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There are different ways of measuring performance in a market segment. Every marketing manager need to have the metrics of measuring to be able to have clear action plan. Some of the methods of measuring performance include predictive revenue, predictive analysis and patterns of customer engagement.  Measuring segment performance assists in maximizing sales leads, return on investment and conversions. Segment performance is one of the important practices of management and is often evaluated to determine the compensation or bonuses for managers (Wulf, 2002). However, there has been a debate on whether compensation for senior segment managers should be tied to segment performance or not. 
Compensation for senior segment managers should be tied to performance of the segment. One of the major ways of motivating employees is through compensations and incentives. For an organization to find value of employees, it has first to measure how they contribute to its well being (Kaplan & Norton, 1995). If the employee is found of value to the organization based on his or her input to the organization in terms of performance, then their value is tied to a meaningful compensation. It is therefore clear that the value of a senior manager in a segment would be based on the performance of the segment, hence warranting his or her compensation to be tied to the performance. Compensation and bonuses are meant to ensure improved performance among the employees. When compensation and bonuses of the senior segment manager is tied to the segment performance, the manager will be always determined to improve on the performance of the segment hence positively affecting the profitability of the organization (Wulf, 2002). 
In addition, every organization aims to make profits and the segments are created to ensure effective operations and maximum productivity. Through basing compensation on performance, employers are likely to gain higher productivity as compared to compensation that is based on period. Additionally, when a senior segment manager’s compensation is based on segment performance, his effort would be more to match the output expected. In addition, to increased effort in the manager, compensation tied to performance would ensure teamwork within the segment as the manager would ensure cooperation among his team to achieve the set objectives (Kaplan & Norton, 1995). 
To determine the compensation for the managers, segment performance is frequently evaluated. There are different methods of evaluation which include budget control and reporting, return on capital employed, balanced scorecard and residual income among others. However, in evaluating segment performance, balanced scorecard would be the best. This is because; balanced scorecard technique connects both financial and non-financial performance measures (Kaplan & Norton, 1995). It assists in offering information to the management, which would assist in formulating strategic policy and achieve them. The approach is the best because it addresses every area of performance in an unbiased and objective way, giving the management an inclusive view of the segment (Aghdaie, Zolfani & Zavadskas, 2013). Through the use of balanced scorecard, the management can identify and consider the customer’s perspective in its evaluation. In addition, balanced scorecard enables the management to focus on the internal perspective of the business and identify the processes the organization should excel in to effectively implement its strategy. Balanced scorecard also allows evaluation on the perspective of growth and learning, and finances. Typically, balanced scorecard is the best method of performance evaluation because it focuses on almost every perspective of the segment without biasness (Aghdaie, Zolfani & Zavadskas, 2013). 
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