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ABSTRACT
The study established the relationship between rewards and employee performance in Ntungamo
District Local Government, the following specific objectives guided this study and these were,  
To assess the relationship between intrinsic rewards and performance of Ntungamo District  Local Government employees; 
To determine the relationship between extrinsic rewards and performance of Ntungamo District  Local Government employees.  
To establish whether employee performance is a function of rewards. The study adopted the following designs; descriptive correlational to measure the degree of association between rewards and employee performance, cross-sectional research design was used because data was drawn/collected from a wide spread of respondents and multiple linear regression analysis was used to establish the significant effect of rewards on employee performance. 
 The study used a research population of 150 and a sample size of 109. The findings indicated that there exists a positive and significant relationship between intrinsic rewards and performance of Ntungamo District Local Government employees (r-value=.623 & .000), there is a significant relationship between extrinsic rewards and performance of employees in Ntungamo District Local Government (r-value=.767 & .000). The researcher concluded that effective intrinsic rewards can stimulate employee performance in Ntungamo District  Local Government, therefore intrinsic rewards should be more improved in order to increase more on the level of employees performance in Ntungamo District  Local Government, effective extrinsic rewards provision significantly increases the employee performance in Ntungamo District  Local Government, therefore the employees in Ntungamo District  Local Government frequently need to be provided with improved extrinsic rewards since it affects their level of performance at work. The researcher recommended that; Ntungamo District Local Government should place high emphasis on the employees ‘wants and needs while at work such as job security and good working conditions. Good performance among employees in an organization has many implications such as high rewarding among employees, outstanding ability, and good organizational climate and infrastructure, excellent leadership that can sustain the rapport and productivity and good relationship among staff, this will satisfy the employee‘s frustrated needs and at the end of the day these employees will improve on their performance.  
CHAPTER ONE 
INTRODUCTION 
1.1 Introduction 
Rewards refer to both monetary and non-monetary given to the employees in an organisation. monetary remuneration such as salary, housing allowance, medical insurance, whereas nonmonetary remuneration include induction, social working condition, leave and holiday packages given to workers in an organisation. Staff performance refers to the fulfillment of an obligation by an employee in a manner that releases the performer from all liabilities under the contract. Borkowski (2010) noted that managers must recognize that an employee might have multiple needs to satisfy simultaneously; focusing exclusively on one‘s needs at a time will not effectively reward an employee. If managers are able to recognize those employee needs that are frustrated, steps can be taken to satisfy the employee‘s frustrated needs until the employee is able to pursue growth again. The study fulfilled the following objectives; to assess the relationship between intrinsic rewards and performance of Ntungamo District Local Government employees and it determined the relationship between extrinsic rewards and performance of Ntungamo District Local Government employees. Therefore this study bridged the gap of poor staff performance by assessing the effect of rewards on staff performance. This study was descriptive in nature whereby it used both qualitative and quantitative approaches. However, this chapter describes the background of the study in terms of historical, theoretical, conceptual and contextual perspectives. It also describes the research problem, the statement of the problem, purpose of the study, research objectives, research questions, scope of the study and its significance. 
1.2 Back ground of the Study 
1.2.1 Introduction
This section presented the background of the study on the following perspectives namely; historical perspective, theoretical perspective, conceptual perspective and contextual perspective.
1.2.2 Historical Perspective 
The concept of rewards can be traced from ancient Greeks, Socrates, Plato and Aristotle ages. Plato believed in a hierarchy organized such as dietary component, the emotional and the rational. Aristotle, for more than twenty years continued to affirm the hierarchy spiritual. However he used different reforms which were different from his original belief. He believed in those dietary and emotional components are relevant to body and part of concept of rewards. They can prepare some sensors like growth, physical comfort and some sensory experiences such as pain and pleasure (emotional). These two parts together were basis of irrational rewards force. The logic section was including all rational aspect of soul such as intellectual concept and some voluntary features.  
The ancient Greeks presumed three component, the body's desires, pleasures and pains (senses and efforts of will and spirit) in a hierarchical arrangement for the first theoretical justification of the rewards activities.  In the modern era after the Renaissance, René Descartes distinguished between inactive and active aspects of rewards. Descartes believed in that body is inactive factor of rewards, while will is active factor of rewards. Body has a physical and mechanical nature with nutrition desires that answer to those desires by senses and physiological reflects to external environment. (If you wanted to understand physical rewards, physiological analysis must be used). The mind has mental, moral and intellectual nature which has purposefulness will. (If you wanted to understand targeted rewards, will analysis must be used). Therefore will always is force of rewards, Descartes devoted rewards exclusively to the will of man for a first time. He provided the first great theory of rewards for philosophers (Robert, 2006). 
In Africa, specifically South Africa, in 1988 the Public Service Commission gave a presentation on the reports of the survey on the implementation of the staff performance management and development System (PMDS) for senior managers in the Eastern Cape and North West Provinces, and on.  PMDS related to ensuring accountability and service delivery in Government departments. The Department of Public Service and Administration gave a presentation on performance measurement and management, giving an indication of the history and aims of the performance agreements. These should be signed before end April yet were invariably signed after this period. Compliance of the Eastern Cape Senior Management System staffs was unsatisfactory. Although North West was found to be better compliant, non-adherence  to the performance agreements was a serious issue, and it was also worrying that they were not being used as reference points for managerial performance and results assessments, even after being signed. Committee members commented that the challenges indicated in the presentations painted a very gloomy picture of the PMDS. Questions were asked around yearly feedback and performance of the departments and members (Silvestri, 1992). 
In Uganda, many organisations were concerned with having productive, committed, and enthusiastic workers for excellent organisational performance. To achieve this, firms had to put rewards at the centre of their operations. In Uganda and possibly world over there were many cases of de-motivated and frustrated workers. De-motivated staffs did not only harm the firm's performance but their lives as well both career wise and physically.  Two major assumptions people hold on rewards were reviewed. One assumption was that it was difficult to motivate people and the other that motivated people could perform better. These assumptions could be misleading when designing appropriate rewards strategies (Stella, 2008).
1.2.3 Theoretical Perspective 
This section presented the theory related to the study and this theory was Douglas McGregor`s theory X and theory Y; 

Douglas McGregor in his book, “The Human Side of Enterprise” published in 1960 examined theories on behavior of individuals at work, and he formulated two models which he calls Theory X and Theory Y. 
For theory X, he assumes that an average human being has an inherent dislike of work and will avoid it if he can. Because of their dislike for work, most people must be controlled and threatened before they work hard enough. He assumes that an average human prefers to be directed, dislikes responsibility, is unambiguous, and desires security above everything. These assumptions lie behind most organizational principles today, and give rise both to ―tough‖ management with punishments and tight controls, and ―soft‖ management which aims at harmony at work. For theory Y, McGregor assumed that the expenditure of physical and mental effort in work is as natural as play or rest. Control and punishment are not the only ways to make people work, man will direct himself if he is committed to the aims of the organization. If a job is satisfying, then the result will be commitment to the organization. Recognizing creativity, promotion, ensuring good working environment, good employee-manager-staff relations, building staff trust and responsibility as well staff career development. These enhance and motivate individual staff performance (Dimink, 2012).  
The above theories postulate that to achieve staff performance in Ntungamo District in Western Uganda, there is need for management to accommodate an effective reward system that can guide, motivate and enhance effective performance of Ntungamo District employees in Western 
Uganda.  
1.2.4 Conceptual Perspective 
Maund (2001) defined rewards as a set of processes with the reason of stimulating, orientating and maintaining human behavior towards achieving a goal. It also refers to monetary remuneration like salary, housing allowance, medical insurance), and non-monetary rewards like induction, social working condition, leave and holiday packages) given to workers in an organisation. In this study, rewards as the independent variable was broken into constructs such as intrinsic rewards and extrinsic rewards. 
Blanchard (2001) defined staff performance as the job related activities expected of a worker and how well those activities are executed. Many business 

HYPERLINK "http://www.businessdictionary.com/definition/personnel.html" \hpersonnel 

HYPERLINK "http://www.businessdictionary.com/definition/director.html" \hdirectors assess the staff performance of each staff member on an annual or quarterly basis in order to help them identify suggested areas for improvement. Employee performance as the dependent variable was broken into constructs such as completeness, accuracy, and speed at work and goal accomplishment. 
Chiang (2010) defined extrinsic rewards, as financial tangible rewards given to workers by their employers which include pay raises, salary, bonuses, and benefits. These rewards are external to the work itself and other people control their size and whether or not they are granted

Cameron and Pierce (1994) defined intrinsic rewards as intangible benefits given to employees by their managers, these are inform of favourable working environment, recognition, promotion, employee trust, job security, recognition and inclusion in decision making process. 

1.2.5 Contextual Perspective 
Due to poor performance of Ntungamo District employees in Western Uganda, staffs fail to have performance reviews that give them a chance to receive merit raises. This is because Ntungamo District, has failed to reward staffs with travel and merchandise as a way to recognize exceptional performance (Mbabazi, 2012). A small number of staffs/employees get tuition reimbursement, and their children can‘t qualify for scholarship funds. Low civic competence of councilors awareness of their job roles is also a clear indication of poor performance among the employees at Ntungamo District, although a number of councilors in Ntungamo District demonstrated improvement on basic understanding of their job roles, the majority of them still required awareness on their roles as far as representation is concerned, and this has resulted into incompleteness of duties at work, inaccuracy, failure to finish work in time and failure to accomplish the set goals by the employees. However, there was a knowledge gap regarding in-depth knowledge of exactly what the constitution requires of them legislative role, there was generally poor performance by councilors on the aspect of moving motions and bills something that councilors claim they are not supposed to do. Poor record keeping among councilors is also a clear indication of poor performance among the employees at Ntungamo District, this is revealed whereby most councilors do not regard record keeping as a priority since only a few had official programmes, diaries and documentation to back up the workload they claimed to have undertaken. For example, with the exception of sixteen councilors who verified their claims with evidence, the researchers were regularly advised to go to the clerk for documents to verify councilors’ claims (Natamba, 2010). 
1.3 Statement of the Problem 
Ntungamo District Local Government has tried for a long time recruit well trained and energetic labour force with tagged expectation of outstanding performance in their respective departments and agencies. In the bid to reward and further improve performance of these employees, Ntungamo District  Local Government established a number of rewards including, annual paid leaves (as designated in the public service standing orders), staff development, per diems for special duties, flexible working hours, good remuneration and individual performance recognition (Ntungamo District  Local Government assessment report, 2017). But however Ntungamo District has suffered and was still suffering from poor staff performance which in turn has resulted into unsatisfactory staff output (Tumushabe, 2016). These performance failures are both on the side of the top management and lower level workers who constantly should work together. Poor staff performance has resulted into incompleteness of duties at work, inaccuracy, failure to finish work in time and failure to accomplish the set goals by the technical staff; at the end it will affect the programs of the local government. The situation about poor staff performance has not improved despite the efforts put by management on rewarding of employees at Ntungamo District, this is because extrinsic rewords such as staff allowances, salaries, bonus payments all delay to reach the staffs hence not motivating them to do their work as expected, still intrinsic rewards such as staff recognition, staff promotion, job security and provision of work leaves are also ineffectively provided to the staff hence leading to poor performance (Ntungamo District  Local Government assessment report, 2017). If these existing performance gaps continue to surface it will continuously compromise the quality of services delivered and in the end it will negatively affect development. Therefore, it is against this background that the researcher investigated the relationship between rewards and performance of Ntungamo District Local Government employees in Western Uganda.  
1.4 Purpose of the Study 
The purpose of this study was to examine the relationship between rewards and performance of 
Ntungamo District employees. 
1.5 Objectives of the Study 
The study was guided by the following specific objectives. 
1) To assess the relationship between intrinsic rewards and performance of Ntungamo District Local Government employees.  
2) To determine the relationship between extrinsic rewards and performance of Ntungamo District Local Government employees.  
1.6 Research Questions 
1) What is the relationship between intrinsic rewards and performance of Ntungamo District Local Government employees?  

2) What is the relationship between extrinsic rewards and performance of Ntungamo District Local Government employees?  

1.7 Hypothesis 
1) There is no significant relationship between intrinsic rewards and performance of 
Ntungamo District employees. 
2) There is no significant relationship between extrinsic rewords and employee performance of Ntungamo District Local Government employees. 

1.8 Conceptual Review 

1.8.1 Introduction
This section presented the breakdown of the independent and dependent variables 
Figure 1. 1: A Conceptual framework showing the relationship between rewards and performance of Ntungamo District employees.
Source: Maund (2001) 
The independent variable in this study was reward and this was conceptualized in terms of intrinsic and extrinsic rewards. Yet the dependent variable (staff performance) was measured in terms of completeness, accuracy, and speed at work and goal accomplishment. The model shows the connection between rewards and staff (employee) performance. It is conceptualized that intrinsic and extrinsic rewards that is bonus payments, allowances, salaries, job security, staff promotion, staff recognition, and work shifts at Ntungamo District, contribute to effective and efficient delivery of service by the staff. 
As highlighted in Theory X and Y by Douglous (1960), that the 'Theory X' managers believe that all actions of employees should be traced and the responsible individual given a direct reward according to the outcomes at work by the employees. This rewarding style is more effective when used in a workforce that is not intrinsically rewarded to perform. It is usually exercised in professions where promotion is infrequent, unlikely or even impossible and where workers perform repetitive tasks (Dimink, 2012).

1.9 Significance of the Study 
The research study may help to inform the management at Ntungamo District about the rewards problems and develop strategies to minimize the problems. 
The research may also help the managers and the employees, to realize their obligations and responsibility towards the good performance of the District. 
The research may also inform the policy makers to find ways to curb the present undesirable situation of poor staff performance and to understand pertinent rewards issues in regards to the organization management. 
The study may add on to the existing literature in relation to the implementation of rewards measures in the organizations. 
The research may totality help to revive the organization to good functional states and guarantee their effective and smooth existence. 
The study findings can be used for reference by other future researchers in a bid to complement their class and practical work. 
Generally, the study findings can be used to add to the existing body of knowledge as a reference material, guiding other scholars and researchers during their research projects and other writings. 
1.10 Justification of the Study 
In the recent days many public organizations have financial and performance fallbacks citing the proposed government rewarding systems. It is all tagged to poor performance of staff in these organisations that has seen them register huge decline in finances. Ntungamo District in Western Uganda being one of the very many public organizations serving the general public in Uganda, it is very important to understand its performance position and this study seeks to investigate the impact of public service sector rewards on employees (staff) performance of Ntungamo District Local Government employees and make possible recommendations. 
1.11 Scope of the Study 
1.11.1 Introduction

This section presented the geographical scope, content scope and time scope as indicated below;

1.11.2 Geographical Scope
The study was carried out in Ntungamo District, like most Ugandan Districts, it was named after its 'chief town', Ntungamo, the location of the District headquarters. Ntungamo District is bordered to the north, Mitooma District, Sheema District and Mbarara District, going from west to east. Isingiro District lies to the east, the Republic of Rwanda to the south, Kabale District to the southwest and Rukungiri District to the northwest. The District headquarters at Ntungamo, are located about 66 kilometers (41 mi), by road, southwest of Mbarara.
1.11.3 Content Scope 
In terms of content, rewards (independent variable) were looked at in terms of intrinsic and extrinsic rewards. Yet the dependent variable (staff performance), was measured in terms of completeness, accuracy, speed and goal accomplishment.  
1.11.4 Time Scope
The study had a time scope of ten months which ran from March 2017 to December 2017. The time chosen was sufficient to enable the researcher collect reliable information for the study. 

 1.12 Operational Definition of Key Terms  
This section presents the operation definition of key terms to the study such as rewards, extrinsic rewards, intrinsic rewards and employee performance as indicated below;
Performance refers to the accomplishment of a given task measured against preset known standards of accuracy, completeness, cost, and speed. In a contract, performance is deemed to be the fulfillment of an obligation, in a manner that releases the performer from all liabilities under the contract. 
Rewards refer to something that is given in return for good or evil done or received or that is offered or given for some service or attainment. Rewards have two types in this case and are defined below,  
Extrinsic rewards, these are usually financial tangible rewards given to employees by managers, such as pay raises, salary, bonuses, and benefits. They are called extrinsic because they are external to the work itself and other people control their size and whether or not they are granted
Intrinsic rewards, these are normally intangible awards of recognition, a sense of achievement, or a conscious satisfaction. For example, it is the knowledge that you did something right, or you helped someone and made their day better. Because intrinsic rewards are intangible, they usually arise from within the person who is doing the activity or behavior. So ―intrinsic‖ in this case means the reward is intrinsic to the person doing the activity or behavior. These include but not limited to the following, working environment, recognition, promotion, employee trust, inclusion in decision making process, job security, recognition and observing of individual employee innovations. 
CHAPTER TWO 
LITERATURE REVIEW 
2.1 Introduction 
This chapter will review literature relevant to the study. The literature is cited from various scholarly works, journals, periodicals and quarterly publications, and is organized according to the variables of the study. The theoretical review, conceptual frameworks and related studies form this section. 
2.2 Theoretical Review 
The study was guided by the Douglas McGregor Theory X and Theory Y (1960). 
Theory X 
Theory X is based on assumptions regarding the typical worker. Theory X shows that an employee has little to no ambition, shies away from work or responsibilities, and is individual goal oriented. Generally, Theory X style managers believe their employees are less intelligent than the managers are, lazier than the managers are, or work solely for a sustainable income. Due to these assumptions, Theory X concludes the typical workforce operates more efficiently under a "hands-on" approach to management. The 'Theory X' manager believes that all actions should be traced and the responsible individual given a direct reward according to the outcomes at work. This rewarding style is more effective when used in a workforce that is not intrinsically rewarded to perform. It is usually exercised in professions where promotion is infrequent, unlikely or even impossible and where workers perform repetitive tasks (Dimink, 2012). 
According to McGregor, there are two opposing approaches to implementing Theory X: the 
"hard" approach and the "soft" approach. The hard approach considers keen supervision, intimidation, and punishment. This approach can potentially yield a hostile, minimally cooperative work force that could harbor resentment towards management. The soft approach is the literal opposite, characterized by leniency and less strictly regulated rules in hopes for high workplace morale and therefore cooperative employees. Implementing a system that is too soft could result in an entitled, low-output workforce. McGregor believes both ends of the spectrum are too extreme for efficient real world application. Instead, McGregor feels that somewhere between the two approaches would be the most effective implementation of Theory X (Gary, 2011). Theory X generally proves to be most effective in terms of consistency of work. Although managers and supervisors are in almost complete control of the work, this produces a more systematic and uniform product or work flow. Theory X can also benefit a work place that is more suited towards an assembly line or manual labor type of occupation. Utilizing theory X in these types of work conditions allow the employee to specialize in a particular area allowing the company to mass produce more quantity and higher quality work, which in turns brings more profit (Dimink, 2012). 
Theory Y 
Theory Y managers act on the belief that people in the work force are internally rewarded, enjoy their labor in the company, and work to better themselves without a direct "reward" in return. Theory Y employees are considered to be one of the most valuable assets to the company, and truly drive the internal workings of the organisation. Also, Theory Y shows that these particular employees thrive on challenges that they may face, and relish on bettering their personal performance. Workers additionally tend to take full responsibility for their work and do not require the need of constant supervision in order to create a quality and higher standard product (Cameron & Pierce, 1994).  
Because of the drastic change compared to the "Theory X" way of directing, "Theory Y" managers gravitate towards relating to the worker on a more personal level, as opposed to a more conductive and teaching based relationship. As a result, Theory Y followers may have a better relationship with their higher ups, as well as potentially having a healthier atmosphere in the work place. Managers in this theory tend to use a democratic type of leadership because workers will be working in a way that does not need supervision the most. Therefore "Theory X and Y" adds more of a democratic and free feel in the work force allowing the employee to design, construct, and publish their works in a timely manner in co-ordinance to their work load and projects. While "Theory Y" may seem optimal, it does have some drawbacks, yet there is a more personal and individualistic feeling that this does leave room for error in terms of consistency and uniformity (Patrick, 2007). The prevailing reward system greatly affects the staff performance in Ntungamo District Local Government. 
2.3 Rewards and Employee Performance
The literature review is presented basing on research objectives; 
2.3.1 Intrinsic Rewards and Performance of Employees 
Intrinsic rewards are internal, psychological rewards such as a sense of accomplishment or doing something because it makes one feel good (Wiersma, 1992). The meta-analysis by Wiersma concluded that when extrinsic rewards are given by chance, they reduce intrinsic rewarding. This result is supported when task behavior is measured during a free-time period.  
To increase the performance of the employees they need job security and good working conditions, as more scholars of internal rewarding argued that however the other rewarding factors are available, job security and good working conditions is the most part of the rewarding factor among the those ones, the employees must be secure in any side (Viedge, 2007). 
During tough times, administrators may be tempted to sacrifice wages to provide the staff with job security and avoid layoffs. While the steps to ensure the administrative remains open are admirable, a company must take care not to reduce or freeze wages so much that top performers feel forced to go elsewhere to earn what they deserve (Crookes, 1991).  
Although, in one sense, intrinsic rewarding exists within individuals, in another sense intrinsic rewarding exists in the relation between individuals and activities. People are intrinsically rewarded for some activities and not others, and not everyone is intrinsically rewarded for any particular task. Because intrinsic rewarding exists in the nexus between a person and a task, some authors have defined intrinsic rewarding in terms of the task being interesting while others have defined it in terms of the satisfactions a person gains from intrinsically rewarded task engagement (Cunningham, 2007). 
Borkowski (2010) states that managers must recognize that an employee might have multiple needs to satisfy simultaneously; focusing exclusively on one‘s needs at a time will not effectively reward an employee. If managers are able to recognize those employee needs that are frustrated, steps can be taken to satisfy the employee‘s frustrated needs until the employee is able to pursue growth again. This study will identify some factors of reward which includes compensation, job security, rewarding high employee achievements with recognition and appreciation, linking pay to performance achievements, opportunity for promotion, creativity and skill development and work autonomy. 
Arthur (2010) said that management has to formulate and administer the salary policies on sound principals as most of the employees‘ satisfaction and work performance are based on pay. He further added that the production worker is rarely driven by money rewarding. He is not highly skilled and his background has not been generally victorious, his lack of progress may be due to lack of ability, poor working conditions and so on. A production worker attaches more priority to esteem recognition and social approval. The physical rewards and rewards of enhanced status and promotion are generally forms of non-financial incentives. 
Elding (2012) in his study about modeling employee rewarding and performance in Birmingham, he found out that the level of skill variety in a job may be high where an individual has a high desire for skill variety and the job provides a high level of skill variety. In this situation, the individual would indeed be expected to display high levels of rewarding and effort; this relates to the study since rewarding needs to look at the level of individuals to increase their performance and efforts they need to respect and motivate according to their position.   
Patrick (2007), found out that the local government system can be reoriented towards sustained super performance, with emphasis being given to efficiency, effectiveness, economy and equity; secondly, that public affairs at this level of government, be conducted in ways that strengthen accountability, enhance transparency, encourage responsiveness, foster grassroots participation and support effective leadership. Thus, in relation to my study, since the super performance of local governments is as a result of a motivated employee, emphasis has been put on efficiency, effectiveness, and economy by facilitating employees to ensure the required state is achieved, in strengthening of accountability. Good administrative information technology systems have been put in place to take the responsibility of and support this work in order for the local government workers perform in super way. The bigger question remains on how the employed systems and the existing employee compensation and reward policies impact on performance of public servants in particular the local government employees.  
Charl (2011) carried out a study about evaluating rewarding of employees in a contemporary South African local governments, he found out that overall the current rewarding system implemented by the local governments seems to be inadequate in rewarding the employees effectively. Consequently, hence the reason for this result could largely be attributed to the fact that the current appraisal system measures subordinates‘ performance based on the subjective opinions of their superiors and not on mathematically measurable performance criteria, it needs to be looked at the internal rewarding system not to be based on objective opinions of superior. 
2.3.2 Extrinsic Rewards and Performance of Employees  
Extrinsic rewards are rewards that other people give such as a money, compliments, bonuses, or trophies. Wiersma (2013) conducted a meta-analysis to summarize the inconsistent results of past studies. The meta-analysis by Wiersma concluded that when extrinsic rewards are given by chance, they reduce intrinsic rewarding. This result is supported when task behavior is measured during a free-time period. However, it is not supported when task performance is measured and when the extrinsic reward is in effect. Wiersma also found that such results cannot be generalized to all situations. He also found that pay increases intrinsic rewarding for subjects with an external locus of control whereas pay increases increased intrinsic rewarding for subjects with an internal locus of control (Silvestri, 2013). 
Chatterttee and Prichard (2013) argues that if an organization is willing to pay high wages, it can usually attract well qualified employees. There are many motivating factors such as job security, good working conditions, recognition, advancement that influences personal feelings about the job. But his pay is one of the foremost considerations. If his earnings are at an acceptable level, based upon the evaluation of his worth, the other factor will become less important. If his earnings are inadequate, then there is a strong possibility that he will become dissatisfied. 
Anna and Sanni (2010) found out that rewarding of employees consists of many different aspects. They argued that the most important aspect of rewarding that the managers should make the employees feel motivated towards the work they do. Workers motivated internally are less absent from work and the productivity of the company is more likely to grow, this relates to my study since I am carrying out study about rewards, it important to encourage local government administrations to consider or focus on external staff rewarding within the work to yield high and desired performance. 
Abonam (2011) found out that jobs with more rewarding features have lower effort requirements, a better well-being and fewer health complaints. The study also found that jobs scoring high on the rewarding subscale of the questionnaire contained employees who were more satisfied and motivated, had a higher rating pertaining to job performance, and had fewer absences.  
Pierce and Cameron (2011) conducted a study to examine how extrinsic rewards affect people‘s based on increasingly higher performance criteria. Pierce found that rewarding people for meeting a graded level of performance, which got increasingly more difficult, spent more time on the study‘s activities and experienced an increase in intrinsic rewarding. Participants who were not rewarded at all or only rewarded for maintaining a constant level of performance experienced less intrinsic rewarding (Klun, 2010).  
According to Prasad and Shell (2012), the basic logic of monetary incentives is that individuals will use their potentials for better performance in order to earn more money. Money may potentially be an effective rewarding regardless of the level one has attained or the amount of money one is earning. This is in line with Mason et al observations that pay in one form or another is certainly one of the main springs of rewarding in our society. Prasad further more stated that, some people argue that money does not have similar impact on all. Herzberg found out that money does not motivate personnel but only acts as a maintenance factor. Money is actually used as a means for keeping an organization adequately staffed and not as a motivator. 
According to Dimeck (2010) for an organization to achieve its stated goals, management should provide employees with financial rewards as a form of motivating them in order to enhance high performance while lack of money, may cause dissatisfaction, its provision may lead to lasting satisfaction and high performance. This is especially so for people who receive fixed salaries or rates of pay like teachers. They may feel good when they receive an increase. It is a highly tangible form of reaction and an effective means of helping this equally can die away.  
2.3.3 Employee Performance 
To Jones (2011) looked at performance as the ability of an individual to perform a task. He argued that for an organization to achieve its stated goals there should be indicators that determine performance in an organization. Therefore, good performance among employees in an organization has many implications such as high rewarding among employees, outstanding ability, and good organizational climate and infrastructure, excellent leadership that can sustain the rapport and productivity and good relationship among staff. Staff rewarding is the process of inspiring people to do their best in achieving organizational goals. It is a process of stimulating, impelling, inducing, active interests, and excellence in an activity. It equally involves the willingness to spend -energy to achieve a goal/reward. 
Tim (1994) noted that not every goal is worthy, often unachieved goals aren't met because the rewarding isn't really there or they were truly unrealistic. The greatest sense of goal accomplishment comes from surpassing goals that challenge the mind, body and spirit. If the goal is audacious, it will require information beyond what's currently in the worker‘s brain. Time to become a smart learner comes when a worker should make research on what he or she can about the process and the environment impacting the goal. Business goals are most often missed due to unrealistic assumptions combined with a lack of diligence. Give workers every chance of hitting the goal by surfacing every potential obstacle in your way and exploring every possible solution (Tim, 1994). 
On the other hand, the top six factors that lead to satisfaction include the employee‘s achievement, recognition, the work itself, the responsibility undertaken, advancement and growth. It has been suggested that in order for companies to be successful, especially when it comes to the performance produced by their workforce, there is a need for the management to consider the factors mentioned above. According to Goodwin and Gremler (1996) the banking industry is in need of employees that are both satisfied and rewarded, for without them, customer satisfaction levels would also be affected. This idea is also supported by Adelman et al. (1994) who maintains that interpersonal relationships established between bank personnel and the customers are a big driving force behind ensuring that a customer is satisfied or dissatisfied. 
According to Adams (1965) when it comes to research studies regarding reward allocation, there are three common allocation rules. These include 1) equity, 2) equality and 3) need (Deutsch, 1975). Chen (1995) also considers that seniority has to be a fourth allocation and this factor should serve as a principle of importance. Kanfer (1990) states that employees are constantly involved in a social exchange process wherein they contribute efforts in exchange for rewards. They also compare the effort or contribution that they put in towards accomplishing a certain task and acquiring rewards in exchange for the former. 
According to Babakus et al. (2003) the perceptions that employees have with regards to their reward climate influences their attitudes towards their employees. In addition, the commitment of managers towards their organization is also shown by how the manager rewards his/her employees. Gouldner (1960) mentions the norm of reciprocity, which focuses on the ability of organization to accommodate the needs of their employees, and reward them for their efforts. In exchange for the rewards provided to them, employees should reciprocate by increasing their commitment towards their organization and their work, in addition to increasing their socio emotional bonds` with their company and their colleagues.  
Siegrist (1996) has established a theoretical model dubbed the Effort-Reward Imbalance (ERI) Model places high importance towards the provision of rewards instead of controlling the work systems and its structures within an organization. The main concept of the model is that the amount of work that an employee puts towards work is a part of the socially organized exchange process` to which society feels obliged to repay. Such repayment comes in the form of occupational rewards.   
Probst and Brubaker (2001) concluded that the difference between job satisfaction and dissatisfaction lies in the amount and the type of rewards provided or given to the employees and the amount and type of rewards that the employee expects he/she deserves. This idea is supported by previous researchers Magione and Quinn (1975) who consider both job satisfaction and dissatisfaction to be the result of the perceptions of an employee with regards to personal expectations about what and how much they deserve for contributing towards the organization that they work for. According to a study conducted by Ahmad et al. (2010) employees are highly likely to feel rewarded when they know that they are able to get fair pay with regards to the amount of work that they do. In the study, the researchers stated that employees are particularly concerned about discrimination with regards to fair pay, and this may hamper their rewarding levels to do their job well.   
According to Nelson and Spitzer (2002) one of the best ways for managers to determine the top hygiene and motivating factors that boost work performance among employees, would be through a trial and error method. In other words, if a factor implemented does not work, then the manager can simply look for another method instead.   
According to Shore and Shore (1995) employees who are able to experience and receive recognition for their work are also able to have a better perception of their work, their workplace and the people they work for. This idea is further reiterated by Buchanan (1974) who adds that the recognition of contributions towards the organization has a positive relationship towards increasing the commitment of the employee towards the organization and its objectives.  
Skinner (1969) makes a point that offering rewards in exchange for hard work, especially in service industries such as banks and other establishments is very important when it comes to influencing the perceptions of employees.   
It has been suggested by Bartol & Srivastava (2002) that rewards are utilized by managers to show employees that their behaviors are being observed by the organization that they work for, and if favorable, such behaviors shall be valued. Eisenberger et al. (1998) stresses that the rewards provided to employees (with cause), allows companies to ‗direct, sustain and reward desirable values and behaviors. Examples include: knowledge sharing, increase in employee creativity, increase in quality performance, and increases in customer satisfaction levels. Thus, according to Chiang and Birtch (2010) managers need to understand the kind of role that the provision of rewards to employees` service quality orientation, which in turn, is crucial towards fostering service excellence. 
2.4 Summary of the Literature Review 
The literature review above confirms the view that scholars have conducted several research studies about rewards and employee performance in other areas of the world, focusing on industries and factories (the business world). Local government and public service is mentioned and studies conducted, however in the many other countries of the world and little mentioned on Uganda, Ntungamo District Local Government. So the researcher found it necessary to carry out research in Ntungamo District Local Government as it was identified that the studies were conducted in developed countries. 
Additionally, most of the studies reviewed could not clearly bring out the extent at which rewards impacts on performance of local government employees. To assure that and to measure its impact level the research in Local government and in particular Ntungamo District Local Government was carried out.
2.5 Chapter Conclusion  
According to Kessler and Purcell (1992) financial rewards provided to employees individually have a tendency to improve culture that focuses on boosting the quality of performance. On the other hand, according to Chiang and Birtch (2010) rewards that are non-financial in nature, such as the provision of an increase in holidays, and increases in family benefits, contribute towards the employee perceiving his/her workplace as a ‗supporting and caring‘ organization. Johnson et al. (1986) contends that by providing employees with as much rewards as possible (in proportion to their work efforts), employees are able to function more efficiently. It is therefore very important when employees are able to see that their organization really values and rewards individual efforts, employees basing on that assertion will exhibit good performance since there is a push factor at the back of their mind. A study conducted by Hinkin and Schriesheim (2004) concluded that there exists a positive relationship between the rewards provided by the management of a company, and the job satisfaction felt by the workers, and the effectiveness of the work produced. 
CHAPTER THREE 
METHODOLOGY 

3.1 Introduction 
This chapter presents the research design, the research population, and the sample size, sampling procedures, research instruments, validity and reliability of instruments, data gathering procedures, data analysis, ethical considerations and limitations of the study. 
3.2 Research Design 
This study employed a descriptive cross-sectional research design. Cross-sectional design was to allow the study of the population at one specific time and the difference between the individual groups within the population to be compared. It also provides for the examination of the corelationship between the studies variables (Mugenda & Mugenda, 2003).   The study also used Survey design; this was used to collect data from a large sample of respondents. 
 In addition, descriptive correlational design was used to determine significant relationship between variables. This study also followed a descriptive research design, whereby qualitative and quantitative research approaches were used to gain insight to variables; it was descriptive in that it described the characteristics of respondents. 
3.3 Study Population 
The study was conducted specifically among the workers/administrators and beneficiaries in Ntungamo District in Western Uganda. For purposes of this study, the population was stratified into two strata and; the strata that belong to workers/administrators and beneficiaries was selected to inform the study, reason being these are the people who have the necessary information needed by the researcher.  The total population used in this study was 155 (Ntungamo District Human resource department, 2016).  
3.4 Sampling Strategy 
According to Amin (2005), simple random sampling ensures that every member has an equal chance of being recruited into the sample.  Creswell, (2003) purposive sampling enables a researcher to choose participants of his own interest based on education and experience. 
 Simple random sampling was used to select the respondents. From which all top employees and lower level employees are represented in the study and all had a chance of being selected to participate in this study as respondents.       
3.5 Sample Size 
In view of the nature of the target population where the number for technical staff was high compared to the beneficiaries, a sample was taken from each category. The Slovene‘s formula was used to determine the minimum sample size. The sample size was 112 respondents;  
Table 3. 1: Respondents of the Study 
	Category of respondents  
	Total Population(N) 
	Sample Size 

	Technical staff (CAO, HODs, Human resource Personnel, Accountants). Representative population
	120 
	88 

	Beneficiaries  (representative population) 
	35 
	25 

	Total 
	155
	112


Source: Ntungamo   District Human Resource department (2016) 
                      N                                        n=             SHAPE  \* MERGEFORMAT 



                    1+N (α)2
Where: 
n = sample size N = total population e = level of confidence, 0.05 
                  N                                        n=    SHAPE  \* MERGEFORMAT 



            1+N (α)2
                                                           155 
                                       n=            
 SHAPE  \* MERGEFORMAT 



                                                        1+155 (0.05)2                                                                       n=112
3.6 Research methods 
The study used none mixed approach whereby data collected consisted only quantitative approach. The questionnaire was used becouse it allowed researcher obain first hand information. Researcher set and made formalized questions to the respondents. They were later collected by the researcher for presentation and analysis. The questions were self administered with objective questions that were addressed to the respondents. The reason for using questionnaires was because it is more convenient for both the researcher and the respondents since it gives room for respondents to analyze the information.
3.7 Research Instrument 
3.7.1 Introduction

This section presented the instrument which included mainly the questionnaire as indicated below;

3. 7.2 Questionnaire 
A questionnaire was used for data collection; the questionnaires were preferred for this study because it enabled the researcher reach a larger number of respondents within a short time, thus made it easier to collect relevant information. The first section in the questionnaire was the face sheet, to collect data on profile of respondents. The second section in the questionnaire was rewards. The third set had questions on performance of employees. All the questions are Likert Scaled on four points ranging from 1= strongly disagree, 2= disagree, 3= agree, and 4= strongly agree. The questionnaires contained close-ended questions to collect quantifiable data relevant for precise and effective correlation of research variables. They were also preferred to save time, enable respondents to easily fill out the questionnaires and keep them on the subject and relatively objective. 
3.8 Data Quality

This section presents how data quality was catered for through use of Validity and Reliability of the Instrument; 
3.8.1 Validity 
Here the questionnaires were given to three experts to judge the validity of questions according to the objectives. After the assessment of the questionnaire, the necessary adjustments were made bearing in mind the objectives of the study. Then a Content Validity Index (CVI) was computed using the following formula: 
CVI =[image: image4.jpg]No.ofquestionsdeclaredvalid
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                                      CVI=       31

                                                      32
                                    CVI=   0.96
A minimum of 0.75 of CVI was used to test validity of the research instrument 
3. 8.2 Reliability 
To ensure the reliability of the instrument, the researcher used the test-retest method. The questionnaire was given to 10 people and after two weeks, the same questionnaire was given to the same people and the Cronbatch Alpha was computed using SPSS. 
	

	Cronbach's Alpha
	N of Items

	.830
	31


Table 3. 2: Reliability Statistics
The minimum Cronbatch Alpha coefficient of 0.70 was used to declare an instrument reliable (>0.70) since the calculated Cronbach’s Alpha was 0.830 which was above 0.70. 
3. 8.3 Data Gathering Procedure 
Before the administration of the questionnaires the researcher took an introductory letter from the department, authorization was granted by the Chief Administrative Officer (CAO), the researcher first sought authorization from the proposed respondents to conduct research and review the questions to avoid errors and ensure that only qualified respondents are approached. 
The respondents were requested to sign and answer the questionnaires. The researcher emphasized retrieval of the questionnaires within three days from the date of distribution. And lastly, all returned questionnaires were checked if all are answered. 
The data gathered was collected, coded into the computer and statistically treated using the Statistical Package for Social Sciences (SPSS). 
3.9 Data Analysis Techniques 
3.9.1 Introduction

Data analysis was mainly done quantitatively as indicated below;

3.9.2 Quantitative Data   
Data collected at the end of each day, was checked to ensure regularity and accuracy; this helped in ensuring that the objectives of the study were being addressed. Analysis was done according to the objectives of the study, data generated by questionnaires was cleaned, edited and coded before analysis was done; then it was analyzed using the Statistical Package for Social Sciences (SPSS) program.  
The frequency and percentage distribution was used to determine the demographic characteristics of the respondents. The mean and standard deviations were applied for the extent of rewards and performance of employees. 
 The researcher used Pearson‘s linear correlation coefficient (PLCC) to analyze the relationship between variables. And regression analysis was used to determine the significant effect between the variables.  
The following mean ranges and descriptions were used to interpret responses:
 Table 3. 3: For Rewards
	Mean Range 
	Response Mode 
	Interpretation  

	3.26-4.00 
	Strongly agree 
	Very satisfactory 

	2.51-3.25 
	Agree  
	Satisfactory  

	1.76-2.50 
	Disagree 
	Unsatisfactory 

	1.00-1.75 
	Strongly disagree  
	Very unsatisfactory 


Table 3. 4: For performance of employees 
	Mean Range 
	Response Mode 
	Interpretation  

	3.26-4.00 
	Strongly agree 
	Very satisfactory 

	2.51-3.25 
	Agree  
	Satisfactory  

	1.76-2.50 
	Disagree 
	Unsatisfactory 

	1.00-1.75 
	Strongly disagree  
	Very unsatisfactory 


Still the qualitative was analyzed by generalizing the statements, hence coming up with the collect findings. 
3.10 Ethical Considerations 
To ensure confidentiality of the information provided by the respondents and to ascertain the practice of ethical in this study, the following activities were implemented by the researcher: 
Requesting the respondents to sign in the inform consent form. 
Acknowledging the authors quoted in this study and the author of standardized instrument through   citations and referencing. 
Presenting the findings in a generalized manner. 
The names of the respondents were withheld, and the data collected was used for its purpose. 
CHAPTER FOUR 
DATA PRESENTATION, ANALYSIS AND INTERPRETATION 
4.1 Introduction  
This chapter presents, analyzed and interpreted data collected from the field. Data analysis and interpretation was based on the research objectives. Below are the data presentations and analysis of research findings;  
4.2 Response Rate

Response rate (also known as completion rate or return rate in survey research) refers to the number of people who answered the questionnaires divided by the number of people in the sample. It is usually expressed in the form of a percentage. A low response rate can give rise to sampling bias if the non- response is unequal among the participants regarding exposure and /or outcome. In this study, the sample size was 112 respondents but the study managed to access 109 members as shown in the table below;

Table 4. 1 : Response Rates to the Study
	Respondents
	Sample
	Response
	Response rate

	Technical staff 
	88
	86
	98%

	Beneficiaries   
	25
	23
	92%

	Total 
	112
	109
	97%


According to Table 4.2 above, out of the 88 questionnaires administered to technical staff, 86 were returned fully completed, giving a response rate of 98%. Out of 25 questionnaires administered to beneficiaries 23 were fully answered and returned, implying a response rate of 92%. The overall response rate of the respondents was thus 97%. With that high response rate of 97%, the findings of the study were representative of the actual population and sample size, and could therefore be generalized.

4.3 Demographic Characteristics of the Respondents  
The study presented the demographic characteristics of respondents of respondents as to gender, age, and level of education and years of working experience.    
Table 4. 2: Gender of the Respondents
	     Gender  
	Frequency 
	Percent (%) 

	 Male 
	67 
	61.5 

	Female 
	42 
	38.5 

	Total 
	109 
	100 


Source: primary data, 2017 
According to table 4.3.1, gender results showed that 61.5% were male and 38.5% of the respondents were female. The dominance of the males in the study was attributed to the fact that they are the ones that make up the high percentage of the work force in the local government of Ntungamo District. However, both gender categories were represented in the study.
Table 4. 3: Age of the Respondents
	Age 
	Frequency 
	Percent 

	20-29 years 
	19 
	17.4 

	30-39 years 
	44 
	40.4 

	40-49 years 
	30 
	27.5 

	50 years and above 
	16 
	14.7 

	Total 
	109 
	100 


Source: primary data, 2017 
Results in table 4.3.2 indicated that majority of the respondents represented in this study were between 30-39 years (40.4%), followed by respondents‘ age between 40-49 years (27.5%), 17.4% were between 20-29 years and finally 14.7% were 50 years and above. Hence all categories in the age bracket were sampled. The less dominance of the respondents within the age group of above 55 years means that Ntungamo District Local Government has a relatively younger workforce that needs attention. Implying a quite young work force in Ntungamo District Local 
Table 4. 4: Educational Qualification of the Respondents
	Education status  
	Frequency 
	Percent (%) 

	Certificate 
	15 
	13.8 

	Diploma 
	23 
	21.1 

	Bachelor‘s Degree 
	48 
	44.0 

	Master‘s degree 
	23 
	21.1 

	Total 
	109 
	100.0 


Source: primary data, 2017 
Table 4.3.3 shows that majority of the respondents had obtained a bachelor‘s degree (44%), the second group of the respondents were (21.1%) had only attained diploma as far as education was concerned and the third group (21.1%) had attained Master‘s Degrees and lastly 13.8% were certificate holders. The dominance of respondents who had a bachelor‘s level could be linked to the importance the government in Uganda has attached to education in the past decade. The data obtained helped in the validation of the findings since majority of the respondents had a bachelor‘s level of education. 
Table  4. 5: Work Experience
	Work experience 
	Frequency 
	Percent (%) 

	 1-2 years 
3-5 years 
6 years and above 
Total 
	28 
	25.7 

	
	67 
	61.5 

	
	14 
	12.8 

	
	115 
	100.0 


Source: primary data, 2017 
The work experience information obtained indicated that almost all respondents (61.5%) have over four years` experience of working in the local government sampled.  Whilst 25.7% had been on the job for less than a year.  Ugandan standards, this represents a substantial contribution to the labor market sector. The less dominance of the experienced workers/administrators (12.8%) in this study is attributed to the fact that this study targeted those who were working at the District.  Implying a highly experienced workforce in Ntungamo District Local Government.

4.4 Rewards 

The independent variable in this study was rewards; this independent variable (IV) was broken into two constructs and these were; extrinsic rewards (with seven items/questions) and intrinsic rewards (with six questions). Each of these questions was based on a four point Likert scale whereby respondents were asked to rate the rewards by indicating the extent to which they agree or disagree with each question. 
With respect to intrinsic rewards; results in table 4.4.1 connoted that intrinsic rewards was measured using six items (questions) and it was rated high (mean=2.77), implying there exists a good intrinsic rewards system in Ntungamo District Local Government. Still results indicated that; Ntungamo District gives employees a path to monitor their progress with milestones along the way (mean=3.31), the local government gives the employees the opportunity to connect with those with whom they serve to obtain valuable feedback (mean=3.26), it offers frequent opportunities for employees to reward themselves (mean=2.77), Ntungamo District allows workers to make choices through a high level of autonomy (mean=2.61), the local government provides opportunities for employees to show their competence in areas of expertise (mean=2.55), but however Ntungamo District has failed to effectively facilitate professional development so that employees can expand on their level of knowledge (mean=2.15). 
Table 4.4.1Table 4. 6: Intrinsic Rewards
	Intrinsic  
	SD 
	D 
	A 
	SA 
	Mean 
	Std. 
	Interpretation

	Ntungamo District gives employees a path to monitor their progress with milestones along the way  
	65(59.6) 
	23(21.1 ) 
	11(10.1) 
	10(9.2 ) 
	3.31 
	.988 
	Very high 

	Ntungamo District gives the employees the opportunity to connect with those with whom they serve to obtain valuable feedback  
	14(12.8) 
	12( 11) 
	15(13.8 ) 
	68(62.4) 
	3.26 
	1.092 
	Very high 

	This organisation offers frequent opportunities for employees to reward themselves  
	25(22.9 ) 
	14(12.8) 
	31(28.4) 
	39(35.8 ) 
	2.77 
	1.168 
	High 

	Ntungamo District allows workers to make choices through a high level of autonomy  
	51(46.8) 
	12( 11) 
	25(22.9 ) 
	21(19.3) 
	2.61 
	1.028 
	High 

	This organisation provides opportunities for employees to show their competence in areas of expertise  
	20(18.3) 
	33(30.3) 
	32(29.4) 
	24(22) 
	2.55 
	1.032 
	High 

	Ntungamo District facilitates professional development so that employees can expand on their level of knowledge  
	20( 18.3) 
	27(24.8 ) 
	38(34.9 ) 
	24(22) 
	2.15 
	1.208 
	Low  

	Average mean  
	
	
	
	
	2.77 
	.51596 
	


Sources: Primary Data 2017 
Table  4. 7: Extrinsic Rewards 
	Extrinsic  
	SD 
	D 
	A 
	SA 
	Mean 
	Std. 
	Interpretation 

	Fair payments are always given to workers in Ntungamo District and always a strong motivator 
	13 (11.9) 
	8( 7.3) 
	15(13.8 ) 
	73(67 ) 
	3.36 
	1.050 
	Very high 

	Ntungamo District always gives out allowances to employees as a way of rewarding them 
	10(9.2 ) 
	16(14.7 ) 
	18(16.5 ) 
	65( 59.6) 
	3.33 
	1.001 
	Very high 

	Ntungamo District always gives out bonuses to employees as a way of rewarding them 
	18 (16.5 ) 
	16(14.7) 
	22(20.2 ) 
	53( 48.6) 
	3.27 
	1.024 
	Very high 

	This organisation pays employees‘ salaries on time every year 
	47 (43.1 ) 
	12( 11 ) 
	20 (18.3) 
	 30( 27.5) 
	3.01 
	1.143 
	High 

	This organisation always gives out trophies to the best performing employees 
	54 (49.5 ) 
	10( 9.2 ) 
	8 (7.3 ) 
	37( 33.9) 
	2.88 
	1.095 
	High 

	Ntungamo District provided promotions and additional responsibility to the employees 
	18( 16.5 ) 
	18(16.5 ) 
	32 (29.4) 
	41(37.6) 
	2.30 
	1.280 
	Low  

	Ntungamo District always pay employees even though they go for leaves holidays 
	8 (7.3) 
	18(16.5 ) 
	13(11.9) 
	70(64.2 ) 
	2.26 
	1.370 
	Low  

	Average mean 
	
	
	
	
	2.91 
	.61233 
	


Sources: Primary Data 2017 
With respect to extrinsic rewards; results in table 4.4.2 indicated that seven items were used to measure this construct and it was also rated high and this was indicated by the average mean of 2.91, implying that to a certain extent some financial tangible rewards such as pay raises, salary, bonuses and benefits are sometimes given to employees of Ntungamo District Local Government. 
The respondents still responded that; fair payments are always given to workers in Ntungamo District and always a strong motivator (mean=3.36), Ntungamo District always gives out allowances to employees as a way of rewarding them (mean=3.33), Ntungamo District pays employees‘ salaries on time every year (mean=3.01), Ntungamo District always gives out trophies to the best performing employees (mean=2.88), but however Ntungamo District does not effectively provide promotions and additional responsibility to the employees (mean=2.30) and this is a weakness to the organisation, still Ntungamo District does not effectively pay employees even though they go for leave holidays (mean=2.26). 
Table 4. 8: Completeness 
	Completeness  
	SD 
	D 
	A 
	SA 
	Mean 
	Std. 
	Interpretation

	You always put in extra hours in order to get the desired results at work 
	12(11) 
	20( 18.3) 
	10(9.2 ) 
	67(61.5) 
	3.21 
	1.098 
	High  

	Your always achieve your tasks successfully 
	29( 26.6) 
	31(28.4 ) 
	27(24.8 ) 
	22( 20.2) 
	2.85 
	1.112 
	High  

	You always complete a high quality work and in time 
	20(18.3) 
	13(11.9) 
	42(38.5 ) 
	34(31.2 ) 
	2.83 
	1.070 
	High  

	You always complete work without deficiencies 
	19(17.4) 
	19(17.4) 
	30( 27.5) 
	41(37.6 ) 
	2.39 
	1.088 
	Low  

	Average mean 
	
	
	
	
	2.82 
	.69877 
	


Sources: Primary Data 2017
Completeness; this was the first construct on the dependent variable and was measured using four questions in the questionnaire and it was rated high (average mean=2.82), hence implying that the employees in Ntungamo District  Local Government Uganda finish their work in time even though they are not effectively rewarded. Still results indicated that; the employees always put in extra hours in order to get the desired results at work (mean=3.21), always achieve their tasks successfully (mean=2.85), they always complete a high quality work and in time (mean=2.83), however results indicated the fact that these employees do not always complete work without deficiencies (mean=2.39), and this may due to poor working conditions experienced by these employees. 
Table 4. 9: Accuracy 
	Accuracy   
	SD 
	D 
	A 
	SA 
	Mean 
	Std. 
	Interpretation

	You always keep a clean and orderly workspace in order to achieve expected productivity from you. 
	12(11) 
	12(11) 
	4(3.7) 
	81(74.3) 
	3.41 
	1.065 
	Very high 

	You always eliminate your personal distractions by staying focused on your work. 
	10(9.2) 
	16(14.7) 
	21(19.3) 
	62(56.9 ) 
	3.35 
	.907 
	Very high 

	You always make sure that you have the supplies and all the tools needed to do your job. 
	25(22.9) 
	26(23.9) 
	52(47.7) 
	6(5.5) 
	3.24 
	1.017 
	High  

	You always create a ―to do‖ list by beginning with the highest priorities of the day 
	8(7.3) 
	8(7.3) 
	31( 28.4) 
	62(56.9) 
	2.83 
	.986 
	High  

	You always set a timeframe and deadline for your most important projects. 
	16(14.7) 
	15(13.8) 
	49(45 ) 
	29( 26.6) 
	2.36 
	.898 
	Low  

	Average mean 
	
	
	
	
	3.04 
	.66359 
	


Sources: Primary Data 2017
Concerning accuracy, results in table 4.4.2 indicated that this construct was rated high and this was indicated by the average mean of 3.04, which implied that to a certain extent the employees in Ntungamo District Local Government do their work accurately. The results still connoted that they always keep a clean and orderly workspace in order to achieve expected productivity from them hence implying that they achieve their tasks successfully (mean=3.41), always eliminate their personal distractions by staying focused on the work (mean=3.35), always make sure that they have the supplies and all the tools needed to do the job (mean=3.24), always create a ―to do‖ list by beginning with the highest priorities of the day (mean=3.83). The results still indicated the fact that at times they do not always set a timeframe and deadline for their most important projects (mean=2.36). 
Table 4. 10: Speed at Work
	Speed at work 
	SD 
	D 
	A 
	SA 
	Mean 
	Std. 
	Interpretation

	Your always quick while serving the clients   
	14(12.8) 
	10( 9.2) 
	47(43.1 ) 
	38( 34.9) 
	3.00 
	.981 
	High  

	Your always sensitive to the needs of the clients and react quickly to them 
	16(14.7) 
	14(12.8) 
	39(35.8 ) 
	40(36.7) 
	2.94 
	1.044 
	High  

	You always fulfill your work in time  
	37(33.9) 
	27(24.8) 
	35( 32.1) 
	10( 9.2) 
	2.61 
	1.131 
	High  

	The clients appreciate the speed at which they are served 
	25(22.9) 
	24(22) 
	29( 26.6) 
	31(28.4) 
	2.17 
	1.005 
	Low  

	Average  
	
	
	
	
	2.68 
	.56937 
	


Sources: Primary Data 2017
Concerning speed at work; this construct was rated high and this was indicated by the average mean of 2.68, this implies that the employees in Ntungamo District Local Government are always quick while performing their duties regardless of the rewarding system at the workplace. Still results indicated that; these employees are always quick while serving the clients (mean=3.00), always sensitive to the needs of the clients and react quickly to them (mean=2.94), always fulfill your work in time (mean=2.61), but however at times the clients do not appreciate the speed at which they are served (mean=2.17), and this may be due to some clients not being patient enough. 
Table  4. 11: Goal Accomplishment 
	Goal accomplishment    
	SD 
	D 
	A 
	SA 
	Mean 
	Std. 
	Interpretation

	You always write down and share 
with your friends the local government goals to be accomplished. 
	13(11.9) 
	19(17.4 ) 
	55(50.5) 
	22(20.2 ) 
	2.97 
	.798 
	High  

	You always explore the strengths and resources required for success and compare them to the current weaknesses 
	7(6.4) 
	14(12.8 ) 
	60(55) 
	25( 22.9) 
	2.79 
	.903 
	High 

	You always vet local government goals thoroughly through spending much of your time internalizing such goals 
	20(18.3) 
	27( 24.8) 
	38(34.9) 
	24(22) 
	2.61 
	1.028 
	High 

	You always do some of the work from home as a way of accomplishing certain local government goals 
	20( 18.3) 
	33(30.3) 
	32(29.4) 
	24(22 ) 
	2.55 
	1.032 
	High 

	You always let your inner circle / fellow employees know what you‘re trying to accomplish and they correct you to the right track 
	51(  46.8) 
	12( 11 ) 
	25( 22.9) 
	21(19.3 ) 
	2.15 
	1.208 
	Low  

	Average mean 
	
	
	
	
	2.61 
	.50364
	


Sources: Primary Data 2017
With respect to goal accomplishment, results indicated that this was also rated high and this was indicated by the average mean of 2.61, hence implying that the employees in Ntungamo District Local Government always vet the organizational goals thoroughly through spending much of their time internalizing the organisational goals. They always write down and share with their friends the local government goals to be accomplished (mean=2.97), always explore the strengths and resources required for success and compare them to the current weaknesses (mean=2.79), always vet local government goals thoroughly through spending much of their time internalizing such goals (mean=2.61), always do some of the work from home as a way of accomplishing certain local government goals (mean=2.55), but however they always let their inner circle / fellow employees know what they are trying to accomplish and they do not always correct them to the right track (mean=2.15). 
4.5 Intrinsic Rewards and Performance of Employees 
The first objective in this study was to assess the relationship between intrinsic rewardsand performance of employees in Ntungamo District  Local Government, to test this, the researcher correlated the mean indices on intrinsic rewards and those on performance of employees using the Pearson‘s Linear correlation Coefficient (PLCC) and results are indicated in table 4.5.1 below; 
Table 4. 12: Relationship between intrinsic rewards and performance of Ntungamo District

	 Correlations

	
	
	Extrinsic 
	Performance of Local Government‘s staff 

	Extrinsic 
	Pearson 
Correlation 
	1 
	.623 **

	
	Sig. (2-tailed) 
	
	.000 

	
	N 
	109 
	106 

	Performance of Local
Government‘s staff 
	 Pearson Correlation 
	.623 **
	1 

	
	Sig. (2-tailed) 
	.000 
	

	
	N 
	106 
	106 

	**. Correlation is significant at the 0.01 level (2-tailed). 


Sources: Primary Data 2017
The Pearson‘s Linear correlation Coefficient (PLCC) results in table 4.5.1 indicated that intrinsic rewards has a significant relationship on performance of employees in Ntungamo District  Local Government, since the sig. value (0.004) was far less than 0.05, which is the maximum level of significance required to declare a significant relationship. Therefore this implies that intrinsic rewards as a factor in improving performance significantly correlated to performance of employees. Not every individual is motivated by money, a number of tings compel Ntungamo District Local Government employees to perform their duties well. Anticipated promotions, security of tenure, recognition at their work places, career and skills development motivates these employees and influences their day today performances. 
4.5.1 Conclusion on Hypothesis one 
Basing on these results the stated null hypothesis was rejected and hence implying that the improvement in intrinsic rewards it increases the level of performance of employees in Ntungamo District Local Government. This gives an insight that in line with existing financial wage structures, intrinsic motivators should be focused on to ensure full and proper utilization of the available human resources. 
4.6 Extrinsic Rewards and Performance of Employees
The second objective in this study was to examine the relationship between extrinsic rewards and performance of employees in Ntungamo District Local Government. Therefore to achieve this objective and to test this hypothesis, the researcher correlated the means on both variables by using the Pearson's Linear Correlation Coefficient as indicated in table 4.6.1;  
Table 4. 13: Relationship between extrinsic rewards and performance of Ntungamo

	Correlations
	

	
	
	Intrinsic 
	Performance of Local 
Government‘s staff 

	Intrinsic 
	Pearson Correlation 
	1 
	.767**

	
	Sig. (2-tailed) 
	
	.000 

	
	N 
	109 
	106 

	Performance of Local  
Government‘s staff 
	Pearson Correlation 
	.767**
	1 

	
	Sig. (2-tailed) 
	.000 
	

	
	N 
	106 
	106 

	**. Correlation is significant at the 0.01 level (2-tailed). 
	


Sources: Primary Data 2017
Results in table 4.6.1 indicated that extrinsic rewards correlated to the performance of employees in Ntungamo District Local Government, since the sig. value (0.000) was less than 0.05 which is the maximum level of significance required to declare a significant relationship, here the decision on null hypothesis was rejected basing on these results and hence implying that improvement in extrinsic rewards it also improves performance of employees in Ntungamo District Local Government. 
4.6.2 Conclusion on Hypothesis Two
Basing on these results the stated null hypothesis was rejected and hence implying that the improvement in extrinsic rewards it increases the level of performance of employees in Ntungamo District Local Government. 
Table 4. 14: Model Summary 
	Model Summary
	
	
	

	Model 
	R 
	R Square 
	Adjusted R Square 
	Std. 
Error Estimate 
	of 
	the 

	1 
	.824a
	.680 
	.673 
	.20175 
	
	

	a. Predictors: (Constant), Intrinsic, Extrinsic 
	
	
	


Table 4. 15: ANOVA
	ANOVAb
	

	Model 
	Sum 
Squares 
	of  
	df
	Mean Square 
	F 
	Sig. 

	1 
	Regression 
	8.893 
	
	2 
	4.446 
	109.238 
	.000a

	
	Residual 
	4.193 
	
	103 
	.041 
	
	

	
	Total 
	13.085 
	
	105 
	
	
	

	a. Predictors: (Constant), Intrinsic, Extrinsic 
	
	

	b. Dependent Variable: Performance of Ntungamo District  Local Government employees 
	
	
	


Table 4. 16: Coefficients 
	Coefficientsa
	
	

	Model 
	Unstandardized Coefficients 
	
	Standardized Coefficients 
	T 
	Sig. 

	
	B 
	Std. Error 
	
	Beta 
	
	

	1 
	(Constant) 
	.491 
	.119 
	
	
	4.133 
	.000 

	
	Intrinsic 
	.423 
	.044 
	
	.609 
	9.677 
	.000 

	
	Extrinsic 
	.195 
	.036 
	
	.341 
	5.426 
	.000 

	a. Dependent Variable: performance Ntungamo District  Local Government employees 
	of
	
	
	


Sources: Primary Data 2017
Regression analysis results in table 4.6.4 revealed that the rewards accounted for 67.3% on employee performance in Ntungamo District Local Government and this was indicated by adjusted r squared of 0.673 leading to an implication that rewards significantly affect the level of employee performance in Ntungamo District Local Government. The coefficients table indicated that of all the aspects of rewards, intrinsic rewards accounted for the biggest influence on employee performance in Ntungamo District  Local Government (β=0.423, Sig=0. 000). 
4.7 Chapter Conclusion
Local governments as public service units, attract the most talented labourforce as per the public service guidelines. However even the most talented hired labourforce has forces that move them to perform. Such motivators are major to individual performance. This calls for Ntungamo District Local Government to consider improving on rewarding its employees both intrinsic and extrinsic. This is because there exists a relationship between the two variables and employee‘s performance is dependent on rewards (intrinsic and extrinsic rewards) 
CHAPTER FIVE 
SUMMARY OF FINDINGS, DISCUSSIONS, CONLUSIONS AND 
RECOMMENDATIONS 
5.1 Introduction  
This chapter presents the summary of findings, discussions, conclusions, recommendations and suggested areas that need further research following the study objectives and study hypothesis.  
5.2 Summary of Findings 
The purpose of this study was to establish the relationship between rewards and performance of Ntungamo District Local Government employees with the aim of coming up with strategies that can enhance performance. With a sample of 109, findings show that males dominated this study. Of that sample, the majority was between 30-39 years and few were beyond 50 years as regards to age. Over 61% had been on the job for over 3 years as compared to those who were on the job for less than two years. The analysis of the results via Pearson‘s linear correlation Coefficient indicated that intrinsic rewards had a significant relationship on performance of employees in Ntungamo District Local Government. Extrinsic rewards also correlated to the performance of employees in Ntungamo District Local Government. 
5.3 Discussion of Findings
This study was set to establish the relationship between rewards and employee performance in Ntungamo District Local Government, the following specific objectives guided this study and these were, to assess the relationship between intrinsic rewards and performance of Ntungamo District Local Government employees; and to determine the relationship between extrinsic rewards and performance of Ntungamo District Local Government employees.  
5.3.1 Intrinsic rewards and performance of Ntungamo District Local Government employees  
As far as the first objective in this study was concerned; the findings indicated that there exists a positive and significant relationship between intrinsic and performance of Ntungamo District  Local Government employees, this relationship therefore implies that that effective intrinsic rewards can increase the level of performance of employees. This finding is also in line with Viedge (2007) who noted that in order to increase the performance of the employees they need job security and good working conditions, as more scholars of internal rewarding argued that however the other rewarding factors are available, job security and good working conditions is the most part of the rewarding factor among the those ones, the employees must be secure in any side. 
Crookes (1991) also argued that during tough times, administrators may be tempted to sacrifice wages to provide the staff with job security and avoid layoffs. While the steps to ensure the administrative remains open are admirable, an organisation like Ntungamo District Local 
Government must take care not to reduce or freeze wages so much that top performers feel forced to go elsewhere to earn what they deserve.  Cunningham (2007) argued that although, in one sense, intrinsic rewarding exists within individuals, in another sense intrinsic rewarding exists in the relation between individuals and activities. People are intrinsically rewarded for some activities and not others, and not everyone is intrinsically rewarded for any particular task. Because intrinsic rewarding exists in the nexus between a person and a task, some authors have defined intrinsic rewarding in terms of the task being interesting while others have defined it in terms of the satisfactions a person gains from intrinsically rewarded task engagement. 
5.3.2 Extrinsic rewards and performance of Ntungamo District Local Government employees 
As far as the second objective in this study was concerned; the results indicated a significant relationship between extrinsic rewards and performance of Ntungamo District Local Government employees, the null hypothesis was rejected meaning that effective extrinsic rewards significantly can increase the performance of Ntungamo District Local Government employees. This finding is in line with Chatterttee and Prechard (2013) who noted that if an organization is willing to pay high wages, it can usually attract well qualified employees. There are many motivating factors such as job security, good working conditions, recognition, advancement that influences personal feelings about the job. But his pay is one of the foremost considerations. If his earnings are at an acceptable level, based upon the evaluation of his worth, the other factor will become less important. If his earnings are inadequate, then there is a strong possibility that he will become dissatisfied. Anna and Sanni (2010) found out that rewarding of employees consists of many different aspects. They argued that the most important aspect of rewarding that the managers should make the employees feel motivated towards the work they do. Workers motivated internally are less absent from work and the productivity of the company is more likely to grow. Pierce and Cameron (2011) found that rewarding people for meeting a graded level of performance, which got increasingly more difficult, spent more time on the study‘s activities and experienced an increase in extrinsic rewarding. Participants who were not rewarded at all or only rewarded for maintaining a constant level of performance experienced less extrinsic rewarding. 
Ahmad etal (2010) noted that employees are highly likely to feel rewarded when they know that they are able to get fair pay with regards to the amount of work that they do. In the study, the researcher stated that employees are particularly concerned about discrimination with regards to fair pay, and this may hamper their rewarding levels to do their job well.   
5.4 Conclusions
5.4.1 Introduction 
This section presented the research conclusions following the study objectives;
5.4.1 Intrinsic and Employee Performance  
There is a positive and significant relationship between intrinsic and employee performance of Ntungamo District Local Government, hence concluding that effective intrinsic rewards can stimulate employee performance in Ntungamo District Local Government, therefore intrinsic rewards should be more improved in order to increase more on the level of employee performance in Ntungamo District Local Government. Therefore this implies that intrinsic rewards are a key factor in enhancing employee performance. However, in Ntugamo District, employees want and needs while at work such as job security and good working conditions are not guaranteed. This reduces productivity which is a tool for gauging performance. In conclusion, it can be stated that the result of this research expresses a large group of local government administrators` wishes and views regarding the intrinsic rewards that are important for performance to improve. Intrinsic rewards serve to build a better employment deal, hold on to good employees and reduces employee turnover, which improve productivity.
5.4.2 Extrinsic Rewards and Employee Performance   
Similarly, there is a positive and significant relationship between extrinsic rewards and employee performance in Ntungamo District Local Government, hence concluding that effective extrinsic rewards provision significantly increases the employee performance in Ntungamo District Local Government. In view of that finding, this study concludes that intrinsic rewards tend to give personal satisfaction to individual and this creates an attachment between administrators and employees. Nevertheless, in Ntungamo District, this type of reward has been neglected. This has led to tasks not being completed on time. 
5.5 Recommendations

5.5.1 Introduction

The recommendations of the study were presented following the study objectives;
5.5.1 Intrinsic and Employee Performance  
The researcher recommends to the management of Ntungamo District Local Government to place high emphasis on the employees` wants and needs while at work such as job security and good working conditions. Good performance among employees in an organization has many implications such as high rewarding among employees, outstanding ability, and good organizational climate and infrastructure, excellent leadership that can sustain the rapport and productivity and good relationship among staff, this will satisfy the employee‘s frustrated needs and at the end of the day these employees will improve on their performance. The human resource department and the CAO should establish a record system that captures individual performance as per assignment and the targets, outstanding performers should be recognized and rewarded. Employees with good work culture should be supported for further training and skills enhancement in order to be effective, efficient and in the long run be promoted on their work places. These promotions will reduce the expenses involved in recruiting highly experienced labour force with limited organization culture.  
5.5.2 Extrinsic Rewards and Employee Performance   
The researcher recommends to the management of Ntungamo District Local Government to increase on the provision of extrinsic rewards such as compliments, payment of bonuses, or trophies to employees since they influence personal feelings about the job, the employees will be motivated and hence leading to quality of work produced by these employees. Salary reviews should be considered since most of the employees feel are not well remunerated in regard to the nature of their work. Public service commission in conjunction with the line ministry should consider improving on the local government salaries in order to ensure a motivated labourforce. In order to achieve this, salaries be gradually improved in order to meet a required figure in a long run since government has much to consider in each financial year. 
5.6 Limitations.  
Not all employees were available the time the study was conducted; some were on leave, out of office or sick. Some questionnaires that were distributed despite the efforts to ensure they are filled, some were not fully filled. In view of the following threats to validity, the researcher allows 0.05 level of significance. Measures are also indicated in order to minimize if not to eradicate the threats to the validity of the findings of the study.  

Extraneous variables which might be beyond the researcher‘s control such as respondents.  The issue of time, there was a number of delays in filling questionnaire, meetings also hindered the process. It happened in a rainy season where rains started early till late, it was difficult to manage the rain. The costs involved were also a limitation. 

The budget was under estimated, and the cost moved beyond the budgeted funds which posed a great challenge in the long run.  

The researcher had it mind that, not all questionnaires may be returned completely answered or even retrieved back due to circumstances on the part of the respondents such as travelling, sickness, hospitalization and refusal/withdrawal to participate. It took time to ensure these respondents receive the questionnaires and answer them accordingly.  The respondents were also reminded not to leave any item in the questionnaires unanswered and was closely followed up as to the date of retrieval.  

5.7 Contribution to Knowledge
The following are the rewarding methods that can be used to improve employee performance in Ntungamo District Local Government; employee recognition, employee promotion, job security and work shifts and leave. Extrinsic rewards such as allowances, provision of enough salaries and provision bonus payments can improve employee performance in an organisation. 
5.8 Areas for further Research 
Prospective researchers are encouraged to research on the following areas; 
1. Extrinsic rewards and quality of services rendered by employees in Ntungamo District Local Government. 
2. Rewards and quality of work produced by employees in Ntungamo District Local Government. 
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APPENDICES APPENDIX 1: 
QUESTIONNAIRE 
SECTION A: QUESTIONNAIRE ABOUT PROFILE OF THE RESPONDENTS 
Gender (Please Tick) 
_____ (1) Male        _____ (2) Female 
Age (Please Tick) 
	20 – 29 years 
	

	30 – 39 years 
	

	40 – 49 years 
	

	50 years and Above 
	


Qualifications Under Education Discipline (Please Tick): 
	Certificate  
	

	Diploma 
	

	Bachelors 
	

	Masters 
	

	Ph. D 
	

	Others (Specify) 
	


Working Experience  
	1-2 years 
	

	3-5 years  
	

	6years above  
	


SECTION B: QUESTIONNAIRE ON REWARDS 
Direction: Below are some items that provide information on rewards, tick with the number that best reflects how you rate rewards in your local Government. Please use the answer key below; 
	Rating  
	Response Mode  

	Description 

	4 

	
Strongly Agree 
	           You agree with no doubt at all 

	3 

	
Agree   

	    You agree with some doubt    


2  


Disagree 

You disagree with some doubt         
1 


Strongly disagree 

You disagree
Extrinsic rewards
1----Fair payments are always given to workers in Ntungamo District and always a strong motivator 
2----Ntungamo District always gives out bonuses to employees as a way of rewarding them 
3----This organisation raises employees‘ salaries every year 
4----Ntungamo District provided promotions and additional responsibility to the employees 
5----Ntungamo District always pay employees even though they go for leaves holidays 
6----This organisation always gives out trophies to the best performing employees 
7---- Ntungamo District always gives out allowances to employees as a way of rewarding them 
Intrinsic rewards
1----Ntungamo District allows workers to make choices through a high level of autonomy 
2----This organisation provides opportunities for employees to show their competence in areas of expertise  
3----Ntungamo District facilitates professional development so that employees can expand on their level of knowledge  
4----This organisation offers frequent opportunities for employees to reward themselves  
5----Ntungamo District gives the employees the opportunity to connect with those with whom they serve to obtain valuable feedback  
6----Ntungamo District gives employees a path to monitor their progress with milestones along the way  
SECTION C: QUESTIONNAIRE ON PERFORMANCE LOCAL GOVERNMENT’S STAFF 
Direction: Please use the rating guide provided below with reference to the staff performance inNtungamo District. Kindly write your scoring on the space provided before each option.
Rating  
Response Mode  

Description 
4 


Strongly Agree 
          You agree with no doubt at all  
3 


Agree   


You agree with some doubt    
2  


Disagree 


You disagree with some doubt         
1 


Strongly disagree 

You disagree
Completeness
1-----You always put in extra hours in order to get the desired results at work 
2-----You always complete work without deficiencies 
3-----You always complete a high quality work and in time 
4-----Your always achieve your tasks successfully
Accuracy 
1-----You always keep a clean and orderly workspace in order to achieve expected productivity from you.
2-----You always make sure that you have the supplies and all the tools needed to do your job. 
3-----You always set a timeframe and deadline for your most important projects. 
4-----You always eliminate your personal distractions by staying focused on your work. 
5-----You always create a ―to do‖ list by beginning with the highest priorities of the day. 
Speed at work
1-----You are always quick while serving the clients   
2-----You are always sensitive to the needs of the clients and react quickly to them 
3-----The clients appreciate the speed at which they are served 
4-----You always fulfill your work in time
Goal accomplishment
1-----You always explore the strengths and resources required for success and compare them to the current weaknesses. 
2-----You always write down and share with your friends the local government goals to be accomplished. 
3-----You always vet local government goals thoroughly through spending much of your time internalizing such goals. 
4-----You always do some of the work from home as a way of accomplishing certain local government goals. 
5-----You always let your inner circle / fellow employees know what you‘re trying to accomplish and they correct you to the right track. 
APPENDIX II: Sample Size Table for Determining Sample Size from a given Population 
	N 
	S 
	N 
	S 
	N 
	S 

	10 
	10 
	220 
	140 
	1200 
	291 

	15 
	14 
	230 
	144 
	1300 
	297 

	20 
	19 
	240 
	148 
	1400 
	302 

	25 
	24 
	250 
	152 
	1500 
	306 

	30 
	28 
	260 
	155 
	1600 
	310 

	35 
	32 
	270 
	159 
	1700 
	313 

	40 
	36 
	280 
	162 
	1800 
	317 

	45 
	40 
	290 
	165 
	1900 
	320 

	50 
	44 
	300 
	169 
	2000 
	322 

	55 
	48 
	320 
	175 
	2200 
	327 

	60 
	52 
	340 
	181 
	2400 
	331 

	65 
	56 
	360 
	186 
	2600 
	335 

	70 
	59 
	380 
	191 
	2800 
	338 

	75 
	63 
	400 
	196 
	3000 
	341 

	80 
	66 
	420 
	201 
	3500 
	346 

	85 
	70 
	440 
	205 
	4000 
	351 

	90 
	73 
	460 
	210 
	4500 
	354 

	95 
	76 
	480 
	214 
	5000 
	357 

	100 
	80 
	500 
	217 
	6000 
	361 

	110 
	86 
	550 
	226 
	7000 
	364 

	120 
	92 
	600 
	234 
	8000 
	367 

	130 
	97 
	650 
	242 
	9000 
	368 

	140 
	103 
	700 
	248 
	10000 
	370 

	150 
	108 
	750 
	254 
	15000 
	375 

	160 
	113 
	800 
	260 
	20000 
	377 

	170 
	118 
	850 
	265 
	30000 
	379 

	180 
	123 
	900 
	269 
	40000 
	380 

	190 
	127 
	950 
	274 
	50000 
	381 

	           200 
	        132 
	          1000 
	            278 
	            75000 
	            382 

	           210 
	            136 
	          1100 
	       285 
	        1000000 
	            384 


Source: Krejcie, R.V., Krejcie & Wilson, C. Morgan (1970). Determining Sample Size Activities for Educational and Psychological Measurements, (30), 606-610, sage publications, as cited by Amin, 2005). 
Note.—N is population Size. S is sample size. 
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