference in correlation between management remuneration and financial performance. Therefore, the finding of the other countries may not be applicable in the context of Kenya. There was thus need for research to be undertaken in the context of public listed company to evaluate the relationship between management remuneration and financial performance. 
[bookmark: _Toc78067498]Research Questions
I.	What is the level of management remuneration of the selected public listed companies in the Nairobi securities exchange from 2016 to 2018 in terms of salary, benefits, bonus and shares?
II.	What is the level of financial performance of the selected public listed companies in the Nairobi securities exchange from 2016 to 2018 as measured by the return on assets and return on equity?
III.	Is there a significant effect of management remuneration on financial performance of the selected public listed companies in the Nairobi securities exchange?
IV.	Which management remuneration measures are the best predictors of financial performance of companies listed in the Nairobi securities exchange market?
[bookmark: _Toc78067499][bookmark: _Hlk528320203]Hypothesis
The study was guided by the following hypothesis: 
[bookmark: _Hlk14881421]H0 Management remuneration strategies has no significant influence on the financial performance of public companies listed in the Nairobi securities exchange
[bookmark: _Toc78067500]Significance of the Study
The research output has significant in the body of knowledge as it contributed to the body of literature on effects of management remuneration on the financial performance of companies. It also contributed to the identification of types of remuneration measures used by organisation and their correlation with financial performance. The study contributed to the body of research using secondary data in evaluating the association between remuneration and financial performance, which aim to complement the literature available on the use of primary data. The study importance also incorporates the use of empirical finding in presenting the effect of remuneration on performance of public listed companies. 
The study also was beneficial to the stakeholders such as shareholders, policy makers, and organisation management. For policy makers, the research provided background information on association between management remuneration and financial performance that facilitate making informed decision when formulating policies. The organisations management benefited from information on whether remuneration motivates performance, and how the strategy of management remuneration is utilised by different listed organisation in Kenya. Management also benefits by getting supporting facts to guide their decision making that improve financial performance of public listed companies. Shareholders also get an understanding on how management remuneration is utilised by the management and the different types of remunerations adopted. The research was not a replication of any study that has been done before. The undertaking facilitated availing information that can be used in comparing the management remuneration impact on financial performance in Kenya as compared to other countries such as South Africa where similar research has already been undertaken. 

[bookmark: _Toc78067501]Justification of the Study
The research was undertaken to fill an existing gap on the effect of management remuneration on the financial performance of a company. From previous studies, the findings and conclusion made were different and contradicting. Some findings were positive (Harper & Jin, 2016; Li & Singal, 2018) and while others (Lindström & Svensson, 2016) found no relationship on the role of management remuneration on financial performance of a company. This research aims to present more findings on evaluating the relationships and provide more clarity. Undertaking the research provided an overview of employees’ perception of the effect of remuneration on the financial performance of companies listed in the Nairobi security exchange market. The information thus can be used in improving the performance of the companies and making informed decision in the adoption of management remuneration strategies in improving the organization financial performance. Furthermore, the research compared the effect of remuneration on the financial performance of public listed companies in Kenya with companies from other countries based on research undertaken.
[bookmark: _Toc78067502]Theoretical and Conceptual Framework
[bookmark: _Toc78067503]Theoretical
There are many theories that can be used for the basis of comparing the relationship between management remuneration and the financial performance of public listed companies. The research is based on agency theory that explains the relationship between the principals and the agents of a business and its influence on the performance of the business. The principal of a business are the shareholders and the management (executive) are the agents who are employed to work for the interest of the owners (Lindström & Svensson, 2016). Creating a good relationship between the executive and the owner of an organization is crucial to the overall performance of the business. The principal aim of an effective human resource management is to ensure that executive work to meet the interest of the owners. Compensation is one of the ways organisations’ owners aim to achieve effective human resource. However, developing a compensation framework that leads to increase in return on investment have been a problem. The problem is because in practice executive or management control most of the issues associated with the company. Discerning if management remuneration such as benefits, salary, shares and bonus influence return on investment is one step toward developing framework that increases management incentive to work (Depken et al. , 2013). This research thus aimed to enhance principal agency relationship by assessing the effect of management remuneration on the financial performance to identify the most efficient remuneration strategies that improve the overall business performance.
The research was also guided with expectancy theory which postulates that motivation makes people make a choice between different set of behaviours (Bender, 2007). According to Suciu et al.( 2013) , expectancy theory posits that people  are motivated to behave in a ways that leads to production of the desired  outcomes.  Therefore, it is crucial for the motivation factors of employees to be evaluate and the impact of the outcome of the motivation on the performance of the organisation. This is because the research aimed at evaluating the relationship of remuneration on the financial performance of the organisation, thus assessing if management remuneration measure are motivation factors to improvement of organisation financial performance. 

[bookmark: _Toc78067504]Conceptual Framework
The chart below summarizes the research concept. In the research, management remuneration indicators were considered as the independent constructs which included salary, benefits, bonus, and shares. According to Prouska et al. (2016) and Shields et al. (2015) salary, benefits, bonus, employee performance shares payment, and shares were important management remuneration measures. The financial performance was considered as the dependent variable as it is influenced by the management remuneration. Ameer and Othman (2012) reported that return on assets (ROA) and return on equity (ROE) were important measure of financial performance of an organisation. Therefore, the variables for the dependent variables included return on assets (ROA) and return on equity (ROE). 
Independent Constructs
Dependent variable

· Financial performance
· [bookmark: _Hlk4935623]ROA
· ROE

· Management Remuneration
· [bookmark: _Hlk536178673]Salary
· Benefits
· Bonus
· Shares
· Employee performance shares payment


[bookmark: _Toc77888786]Figure 1. The conceptual framework of the research.
Effective management remuneration plays an important role in motivating the employees and the organisation to work in unison towards the targeted goals. According to agency theory, the executive is motivated to maximise their benefit utility and if it is linked with organisation performance it would lead to improvement of organisation performance. Therefore, there is need to evaluate which of the management remuneration measures has effect on the organisation performance. Employee motivation cuts down on operation costs and in turn influence improved performance that can be reflected on the financial performance of a company (Shin & Konrad, 2017). Thus, there is possibility of the existence in relationship between the independent and dependent variables which the research aims to evaluate. 
For the independent variables, salary was measured as the annual payment to the company’s top management including the director or CEO. Benefit variable was measured as the average benefits paid to the top management annually and quantified as a proportion of total operating expenses. Bonus was measured in terms of the average annual bonus the company gives its top management and resented as a proportion of operating expenses. The shares were evaluated as average amount of shares awarded to employees within the period being studied and companies that allows the top management to own shares. Standardization of the independent variable was done through dividing it with the reported operating expenses by the company. For employees’ performance share, categorical variable was developed looking at companies that adopt the strategy and those that do not. All the dependent variables were quantitative and was based on annual averages. To quantify management remuneration measures, they were divided by the total operation cost of the organisation in a financial year to get a ration.
[bookmark: _Toc78067505]Scope 
The research scope was limited to companies that were listed in the Nairobi Stock exchange market. The research only covered the relationship between the management remuneration and organization financial performance and related themes of the selected companies in the different sectors as categorized on NSE. The research was based on utilisation of secondary data that was sourced from the annual financial reports of the selected companies. The data collected included management remuneration that is the CEO/director salary, bonus, shares paid and benefits, and financial performance that include ROE and ROA
[bookmark: _Toc78067506]Limitations 
 The target companies were from different industries thus the finding may not be suitable in generalizing the relationship between the researched variables in other sectors not incorporated in the study. Moreover, the findings may not be applicable in other parts of the world. 
[bookmark: _Toc78067507]Operational Definition of Terms	
Benefits: refers to the payment that employees of a listed company are entitle to due to advantage or profit gained during their course of work (Shields et al., 2015). To this research, benefit was defined as the payment that top management was entitled to due to the advantage or profit organisation gained while working in public listed companies. 
Bonus: refers to the rewards that an employee of a listed company is provided above the normal salary for an achievement or performance (Sandhya & Kumar, 2011). For the current study, bonus refer to reward that was provided for the top management of the public listed companies. 
Financial performance: Measurement of the outcome of listed organisation policies and resource mobilisation in monetary terms for organisation listed on the NSE (Trivedi, 2014). Financial performance measured as profit and return on investment of listed companies in NSE. 
Profitability: Refers to the financial gain that a company listed on NSE incurred in its operations (Ongore & Kusa, 2013). 
Remuneration: Refers to compensation paid for service or work done (Bach, 2009).
Management remuneration: In this study, management remuneration refers to total reward that the head of the organisation listed in NSE receives for services rendered to the organisation. Management remuneration is represented by sum of all benefits, rewards, bonus and salary that the employees in management capacity receive for service rendered in a listed company. 
Return on Assets:  refers to the ratio of organization income to the total asset it owns (Saeidi et al., 2015).
Return on equity:  refers to a financial ratio of the total profits of the organization to the total investor’s equity in the organization (Saeidi et al., 2015).
Return on investment: refers to a measure of gain or loss that is generated from an investment in the public listed company on NSE (Ameer & Othman, 2012).
Salary: Fixed payment made to listed company’s employee by employer for the service delivered and mostly presented as annual payment (Bussin 2015). The same definition was applied in the current study. 
Share: refers to one of the equal parts of the capital of a company that entitles the shareholder to profits. It refers to share payment made to the head of an organization listed on NSE (Whitfield et al., 2017)..
[bookmark: _Toc78067508]CHAPTER TWO
[bookmark: _Toc78067509]REVIEW OF RELATED LITERATURE AND STUDIES 
[bookmark: _Toc78067510]Introduction
This chapter present literature review on issues relating to the relationship between management remuneration and company’s financial performance. The chapter incorporate detailed explanation of employee remunerations, financial performance and the strategies that have been adopted in the different forms of management remunerations. The last part identifies the existing research gaps that were identified through the literature review some of which were answered in this research. 
[bookmark: _Toc78067511]Management Remuneration strategies
Remuneration describes the manner in which the employee is rewarded for the contribution undertaken at the work place (Kessler, 2015). All the contribution of the employee to the company is exchanged with remuneration. Remuneration can be extrinsic or intrinsic reward. Extrinsic refers to the tangible non-monetary and monetary reward that an employee received for work done. The intrinsic reward refers to the personal value generated from working such as fulfilment, experience, self-esteem among others (Kessler, 2015). The means by which organizations are required to arrive at effort-remuneration balance have been a point of contention and have attracted the interest of researchers. Research on remuneration system has focused on two broad areas, remuneration based on performance and based on time. Strategic human resource management aims to link the 
payment strategies to business model to facilitate the use of payment in improving the performance of the business (Kessler, 2015). The move has broadened remuneration scope of employees to incorporate non-monetary value. The organization remuneration is detailed in the company’s policies and regulations. The effectiveness of the remuneration system is crucial for the maximizing of its benefits in the organisation. Effective remuneration system is one where there is a direct relationship between reward and employee effort. Pay for performance thus can be an efficient system of rewarding the employees for their contribution to the organization (Edirisooriya, 2014). The conclusion of the research is limited to Sri Lanka and to only one company that is ElectriCo. 
Bernsten et al. (2010) evaluated remuneration in pharmaceutical professional services and identified that it is regulated in different countries through developed policies. Only specific services rendered by the employees can be remunerated. The study also identifies that the perception of the payer, budget constraints, and value of service are the main factors that influence remuneration (Bernsten et al., 2010). The research concludes by recommending formulation of a clear strategy for developing remuneration in the pharmaceutical sector. Even so, the study was based on systematic review of literature. 
There are various methods or strategies through which organizations determines the remuneration to be paid to the executive and other employee (Jordi et al., 2014). Remuneration is considered to incorporate compensation and other benefits that can be intangible. The remuneration can be fixed which is usually on a contractual basis or variable remuneration that is exposed to discretion based on other factors such as performance. The variable remuneration can be short term or long-term (Tafkov, 2013). For the long term, some of the strategies utilized can be cash based or equity based long-term remuneration. The equity based can be associated with being allowed to buy shares, own share options or be legible to share grants. The equity-based strategy is used to link the performance of the employees to the interests of the stockholders (Geiler, 2013). There is also the activity based long term incentives which is based on earning from activities undertaken. The activity-based earning can be informed of commission, and piece rates. Other remuneration incentives that organization adopt includes protection programmes such as healthcare and retirement plan, and experience remuneration such as training and development, organisation cultures, work environment and acknowledgement (Halvorsen et al., 2012; Søgaard et al., 2015). Executive remuneration is open to changes due to various factors that includes improvement of performance, compliance with corporate governance good practices, change in organisation strategy and culture and change in market minimum remuneration (Geiler, 2013). 
[bookmark: _Toc78067512]Salary, bonus, and benefit strategy
[bookmark: _Hlk14873440][bookmark: _Hlk14873462]Salary, bonus and benefits are some of the  remuneration components that can affect the overall perfomance of an organisation. Klonoski (2016) identified that benefits refers to nonmonetary or indirect compensation that the organisation offers to the employees. Klonoski (2016) only focus on the history of benefits and the different definitions that exists in literature. Hung and Wang (2017) identified that employees have different  preference on the benefit that they percieve to be fair. Benefit can be monetary or non monetary in nature. Benefits can result in employees moving from one organisation to the other for percieved better working environment. Some of the considered non monetary benefits includes working environment, training, career development among others (Hung & Wang, 2017). It is thus important for the organisation to develop an efficient non monetary benefits systems that supports employee perfomance and the overall organisation performance. 
[bookmark: _Hlk14874217]Organisations adopt different reward system strategies for the purpose of appreciating their employees. In evaluating the reward system of 600 small and medium enterprises from Greece, Bulgaria, Romania, Albania, Kosovo and FYROM countries. The different managers of the companies selected were surveyed through email survey. Base salary (wage and salary) were the main reward system that was adopted by majority of the organisations. Other rewards that were identified in the survey include overtime pay, pension benefits and company share provision to the employees. For benefits that was offered to the employees included car parking, sick pay, health care, company car, personal leave, maternity and paternity leave, and annual leave (Prouska et al., 2016). 
For top management and specialist, the majority of the firms had the basic salary and performance-based bonuses (Prouska et al., 2016). The reward strategy varied with the level of employment in the organizations. Formal profit-sharing strategy was also adopted by the majority of the organization. In addition, employees were also rewarded through promotion that was associated with performance evaluation outcome done frequently for manager and annually for the employees in the firms that were surveyed (Prouska et al., 2016). Prouska et al. 2016 findings were limited to organisation in the South East Asia, which may not be applicable in other regions. The research also recommend study on evaluating the role of reward use in other country to identify the efect of country environment differences. Zameer et al.( 2014) in evaluating the motivation of employees in the beverage industry of Pakistan found that organization utilized multiple motivation for the employees. It includes providing salary and wages, promotion, bonuses, and encouragements (health insurance, travel, and housing allowances). Motivation was identified to influence the performance of the employees. Even so, the conclusion is based on the beverage industry of Pakistan, and from the perception of the surveyed respondents. 
Nyaribo and Nyakundi (2016) identified that non-financial compensation can be used to assess the impact of remuneration on the performance of the organization. Some of the non-financial compensation included working environment, training, career development, empowerments, participation, and recognition among others. The non-financial remuneration of the organization was identified to impact the employee and organization performance. The findings and conclusion that are put forward in the research is limited to the case study of Wakenya Pamoja Sacco, Kisii County, Kenya. The study only utilized information from one company which may not be applicable to other organization in Kenya or other parts of the world. 
Shields et al. (2015) identified that reward is an important motivation for the employees and can modify their behavior to impact different aspect of organization performance. Creating a positive reward system is associated with positive performance of the organization which in turn result to improved overall organization sustainability (Shields et al., 2015).
Long and Fang ( 2012) utilised panel data of established companies in Canada on the influence of profit sharing on employee perfomance and the overall perfomance of the organisation. Profit sharing plan was recognized as one of the important strategies that have been adopted by organizations. It is associated with the employees aiming to maximize the organization profitability in orders to increase the profit share that they receive. Profit sharing was found to influence organisation perfomance when comparing between companies with profit sharing and those which do not have profit sharing (Long & Fang, 2012). 
The pay for performance is considered to be one of the incentive-based strategies that can ensure the balance between the employees of the organization and the other organization stakeholders (Cuevas-Rodríguez  et al., 2012). Pay for performance was found to lead to higher performance in the organization as compared to fixed salary payment method. There was, however, difference in preference in the two systems by the employees as risk averse employees preferred the fixed salary while hardworking employees preferred the pay per performance method (O’Halloran, 2012). 
[bookmark: _Hlk14872462]There are different incentives that are adopted by the organisations in retaining of employees as well as enhancing the overall organisation perfomance. Financial reward is one of the method that is considered efficient in motivating employees in undertaking their responsibilities. Other incentives are adopted by organisation included individual bonus, overtime allowances, cash allowances, housing provisions, year-end bonuses, merit pay and base salary. companies adopt multiple incentive strategies to improve their motivation and retaining of employees (Aguenza & Som, 2012). Aktar et al. ( 2012) identified that the incentive utilized in by the commercial banks of Australia were different and composed both intrinsic and extrinsic rewards. The reward included career advancement, challenging working place, learning opportunities, and recognition. Performance bonus and basic pay were the main extrinsic rewards. Sajuyigbe et al. (2013) also identified the utilization of extrinsic and intrinsic reward system in organizations. They evaluated the impact of reward on employees’ performance for Nigeria manufacturing firms. The rewards were measured both for intrinsic and extrinsic reward variables. Extrinsic rewards composed of performance pay bonus and pay while the extrinsic included praise and recognition. The research identified that the reward system plays an important role in the performance of the employees and the overall organization performance. The rewards, however, could be determined differently. 
Motivation is considered to have a positive impact on the performance of the organization. Therefore, it can be used in the development of incentive in human resource management (Rauch & Hatak, 2016) . It is crucial for the organization to put place an efficient compensation strategy that facilitates motivation of the employees and enhances the organization performance (Adeoye & Fields, 2014). 
[bookmark: _Toc78067513]Shares
Shares is one of the equity based compensation or remuneration that are utilised by organisations. Equity grants form part of rewards that employees receive from organization as a component of remuneration. They include a limited stock option that the employees may purchase when in a certain position and earning a certain amount of salary. The top employees of the organization are allowed higher equity grants as compared to employees of the lower levels. The equity grants influence the performance of the organization as the employees partly work to earn more value through the grants that they own (Lim & McCann, 2013). Provision of equity to the employees motivated them to perform better in their undertakings within the organization (Geiler, 2013). Good structuring of employee incentive especially related to equity such as shares is important as it impact organization performance. Manzaneque, Merino, and Banegas (2016) identified that shares are an important remuneration component for top management (Kostyuk et al., 2016). 
CEO compensation influence the financial performance of the organization as they play an important role in the overall operations and meeting organizations’ goals (Lee & Isa, 2014; Lindström & Svensson, 2016; Scholtz & Smit, 2012) . The reward of the CEO incorporates salary, shares held by the CEO, Stock Option Grants and Exercise Price. The remuneration as the motivation of the firm could be identified through stocks, shares prices and exercise prices for the management teams (Luo, 2015). Change in the motivations resulted in changes in the financial performance of a company. Increase in bonuses, salary, stock options granted, and long-term compensation of the CEO are considered to be part of the motivating factors to the performance of the employees of the organization. The financial performance that is impacted with motivation change can be measured in terms of change in earnings per share, change in cash flow of the organization, change on return on assets and change in the market share. It is evident that use of rights issues is already being implemented in organizations (Garbers & Konradt, 2014). 
[bookmark: _Toc78067514]Financial performance 
The financial performance is an important component that measures how successful the company is doing. Financial performance refers to the degree to which the organization has met the set financial objectives (Trivedi, 2014). It is used to measure the outcome of organization operation in monetary value. It is determined objectively and can be used as an index for comparison of the performance of different companies (Trivedi, 2014). The financial performance can be measured using different indices or determinants. They include return on investment (ROI), returns on assets (ROA), sales growth, return on equity (ROE), ROA growth, Cash flow, and profit before taxation (Ameer & Othman, 2012). Various factors, internal and external to the organisation influences the financial perfomance of the organisation. External may include global economy stability, competition, government regulation and policies, natural calamities, interest rates and inflation (Ongore & Kusa, 2013). Internal factors that impact the financial performance are related to the decisions that are made by the organisation. They may include employee productivity, size of operation, technological adoption, risk management, operation policies, management remuneration among others (Ameer & Othman, 2012; Ongore & Kusa, 2013). 
Financial performance of an organization can be broadly categorized into market based financial return and account-based measures of financial returns. Market based returns include market to book ratio, and stock returns while account-based returns include return on equity and return on assets (Cordeiro et al., 2013; Homburg et al., 2012) . Financial performance can be assessed through the use of monetary accounting performance. For accounting performance, five determinants can be used which include a net profit margin, Return on Investment (ROI), Return on Assets (ROA), Return on Sales (ROS) and Return on Equity (ROE). The ROA and ROE are identified as the most effective methods that can be used to measure the financial performance of the organization (Saeidi et al., 2015). ROA refers to the ratio of organization income to the total asset it owns. The higher the ROA of the organization the higher the efficient of asset utilization by the organization. ROE refers to a financial ratio of the total profits of the organization to the total investor’s equity in the organization. The ROE presents the profitability of the organization in its operations (Ongore & Kusa, 2013). 
[bookmark: _Toc78067515]Remuneration and Performance
[bookmark: _Hlk14882842][bookmark: _Hlk14883479]Remuneration is considered an important incentive for employees to work towards the organization set goals. Ahammad et al. ( 2015) identified that incentive based on both future and past performance motivates employees to perform better. Incentive based human resource practices play a crucial role in improving the performance of employees in an organization. Subramony ( 2009) through review of past studies identified that incentive that motivates employees, such as compensation, have positive impacts on the organization operation outcome such as financial performance, lower employee turnover and overall organization performance. Motivation is considered to enhance the behaviour and attitude of the employee towards their work objective and improve their dedication (Rauch & Hatak, 2016; Saridakis et al., 2017; Subramony, 2009). Nyberg et al. (2016) through evaluating employee performance over 5 year’s period found a positive correlation between the future performance of employees and bonus pay. The research supported the pay for performance perspective that has been adopted by various companies (Nyberg et al., 2016).
[bookmark: _Hlk14883582]De Gieter and Hofmans (2015) on evaluating the relationship between remuneration and performance found that there is a positive relationship. Even so, financial incentive to employee’s performance was identified to differ from one individual to the other. It calls for development of a system that targets individual to facilitate creating an incentive to perform better and a better working environment (De Gieter & Hofmans, 2015). Wang (2011) identified that remuneration increased employee job satisfaction which enhances their performance and as well as lower rate of turnover of the organization. Ton and Huckman (2008) identified that turnover result to loss of experienced employees which lowers the efficiency of the organization as well as performance. Turnover in the organization results to productivity loss and incur loses through cost of replacing the employees. Improving employee job satisfaction through motivation thus facilitate improved long-term overall employee performance as well as organization performance (Park & Shaw, 2013). Park and Shaw (2013) utilised evaluation of  literature on turn over issues that affect employees and its impact of the financial performance. There was a correlation between organisation rate of turnover and the financial performance. The increased rate of turnover was associated with reduced motivation from the remuneration strategy that organisation utilised. 
[bookmark: _Hlk14883679]The relationship between remuneration and employee performance can have an indirect relationship with the overall organization performance. According to Chi and Gursoy (2009), employee satisfaction influences the overall financial performance through increasing customer satisfaction. There is a positive relationship between non-financial remuneration and financial performance. This points to the importance of all the activities that the employees are involved in on the overall financial performance of the organization (Chiang & Birtch, 2012). High cash incentive in the different organization level resulted in high sales growth as well as enhanced acquiring and retaining high quality personnel in the organization. The use of diverse incentive compensation was also identified to result in high organization performance. The compensation system was identified as the differentiating factor between the high performing and low performing firms that are privately owned (Xu, 2013). Quresh et al. ( 2010) evaluated the relationship between human resources practices and the financial performance of the banks of Pakistan. Positive relationships were identified between the human resource activities and financial performance. 
Even so, there are some research studies that contradict the positive relationship between remuneration and employee performance (Bussin & Modau, 2015; Kirsten & Du Toit, 2018; Lindström & Svensson, 2016). Njanja et al. (2013) through evaluating the relationship between reward on employee performance of Kenya Power and Lighting Company found that there is no relationship between employee performance and cash bonuses. The research utilized a questionnaire survey of the company employees (Njanja et al., 2013). 
[bookmark: _Toc78067516]Employee’s remuneration and Financial Performance of Organization
Sustainable shareholders return on their investment depends on the organization income generation. The success of the organization is dependent on the work of the management and the employees which in turns influences the financial performance of the organization (Lam et al., 2013; Lin et al., 2013). There is an increasing body of knowledge that identifies compensation as an important factor that influences financial performance (Deysel & Kruger, 2015) and financial decision of the organization (Bennett et al., 2017). According to a research by Deysel and Kruger ( 2015) using historical data, a positive correlation between compensation of South African CEOs and the overall organization performance exists. Increase in the profit of the company result in an increase in the compensation of the employees. The increase in compensation, however, varies between the lower and higher management teams of the organization. The same was identified for large companies in the USA, Britain, and Japan. Harper and Jin (2016) through the use of secondary data found that CEO compensation was positively correlated with the market capitalization and profit margin for the general merchandise sector in USA. In assessing public listed hospitality companies, Li and Singal (2018) identified that CEO compensation had a relation with the returns of the organizations. Both equities based and cash compensation of the firm had positive influence on the accounting-based performance of the organizations (Wijst, 2018). In the banking sector, the remuneration of the CEO increases with increase in the overall financial performance of the bank. The influence of compensation and the financial performance in the banking sector have increased (Deysel & Kruger, 2015; Murphy, 2013). 
The relationship between remuneration or compensation with the performance of the organization has been inconsistent with other research studies finding negative, weak or no relationship. The correlation between the financial performance of the organization and the compensation of the management is weak and differ with industry. Lindström and Svensson (2016) identified that context is important in the relationship between management compensation and organization performance. In Swedish companies’ incentive for management had no relationship with organization performance which contrasts findings of research done for USA and British companies (Lindström & Svensson, 2016). Excess compensation of management has a negative impact on the performance of the organization. The research was based on historical data of the companies that were studied in the research (Brick et al, 2006). The influence of compensation on the financial performance of organization from the review point for existence of inconsistencies which requires more research to iron out issues that bring about differences and misunderstanding (Newton, 2015). 
[bookmark: _Toc78067517]Challenges Facing Compensation as Financial Performance Strategy 
There are some limiting factors that limit the adoption and success of compensation strategies in motivating employees’ performance and overall organization performance. Luo and Jackson (2011) identified that state ownership and concentration of shareholders can limit the management compensation strategy hence limit its influence of the organization performance. Compensation for performance is limited to organization growth and can result in ethical and turnover issues when the organization is declining (Chng et al, 2012). 
The management of the organisation was also identified as the other important factor that influence the management compensation effectiveness on the performance of the organisation (Essen et al, 2012). The higher the power the board of management has, the lower the compensation of the organisation and this in turn can lower the effectiveness of the  compensation plan on the  management performance and the overall organisation performance (Essen et al., 2012). 
Financial compensation is not the only factor that impacts employee performance and job satisfaction. Other confounding factors can thus impact on the effect of remuneration system on the financial performance and employee performance of an organization (Khan et al, 2012).  Apart from the financial compensation, other factors such as employee relationship to the supervisor, relationship with workmates, promotions, job security, organization culture and the work environment conditions also influence the performance of the employees (Khan et al., 2012). A condition that enhances work efficiency in the workplace is considered another variable that improves job satisfaction of employees. Other variables that impact employee satisfaction includes teamwork, quality of work life and supervision (Mafini & Dlodlo, 2014). Both top management and lower management employees embrace the work life balance initiatives that are provided by the organization. The work life balance culture in the organization ensures that employee deal well with family work conflict and hence lower employees’ turnover intention which has more impact on the overall performance of the organization (Mafini & Dlodlo, 2014). Lack of work life balance is associated with poor customer services that lower customer repurchase intention. Non fanancial issues that can impact the operation of the organastion same as financial compensation or reward (Kim, 2014). Van De Voorde et al. (2012) idnetified that the well being of the employee is as important as other factors that are considered in human resource management. Lack of its consideration can have negative impact on other strategic human resource practices that are put in place by the organisation (Van De Voorde et al., 2012). 
Gong, et al. (2009) identified that leadership quality of the organization and employee learning orientation play an important for the employee performance. It underpins that employee performance and their influence on the overall performance of the organization is related to effective management and continuous developing the skills and knowledge of the employees in the working environment. Even with compensation, lack of leadership by the management and ineffective knowledge management lower the compensation motivation strategy efficiency of the organization (Gopal, 2016). 
[bookmark: _Toc78067518]Summary and Research Gaps
The evaluation of literature has identified various management remuneration being utilised by organisation from different parts of the world that include salary, bonus, monetary and non-monetary benefits, and shares. Even so, different companies adopt different management remuneration strategy. Therefore, need to evaluate the management remuneration adopted by public listed companies in Kenya. 
Different financial performance measures were identified from the literature that include ROA, ROE, and ROI. From literature review contradicting and inconsistence findings on the relationship between remuneration and financial performance were identified. For instance, Jackson et al.( 2008) and Prihastomo and Khafid (2018) reported that financial performance had significant positive correlation with bonus compensation of the CEO, while Luo and Jackson (2011) found significant and negative correlation between financial perfomance and CEO remuneration. The relationship also varies with context and country. There is need for further research to be undertaken to reduce the inconsistencies available in literature. 
Most of the research studies evaluated utilized secondary data to assess the relationship between remuneration and financial performance, hence need for use of secondary data to assess the relationship in the Kenyan context for comparison purpose. Furthermore, only Njanja et al. (2013), Nyaribo and Nyakundi (2016) and Ongore and Kusa (2013) evaluated the relationship between reward and employee performance in Kenya. The research however did not evaluate the financial performance of the companies from multiple industries as all focused-on use of one case study. The finding may not be applicable to other industries within the Kenyan context. Furthermore, similar research has been undertaken in other countries such as South Africa, Nigeria, UK, USA, China, and Pakistan. However, there is differences in social and legal structures, and economic performance history as compared to Kenya which may result in difference in correlation between management remuneration and financial performance. Therefore, the finding of the other countries may not be applicable in the context of Kenya. In addition, the evaluation of literature has identified that there is conflict of findings and conclusion. Some research studies have found positive correlation between management remuneration and financial performance while other found no relation or negative relationship. There is thus need for more research to be undertaken to evaluate the relationship based on country and industry specific context. 
[bookmark: _Toc78067519]CHAPTER THREE
[bookmark: _Toc78067520]RESEARCH METHODOLOGY 
[bookmark: _Toc78067521]Introduction
This chapter present the methods that was adopted in data collection and analysis during the research undertaking. The section covers the research design, target population, tools for data collection, data analysis and ethical considerations. 
[bookmark: _Toc78067522]Research Designs
The research adopted descriptive and correlational research design in evaluating the relationship between management remuneration and the financial performance of organizations. The correlational part of the design was adopted as part of the research aim to evaluate the relationship between management remuneration and financial performance. Correlation can be effective in assessing the relationship hence its adoption (Beauvais et al, 2014). The research adopted quantitative research method in assessing the quantitative information in the research ( McCusker & Gunaydin, 2015).
[bookmark: _Toc78067523]Population and Sampling Techniques 
The target population of research was public 64 listed companies in the Nairobi securities exchange as presented in Appendix 4. Public listed company was the main unit of analysis of the research. NSE had listed companies that had gone public in categories. The categories included Agricultural, automobiles and accessories, banking, commercial and services, construction and allied, energy, and
petroleum, insurance, investment, investment services, manufacturing and allied, telecommunication and technology, real estate investment trust, and exchange traded fund. Public listed companies were sampled from each of the categories to represent the industry which had to meet the inclusion criteria that included reporting of CEO remuneration from 2016, and financial records could be accessed. The sample size of the research were 24 public listed companies representing the industries listed in NSE that had met the inclusion criteria. Only 24 out of the 64 listed companies met the inclusion criteria.
Stratified random sampling, and criterion sampling methods were adopted in identifying the public listed companies that were evaluated in each of the categories. Stratification sampling was obtained through stratifying the companies based on the category under which they were listed. For criterion sampling, companies that have been listed for more than three years were selected and met the criteria. The sampling criteria were (1) companies had their financial reports publicly available for period of 2016, 2017 and 2018, and (2) remuneration of the executive readily available for the year between 2016 and 2018. The period was selected as most of companies started to report the remuneration of the top management from 2016 which was required in the new financial reporting format for public listed companies in Kenya. 
[bookmark: _Toc78067524]Data Collection Tools
A research data schedule was utilised in collecting the required data to answer the research questions. It had both  the dependent and the independent variables. Also, it guided in evaluating the data from the online database that contain the required data to answer the research questions. It captured the company name and the industry. The second section captured the remuneration strategies that the company utilises. The third section captured quantitative data of the company that was listed per financial year. The data referred to annual sum (sum of the 12 months of the year measured) for the specific variable being evaluated. For instance, salary paid annually, sales volume, total expenses, ROE, bonus, benefits, share volumes, shares and ROA of the company. The schedule is presented in appendix 3.
[bookmark: _Toc78067525]Data Collection Procedure
The research started by getting ethical clearance for undertaking the research from the University of Eastern Africa, Baraton ethics committee (Appendix 6). The researcher also got NACOSTI letter of authorization that allowed undertaking of the research. The research utilised secondary data in answering the research questions. The data was collected from financial reports, annual reports from company website and the NSE websites. The information that was targeted was for the period between 2016 and 2018 financial years which are readily available. 
The researcher followed the sampling methods in identifying the companies to be incorporated in the research. The management remuneration variables data were obtained that were associated with the company chief executive officer (CEO) or the managing director of the company for the period being studied. The financial variables data also were gathered from the financial reports. A schedule was utilised in ensuring all the required data for answering the research questions were gathered. 
[bookmark: _Toc78067526]Data Analysis
[bookmark: _Hlk536178504]The secondary data that was collected from the secondary sources were imported to Stata Statistical software. The data was qualitative and quantitative in nature. For the qualitative data which included whether a company utilised shares as a remuneration strategy or not was analysed through descriptive analysis. For the remuneration data that were quantitative in nature, standardization was done by dividing the figure for individual remuneration by the total expense. The standardization was done for each company to facilitated comparability of the data. The remuneration variable was presented as proportion of the operating expenses of the organisation. For the financial performance data, Return of Asset and Return on equity were determined for each financial year for each of the companies that was incorporated in the study. 
The quantitative data was exposed to descriptive analysis (frequency, mode, mean) and inferential analysis using correlation. Spearman correlation analysis was used because it can show relationship between two continuous variables. The coefficient of the correlation reveals type and strength of the relationship between the dependent and independent variables (Bussin & Modau, 2015; Kirsten & Du Toit, 2018). Consequently, this is the reason why it was selected in evaluating the association between financial performance and remuneration strategies. 

[bookmark: _Toc66721387]Table 1.The Statistical Tools Used to Answer the Research Questions

	Research question
	Statistical measure

	What is the level of management remuneration of the selected public listed companies in terms of salary, benefits, bonus, and shares?
	Mean, range, standard deviation, and frequency of adoption  

	What is the level of financial performance of the selected public listed companies in the Nairobi securities exchange in the past decade?
	Mean, range, standard deviation, 

	Is there a significant relationship between management remuneration strategies and financial performance of public listed companies in the Nairobi securities exchange?
	Correlation value

	Which management remuneration measures best predictor of financial performance of companies listed in the Nairobi securities exchange market?
	Correlation value



[bookmark: _Toc78067527]Ethical Considerations
The researcher adhered to ethical consideration throughout the research undertaking. First, the researcher requested permission from the ethical department of the University of Eastern Africa, Baraton before undertaking the research study. The researcher also sought permission from NACOSTI to facilitate the undertaking of the research. The researcher ensured that all the data collected in the research were credible for reaching a credible and reliable conclusion. The data too was secured and only those who had permission allowed to use the data. The research was only meant for academic purpose and all the data that was collected was used for academic use only. 


[bookmark: _Toc78067528]CHAPTER FOUR
[bookmark: _Toc78067529] PRESENTATION OF FINDINGS, ANALYSIS, AND INTERPRETATION
[bookmark: _Toc78067530]Introduction
This chapter presents the finding of the research. It covers financial performance of the public listed companies, remunerations utilised by the organisations, relationship between management remuneration and financial performance and putting the research into perspective using other research studies. 
[bookmark: _Toc78067531]Findings and discussion
[bookmark: _Toc78067532]Remuneration strategies utilized by selected public listed companies.
Different measures of remuneration utilized in public listed companies in NSE were evaluated in the research study, and the result presented in Table 4. The two main leading forms of management remuneration utilized by the public listed companies were salary and benefits. Whereas all companies provided salaries, only 83.3% reported providing benefits to the top management, and only 54.17% reported provision of bonuses. Furthermore, only 42% (10) companies allowed top management to own shares, and only 21% paid their CEO with shares. 

From the assessment of the different remuneration strategies, salary got the highest proportion of the total expense, followed by benefits and bonus. The highest salary proportion was 0.01224, while the lowest was 0.00004, that points to the differences in the salary that the top management earned in publish listed companies. The remuneration figures point to a lack of standardization of top management remuneration in public listed companies in Kenya. The level of remuneration of the public companies in relation to the overall operation expense of the company was very low, as on average the proportion was less than 0.004. Even so, the highest reported proportion of expense dedicated to remuneration of the top management was a score of 0.0124081, which is 1.2% of cost is attributed to the top management remuneration. According to Indjejikian and Nanda ( 2002), human capital in organisation should be on average of 16% of all the costs, and about 5% of the company market valuation. On the other hand Schiemann and Guenther (2013) reported that the employees expense on average is 27.3%  as a percentage of total sales. Therefore, the CEO remuneration proportion is low since most the companies sampled were profitable in the 3 years evaluated and with total expenses being less than the revenue generated. 
Table 4. 
Management Remuneration Strategies Utilised by Public Listed Companies 
	 
	Remuneration types

	Stats
	Salary
	Benefits
	Bonus
	Allowances
	employee performance share
	Paid in shares
	Own shares

	Mean 
	0.0035518
	0.0004735
	0.0007265
	0.0008365
	 
	 
	

	Standard deviation
	0.0030531
	0.0005609
	0.0008589
	0.0009043
	
	
	

	Min
	0.0000374
	7.09E-06
	0.0000225
	0.0001097
	
	
	

	Max
	0.0124081
	0.0021578
	0.0032336
	0.0025915
	
	
	

	Percentage of company that use
	100.00%
	83.33%
	54.17%
	37.50%
	8%
	21%
	42%


The remuneration factors were presented as a proportion of the total operating expense of the organization. From the research findings, the main type of remuneration identified was the salary and benefits utilized by most of the companies. The finding concurs with those of Prouska et al. (2016) who reported that base salary was one of the most used remuneration methods by organisation. The finding also complements the finding of Nyaribo and Nyakundi (2016) that not only does Kenyan organisation utilise non-financial rewards, they also use financial reward such as salary and bonuses. 
The use of benefits as an important compensation factor was also concurred by Klonoski (2016) and Hung and Wang ( 2017), who recognized the importance of benefits on motivating employees. Klonoski (2016) also identified that there are various benefits that organisations can utilise to compensate their employees and influence their perfomance. Some companies had bonuses which varied depending on the performance of the organization. The payment of bonus thus can relate to pay for performance strategies that has been utilized by the organization with the aim of motivating the top management to perform better. 
Moreover, the findings concur with that of Sajuyigbe et al. (2013), who identified that bonus is an extrinsic reward that plays a crucial role in motivating of employees and enhancing their performance. Shares were another remuneration method that was utilized by some of the companies. Even so, not all the companies had adopted the strategy as a method of paying for their top employees. Share was an equity-based compensation or remuneration, although, as evident from the findings, it has not been widely adopted by majority of public listed companies. The use of share as part of remunerations concurs with the findings of Geiler (2013) and Manzaneque, Merino, and Banegas (2016) who recognized that the Shares is an important motivator for top management of organization.
 Furthermore, most of the companies were identified to utilize a combination of different remuneration strategies as a method of motivating their top management. The findings concurs with those of Zameer et al.( 2014) who identified that the majority of the organisation utilise a combination of different management remuneration strategies for the top management.
[bookmark: _Toc78067533]Financial performance of public listed companies
[bookmark: _Hlk31744853]The financial performance of the public listed companies was evaluated in the research study using return on assets (ROA) and return on equity (ROE) as the main measures of performance for the financial years 2016, 2017 and 2018.
Return on Equity
The financial performance of the public listed company was undertaken through analysing the return on equity of sampled companies and the summarized information presented in table 2. The findings showed that C2 had the best average ROE of 0.408 within the three years. Other companies that had high average performance as measured by the
ROE of the three years included C22 (0.280) C3 (0.20), C17 (0.20) C7 (0.16), and C14 (0.17). From the average annual ROE of the sampled company, ROE generally decreased annually from 2016 to 2018 that is from 0.113 to 0.068. Consequently, this point to general decrease in the performance of the public listed companies during the three years evaluated. According to Saeidi et al.( 2015), the higher the ROE the higher the better the performance of the organization. Therefore, the companies’ reduction of average ROE point to poor financial performance in the three years evaluated. 
[bookmark: _Toc66721388]
Table 2.
ROE of Public Listed Company in NSE between 2016 and 2018
	 
	Comparison of ROE

	 Company
	2016
	2017
	2018
	Mean
	Standard deviation

	C1
	-0.355
	0.007
	-0.469
	-0.272
	0.248

	C2
	0.326
	0.451
	0.446
	0.408
	0.070

	C3
	0.203
	0.205
	0.209
	0.205
	0.003

	C4
	0.080
	0.011
	-0.058
	0.011
	0.069

	C5
	0.055
	0.030
	0.026
	0.037
	0.016

	C6
	0.027
	0.024
	0.063
	0.038
	0.021

	C7
	0.195
	0.162
	0.134
	0.163
	0.031

	C8
	0.110
	0.142
	0.177
	0.143
	0.033

	C9
	0.198
	0.059
	0.018
	0.092
	0.094

	C10
	0.121
	0.115
	0.030
	0.089
	0.051

	C11
	0.002
	0.015
	0.126
	0.048
	0.068

	C12
	0.052
	0.053
	0.072
	0.059
	0.011

	C13
	0.096
	-0.113
	0.134
	0.039
	0.133

	C14
	0.198
	0.146
	0.174
	0.173
	0.026

	C15
	0.143
	0.119
	0.118
	0.127
	0.014

	C16
	0.091
	0.090
	0.072
	0.085
	0.011

	C17
	0.204
	0.186
	0.211
	0.200
	0.013

	C18
	0.039
	0.049
	0.042
	0.043
	0.005

	C19
	0.139
	0.023
	-0.092
	0.023
	0.115

	C20
	0.168
	0.129
	0.120
	0.139
	0.026

	C21
	0.196
	0.155
	0.167
	0.173
	0.022

	C22
	0.534
	0.127
	0.179
	0.280
	0.222

	C23
	-0.228
	-0.353
	-0.379
	-0.320
	0.081

	C24
	0.115
	0.128
	0.102
	0.115
	0.013

	Average
	0.113
	0.082
	0.068
	0.087
	0.023



Whereas the research studies identified that the performance of the companies in general decreased between 2016 and 2018 as determined by average annual ROE, the performance differed for the different companies that were selected in the three years. Some of the companies had continuous increase in ROE performance throughout the three years assessed, others had continuous decrease in ROE performance in the three years, while for others there was variation of increase and decrease in performance in the three years. The variation in performance could be associated with difference in factors that affected the specific companies such as difference in industry of operation, difference in market that are targeted, difference in scope of operation, and internal environment of the organisation (Ameer & Othman, 2012) .
Return on Assets
Table 3 presents the return on Assets (ROA) analysis of public listed companies in NSE for the period between 2016 and 2018. The average ROA performance was highest in 2016 and lowest in 2018 when considering all the companies that is from 3.504 to 3.106. The company that performed the worst in the three years had a score of -13.28 while the best performing company had ROA score of 30.99. The performance of the listed companies, as measured by the ROA differed as different companies had differed performance trends. For instance, for some companies, the ROA improved consistently in the three years such as C2, C8, C11 and C12. Moreover, some companies’ ROA performance decreased throughout the three years evaluated, such as C4, C5, C7, C9, C19, C10 and C20. Furthermore, some companies had an inconsistent ROA performance in three years. Some of the companies such as C1, C3, C14, C15, C16, and C18 had an increase of ROA from 2016 to 2017 and then decrease from 2017 to 2018. On the other hand, C6, C17, C13 had a decrease in ROA between 2016 and 2017 and then an increase between 2017 and 2018. Therefore, the financial performance of the public listed companies greatly differed. 
The decrease in the average ROA of the public listed company in the three years points to reduction in income generation from the assets that the companies own. Ongore and Kusa (2013) identified that ROA is used to evaluate the profitability of the company, which point to the profitability of the companies that are listed in the NSE to vary. There were some companies had low ROA or negative ROA. Kurniawan ( 2021) identified that companies with low or negative ROA, points to the company in ability to make profitable income from the assets that they own. It points to inefficiency in the utilisation of assets, and unsustainable financial performance for the organisations listed in NSE. 
[bookmark: _Toc66721389]Table 3. 
ROA of Public Listed Company in NSE between 2016 and 2018
	 
	Comparison of ROA

	 
	2016
	2017
	2018
	Mean
	Standard deviation

	C1
	-19.815
	0.439
	-20.454
	-13.277
	11.882

	C2
	23.937
	29.961
	39.085
	30.994
	7.626

	C3
	3.505
	3.607
	3.457
	3.523
	0.077

	C4
	1.259
	0.187
	-0.988
	0.153
	1.124

	C5
	4.530
	2.572
	2.265
	3.122
	1.229

	C6
	0.916
	0.862
	2.219
	1.332
	0.768

	C7
	19.372
	16.001
	13.363
	16.245
	3.012

	C8
	5.574
	7.203
	7.626
	6.801
	1.083

	C9
	14.432
	4.180
	1.219
	6.610
	6.934

	C10
	2.485
	2.194
	0.570
	1.750
	1.032

	C11
	0.181
	0.492
	3.079
	1.251
	1.591

	C12
	3.414
	3.474
	4.244
	3.710
	0.463

	C13
	4.507
	-4.728
	5.588
	1.789
	5.669

	C14
	3.471
	2.288
	2.766
	2.842
	0.595

	C15
	2.555
	2.010
	2.029
	2.198
	0.310

	C16
	1.789
	1.807
	1.502
	1.699
	0.171

	C17
	3.313
	3.047
	3.359
	3.240
	0.169

	C18
	1.839
	2.391
	2.080
	2.103
	0.277

	C19
	2.965
	0.533
	-2.132
	0.455
	2.550

	C20
	2.356
	1.906
	1.875
	2.046
	0.269

	C21
	3.686
	3.025
	2.947
	3.219
	0.406

	C22
	2.605
	3.803
	3.357
	3.255
	0.605

	C23
	-10.954
	-14.218
	-10.392
	-11.855
	2.066

	C24
	6.175
	7.204
	5.891
	6.423
	0.691

	Average
	3.504
	3.343
	3.106
	3.318
	0.200



[bookmark: _Toc78067534]Relationship between management remuneration and financial performance
The financial performance is used to measure the performance of the organization and enables comparison across different organizations. The relationship between financial performance variables (ROA and ROE) and management remuneration (salary, benefits, bonus, and allowances) of the selected public listed companies in the Nairobi securities exchange was evaluated using Spearman correlation analysis. 
Return on Assets and Management remuneration
Table 5 presents association between ROA with the management remuneration types. From the table, only bonus had a significant correlation with ROA public listed companies with r-value of 0.3941 at 90% confidence interval. A comparison between ROA and other remuneration variables, however, did not result in any significant correlation as shown in table 5. Overall, there was a positive correlation between the financial performance metric (ROA) and bonus as shown in table 5 which was significant. An increase in bonus for the top management thus is associated with a significant increase in the return on asset performance for the companies listed in NSE. The adoption of bonus as part of remuneration for top management significantly influence the performance of public listed companies as measured by ROA. The finding supports the conclusion that was made by Jackson et al.( 2008) who found that ROA has a significant positive correlation with bonus compensation of the CEO. 

[bookmark: _Toc66721391]Table 5. 
The spearman Correlation between ROA and remuneration strategies.
	 
	ROA
	Salary
	Benefits
	Bonus
	Allowances

	ROA
	1
	
	
	
	

	Salary
	-0.2704
	1
	
	
	

	Benefits
	0.1184
	0.235
	1
	
	

	Bonus
	0.3941*
	0.086
	0.2251
	1
	

	Allowances
	-0.0233
	-0.0819
	0.0534
	0.1062
	1


 *. Correlation is significant at the 0.10 level (2-tailed).
**. Correlation is significant at the 0.05 level (2-tailed).
Return on Equity and Management remuneration
The relationship of ROE as a financial performance measure and management remuneration variables were also evaluated in the research study. Table 6 presents the Spearman correlation result between the financial performance parameter (ROE) and the remuneration variables. Bonus was found to have statistically significant positive correlation with ROE with r value of 0.4737. Increase in the bonus for top management result in an increase in the return on equity for public listed companies. Consequently, the bonus contributes to the performance of organisations for public listed companies. 
 
[bookmark: _Toc66721392]Table 6.
The Spearman Correlation between ROE and Remuneration Variables
	 
	roe
	salary
	benefits
	bonus
	allowances

	roe
	1
	 
	 
	 
	 

	salary
	-0.2513
	1
	
	
	

	benefits
	0.101
	0.235
	1
	
	

	bonus
	0.4737**
	0.086
	0.2251
	1
	

	allowances
	0.0342
	-0.0819
	0.0534
	0.1062
	1


*. Correlation is significant at the 0.10 level (2-tailed).
**. Correlation is significant at the 0.05 level (2-tailed).

The main null hypothesis of the research was “Management remuneration strategies has no significant influence on the financial performance of public companies listed in the Nairobi securities exchange”. The Spearman’s correlation analysis model found a significant influence of management remuneration strategies that is bonus on the financial performance (ROE and ROA) of public listed companies. The null hypothesis thus is rejected and the alternative hypothesis “Management remuneration strategies has significant influence on the financial performance of public companies listed in the Nairobi securities exchange” is adopted. 
The finding of the study supported that the finding of other studies and gaps in literature review. From the Spearman’s correlation analysis, bonus have been found to be positively correlated with the ROE and ROA. The bonus affect the financial performance of the public listed organisation positively. The finding concurs with the study of Nyberg, et al. (2016) who found that bonus was positive correlated with the financial perfomance of insurance organisations in USA. The effect could be explained by the findings of Sandhya and Kumar ( 2011) who reported that bonus that is dependent on company profit influence improvement the performance of employees and in turn influence the performance of the organisation. The effect can also be explained by findings of Subramony ( 2009)  who reported compensation influence the organisation perfomance through motivating of employees and lowering organisation turn over which in turn lead to increase in performance. Ton and Huckman (2008) also found similar result that points to significance influence of remuneration strategies on the financial performance of the organization irrespective of the industry of operation. Chi and Gursoy (2009) identified that employee satisfaction influences the overall financial performance through increasing customer satisfaction. This can be used to explore the reason as to why the remuneration strategies used by public listed companies in NSE impact their financial performance. However from the context of Kenya the effect of bonus of financial performance (ROA and ROE) may not be moderated by improvement of employment performance as Njanja et al ( 2013)  using the case study of  Kenya power and lightening company in Kenya reported bonus had no effect on the financial on employee performance. 
Based on the agency theory argument, executive motivation through discount and compensation could influence their future performance and that of organisation (Indjejikian & Nanda, 2002). Bonus can therefore be an important source of motivation for the executives of public listed companies in the NSE which could lead to significant improvement of future organisation performance. 
The findings of the research also contradict the findings of Luo and Jackson (2011) who found significant negative correlation between CEO compensation and the ROA of the company in the context of Chinese financial corporations. Therefore, the country specific effect could influence difference of the effect of CEO compensation on the ROA perfomance of organisation. 


[bookmark: _Toc78067535][bookmark: _Hlk14866212]Management remuneration measure that are best predictors of financial performance
Efficient predictors of financial performance in terms of management remuneration are important as it identify how it can be used by the organizations to improve their financial performance. From the Spearman’s correlation model, bonus was identified as a common management remuneration strategy that influence significantly both ROA and ROE from correlation analysis with a spearman rank of 0.3941 at p value of 0.1 for ROA and spearman rank of 0.4737 at p value of 0.05. Public listed company can consider the adoption of bonus remuneration strategies in improving their performance. The remuneration strategies are associated with motivation of the employees to work towards the organisation goals and in return earn more from better performance of the organisation. Bonus as an important predictor of financial performance is supported by Jackson et al.( 2008) who point that bonus is closely tied to the firm performance. Even so, Jackson et al.( 2008) recognises that the association between CEO bonus and the financial performance weakens when the earning are negative or declining. Prihastomo and Khafid (2018) also found that bonus had significant and positive effect on the financial performance that makes it an important predictor to financial performance. 
 

[bookmark: _Toc78067536]CHAPTER FIVE
[bookmark: _Toc78067537]SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
This chapter is going to present the summary, conclusion and recommendations that are associated with the research findings and analysis. 
[bookmark: _Toc78067538]Summary
The study aimed at evaluating the effect of management remuneration on the financial performance of public listed companies in Nairobi exchange market. The specific objective of the study was to assess the financial performance measured by the ROA and ROE of the selected public listed companies in the Nairobi securities exchange between 2016 and 2018; level of management remuneration of the selected public listed companies in terms of salary, benefits, bonus, allowances, shares and employee performance share; relationship between management remuneration and financial performance of the selected public listed companies in the Nairobi securities exchange; and management remuneration strategies that are the best predictors of financial performance of companies listed in the Nairobi securities exchange market. The listed companies were found to have varying trend in ROA and ROE performance in the three years studied that included increase over three years, decrease over the three years while other had slight increase from 2016 to 2017 and then decrease in performance in 2018. Overall, the average annual ROA and ROE performance of the public limited companies decreased from 2016 to 2018. The leading top management remuneration strategies utilised by public listed companies were salary and benefits. 

Bonus was found to have a positive association with ROA and ROE at p value of 0.1 and 0.05 respectively. Bonus was identified as the effective management remuneration strategy for public listed companies that influence financial performance. 
[bookmark: _Toc78067539]Conclusion 
From the findings of the research there were various conclusions that were arrived at. First, the financial performance, measured by ROA and ROE, of the public listed companies differed from one company to the other. Secondly, the public listed companies were found to utilise more than one remuneration strategies in compensating their top management that included bonuses, benefits, salary, allowances, shares paid or allowed to be owned and employee performance share. Salary and benefits were the main remuneration strategies that were utilised by the listed companies. Only bonus was found to significantly influence the financial performance of the public listed companies that were measured as ROA and ROE. All the other remuneration had no significant influence on the financial performance of the public listed companies. Of the management remunerations evaluated, bonus was identified as the best predictor of financial performance of the publicly listed companies. 
[bookmark: _Toc78067540]Recommendations
From the study, the following are the recommendations,
The financial performance of the selected companies was found to differ within the study period. It is thus recommended that further research to be undertaken to evaluate the reasons and factors that lead to the difference in financial performance among the public listed companies. 
The selected companies were found to utilise different management remuneration strategies for the top management. It is thus recommended further research to be undertaken on analysing the rational for selecting of different management remunerations by the companies.
Bonus was found to influence the financial performance of the public listed companies. It is thus recommended that management of public listed companies to adopt bonus as part of top management remuneration measure to influence improvement in financial performance of the organisation. 
Bonus was identified as the most appropriate predictor of the financial performance of public listed companies. It is recommended that organisations to adopt bonus as the leading motivator and reward for top management to influence improvement in financial performance. 
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	Activity 
	Aug-Dec 2018
	Jan 2019
	Jan-Dec 2019
	July 2021

	
	
	
	
	

	Topic selection and approval 
	 
	 
	 
	 

	Proposal development 
	 
	 
	 
	 

	Proposal defence and submission 
	 
	 
	 
	 

	Data collection 
	 
	 
	 
	 

	Data analysis 
	 
	 
	 
	 

	Report writing and proof reading
	 
	 
	 
	 

	Project submission 
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	Task
	UNIT
	QUANTITY
	COST PER ITEM
	TOTAL

	Photo copying
	Item
	1500
	3
	4500

	Data collection and analysis
	
	24
	2500
	60000

	Travelling 
	Day
	24
	1000
	24000

	Stationery
	
	1
	10000
	10000

	Miscellaneous
	
	
	
	17000

	Report binding
	reports
	6
	600
	3600

	Total (KSh.)
	 
	 
	 
	119100
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Industry name:……………………………….
Company code:………………………………
Years in operation:…………………………
Top management position being evaluated
Remuneration strategies utilised:
Salary: [  ]
Benefit description:[  ]
Bonus description: [  ]
Shares paid: [  ]
The table was used to obtain the remuneration of the top management of the selected company. Focus was on the company CEO. 
	
	Remuneration

	Financial Year
	Salary
	Benefits
	Bonus
	Allowances

	2016
	
	
	
	

	2017
	
	
	
	

	2018
	
	
	
	


The table captured the financial performance of the organisation using the Profitability, ROE, market share, sales volume and share prices as the measures 
	
	Financial performance

	Financial Year
	Profitability
	ROE
	ROA
	operating expense
	Share prices

	2016
	
	
	
	
	

	2017
	
	
	
	
	

	2018
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	FEATURES OF NSE EQUITY SECURITIES
	 
	 

	SECURITIES
	 ISIN  CODE
	TRADING SYMBOL

	AGRICULTURAL
	 
	 

	 Eaagads Ltd Ord 1.25 AIM 
	KE0000000208
	EGAD

	 Kakuzi Plc Ord.5.00 
	KE0000000281
	KUKZ

	 Kapchorua Tea Co. Ltd Ord Ord 5.00 AIM 
	KE4000001760
	KAPC

	 The Limuru Tea Co. Plc Ord 20.00AIMS
	KE0000000356
	LIMT

	 Sasini Plc Ord 1.00
	KE0000000430
	SASN

	 Williamson Tea Kenya Ltd Ord 5.00 AIM
	KE0000000505
	WTK

	AUTOMOBILES & ACCESSORIES
	
	

	 Car & General (K) Ltd Ord 5.00
	KE0000000109
	C&G

	BANKING
	
	

	 Barclays Bank of Kenya Ltd Ord 0.50
	KE0000000067
	BBK

	 BK Group Plc Ord 0.80
	KE5000008986
	BKG

	 Diamond Trust Bank Kenya Ltd Ord 4.00
	KE0000000158
	DTK

	 Equity Group Holdings Plc Ord 0.50
	KE0000000554
	EQTY

	 HF Group Plc Ord 5.00
	KE0000000240
	HFCK

	 I&M Holdings Plc Ord 1.00 
	KE0000000125
	I&M

	 KCB Group Plc Ord 1.00
	KE0000000315
	KCB

	 National Bank of Kenya Ltd Ord 5.00
	KE0000000398
	NBK

	 NIC Group Plc Ord 5.00
	KE0000000406
	NIC

	 Stanbic Holdings Plc ord.5.00
	KE0000000091
	CFC

	 Standard Chartered Bank Kenya Ltd Ord 5.00
	KE0000000448
	SCBK

	 The Co-operative Bank of Kenya Ltd Ord 1.00
	KE1000001568
	COOP

	COMMERCIAL AND SERVICES
	
	

	 Deacons (East Africa) Plc Ord 2.50AIMS
	KE5000005438
	DCON

	 Eveready East Africa Ltd Ord.1.00
	KE0000000588
	EVRD

	 Express Kenya Ltd Ord 5.00 AIMS
	KE0000000224
	XPRS

	 Kenya Airways Ltd Ord 5.00
	KE0000000307
	KQ

	 Longhorn Publishers Plc Ord 1.00AIMS
	KE2000002275
	LKL

	 Nairobi Business Ventures Ltd Ord. 1.00 GEMS
	KE5000000090
	NBV

	 Nation Media Group Ltd Ord. 2.50
	KE0000000380
	NMG

	 Sameer Africa Plc Ord 5.00
	KE0000000232
	FIRE

	 Standard Group Plc Ord 5.00
	KE0000000455
	SGL

	 TPS Eastern Africa  Ltd Ord 1.00  
	KE0000000539
	TPSE

	 Uchumi Supermarket Plc Ord 5.00
	KE0000000489
	UCHM

	 WPP Scangroup Plc Ord 1.00
	KE0000000562
	SCAN

	CONSTRUCTION & ALLIED
	
	

	 ARM Cement Plc Ord 1.00
	KE0000000034
	ARM

	 Bamburi Cement Ltd Ord 5.00
	KE0000000059
	BAMB

	 Crown Paints Kenya Plc Ord 5.00
	KE0000000141
	BERG

	 E.A.Cables Ltd Ord 0.50
	KE0000000174
	CABL

	 E.A.Portland Cement Co. Ltd Ord 5.00
	KE0000000190
	PORT

	ENERGY & PETROLEUM
	
	

	 KenGen Co. Plc Ord. 2.50
	KE0000000547
	KEGN

	 Kenya Power & Lighting  Co Ltd Ord 2.50
	KE0000000349
	KPLC

	 Kenya Power & Lighting  Co Ltd 4%
	KE4000001877
	KPLC.P0004

	 Kenya Power & Lighting  Co Ltd 7%
	KE4000002982
	KPLC.P0007

	 Total Kenya Ltd Ord 5.00
	KE0000000463
	TOTL

	 Umeme Ltd Ord 0.50
	KE2000005815
	UMME

	INSURANCE
	
	

	 Britam Holdings Plc Ord 0.10
	KE2000002192
	BRIT

	 CIC Insurance Group Ltd ord.1.00
	KE2000002317
	CIC

	 Jubilee Holdings Ltd Ord 5.00
	KE0000000273
	JUB

	 Kenya Re Insurance Corporation Ltd Ord 2.50
	KE0000000604
	KNRE

	 Liberty Kenya Holdings Ltd Ord.1.00
	KE2000002168
	CFCI

	 Sanlam Kenya Plc Ord 5.00
	KE0000000414
	PAFR

	INVESTMENT
	
	

	 Centum Investment Co Plc Ord 0.50 
	KE0000000265
	ICDC

	 Home Afrika Ltd Ord 1.00
	KE2000007258
	HAFR

	 Kurwitu Ventures Ltd Ord 100.00
	KE4000001216
	KURV

	 Olympia Capital Holdings ltd Ord 5.00
	KE0000000166
	OCH

	Trans-Century Plc Ord 0.50AIMS
	KE2000002184
	TCL

	INVESTMENT SERVICES
	
	

	 Nairobi Securities Exchange Plc Ord 4.00 
	KE3000009674
	NSE

	MANUFACTURING & ALLIED
	
	

	 B.O.C Kenya Plc Ord 5.00
	KE0000000042
	BOC

	 British American Tobacco Kenya Plc Ord 10.00 
	KE0000000075
	BAT

	 Carbacid Investments Ltd Ord 1.00
	KE0000000117
	CARB

	 East African Breweries Ltd Ord 2.00
	KE0000000216
	EABL

	 Flame Tree Group Holdings Ltd Ord 0.825
	KE4000001323
	FTGH

	 Kenya Orchards Ltd Ord 5.00 AIM
	KE0000000331
	ORCH

	 Mumias Sugar Co. Ltd Ord 2.00
	KE0000000372
	MSC

	 Unga Group Ltd Ord 5.00
	KE0000000497
	UNGA

	TELECOMMUNICATION 
	
	

	 Safaricom Plc Ord 0.05
	KE1000001402
	SCOM

	REAL ESTATE INVESTMENT TRUST
	
	

	STANLIB FAHARI I-REIT
	KE5000003656
	FAHR

	EXCHANGE TRADED FUNDS
	
	

	NEW GOLD ETF
	KE5000007095
	GLD
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June 24, 2019

TO: Mobegi Fred Morara
School of Business
University of Eastern Africa, Baraton

Dear Mobegi,

RE: Effects Management Remuneration on the Financial Performance of Selected Public
Companies listed in the Nairobi Securities Exchange,

This is to inform you that the Rescarch Ethics Committee (REC) of the University of Eastern Africa
Baraton has reviewed and approved your above research proposal. Your application approval number is
1ERC/14/06/2019. The approval period is 24" June, 2019-23 June, 2020.
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v.
Vi.
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Only approved documents including (informed consents, study instruments, M I'A) will be
used.
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and approval by the Research Ethics Committee (REC) of the University of Eastern Africa
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