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ABSTRACT

The purpose of this study was to examine the employee satisfaction with their reward, examine employee performance and examine the relationship between employee performance in Caritas Gulu Archdiocese, Uganda. 

Using cross-sectional research design, 60 employees of Caritas Gulu Archdiocese were targeted. Purposive sampling technique was used to draw 52 respondents from Gulu, Kitgum and Pader Caritas branches for the study. Questionnaire-based survey and interview methods were used for collecting data from the respondents. Both descriptive and inferential statistics were used in data presentations. 
The findings of this study reveal that employees of Caritas Gulu Archdiocese are satisfied with rewards system and are not very much satisfied with monetary rewards. Findings also indicate that there is moderate positive relationship between non-monetary rewards and performance, very low positive relationship between monetary rewards and performance. Regression analyses indicate that non-monetary reward is the largest and significant predictor of employee performance and monetary reward appear not to significantly predict employee performance. 

The findings of this study offer valuable insights to nongovernmental organizations (NGOs), policy makers in general and Caritas Gulu Archdiocese in particular on the significance of non-monetary and monetary rewards on employees’ performance. This study recommends among others, considering rewards and continued improvement on its application by tailoring the rewards to the needs of the employees. Management should also develop appropriate reward program which include other monetary incentives apart from salaries.

The limitation of this study is that though the study was carried out in different Caritas branches under the umbrella of Caritas Gulu Archdiocese may not be a good representative of other Caritas and other non-for-profit organizations in Uganda. Future study should consider studying and making comparison between different NGOs to examine how rewards influence performance of employees. 

CHAPTER ONE
INTRODUCTION
1.0. Introduction

This study investigated the relationship between rewards and employee performance in Caritas Gulu Archdiocese. Rewards in this study were conceived as the independent variable and contained two attributes of non-monetary and monetary rewards. On the other hand, the dependent variable is employees’ performance. This chapter will cover the background of the study, statement of the problem, purpose, objectives and research questions, significance of the study and the conceptual framework.
1.1. Background to the study

High on the list of priorities of Non-Governmental Organizations (NGOs) are staff performance and staff retention (FRONTERA, 2007; Ya-Anan & Bunchapattanasukda, 2011). Employees who work in organizations are the greatest asset; and in many cases, the difference between one organization and the other depend on the performance of the employees. Considering this, organizations need to consider rewards as one of the crucial measures for improving organizational performance. Reward is an effective tool to improve among others, employees’ morale, productivity, lower turnover, reduce absenteeism and stress (Corporate Leadership Council, 2006; Chiaeg,  & Birtch, 2012). Effective rewards can boosts both employees’ performance and better returns to organizations. 
Given the ever-changing environment and the continuing insights into sources of organizational performance (Duke & Edet, 2012), many organizations including non-governmental organizations (NGOs) are in constant watch out at what they should do to improve performance of their employees with the general aim of accomplishing organizational overall goal effectively. It is the manager’s pro-active efforts to optimise the contributions of employees during their time in the organization and this is not only important to the organizational mission and goals, but also to each of the employee or volunteer who want to be as productive as possible. The need for managerial supports to ensure that employees perform to the best of their ability is actually undoubted. Performance is critical to NGO accountability because it shows the effectiveness and efficiency of actions and the efficiency and effectiveness of utilising organization resources (Beamon & Balcik, 2008). Indicators of performance are: good ability to adapt to changing environment, accomplishing community assignment (Beamon & Balcik, 2008), punctuality at work, completing assignment, good communication ability, good interpersonal relation (Barr et al. 2003). In addition, level of commitment to job, personal discipline and helping groups or colleagues also indicates performance in organizations (Mawoli, 2011).  
Rewarding employees in organization is a crucial step towards improving performance. When organizations are considering reward, it is synonymous to motivating employees to perform well to meet organizational objectives and goals. There are two types of reward, one, extrinsic (external rewards) and intrinsic (internal rewards) (Williams et al., 2004). Employees will in many cases give their maximum inputs to work when they feel that they will be rewarded by management, and motivation that comes with appropriate rewards are of most importance to many employees (Hafija et al., 2011). Khan et al. (2010) in their study, found that there is positive relationship between rewards and employee work motivation [performance] – the change in rewards offered to employees change the work motivation and performance of employees; better the rewards, better the level of employees’ performance. According to George and Hill (2006), organization performance is a measure of how efficient and effectively managers use resources to satisfy beneficiary of the organization and achieve the overall objective (Charity & Timinepere, 2011). Further, employee performance common to most jobs includes the element of output, timeliness of output, present at work and cooperativeness. Measures against employee’s performance plan. This performance plan is designed based on the objectives of the proposed work or project being carried out by the Organization. For example, to determine individual accomplishment that support work unit goals, Organization can use a role result matrix for each employee specifying unit product services to be accomplished by the employee. (United States Office of personnel management 2011).

Other performance measurement, example accounting measures relay upon financial statement, balance sheet and statement of cash flow. Operational measures include variables that present how the Organization is performing on non-financial issues such market share, human resources, customers’ satisfaction and stakeholder’s performance (Carol 2004). The theoretical foundation of this study is anchored on the Two-Factor theory of motivation developed by Frederic Herzberg which identifies and explains the factors that affect employees’ performance in the work places (Gomez-Mejia et al., 2001).  Herzberg et al (1959) motivation factors work in two dimensions. One set of factors caused happy feeling or good attitude within the workers and these factors are task related (motivators). The other grouping of the factors (second set) Herzberg claimed were not directly related to the job itself but to the condition that surround doing the job (hygiene factors). To make it clear, motivators refer to factors instructive within the work itself like the recognition of a task completed, while hygiene tend to include extrinsic entities such as pay which do not pertain the worker’s actual job (Tietjen & Myers, 1998). However, their theory constitutes a good framework for the validity of the argument on non-monetary and monetary rewards can effectively improving performance of employees in organization. 
Organizations should structure work environment so that employees are rewarded intrinsically and extrinsically with the sole aim of improving performance (Deci, 1972). Most researchers have seems to treat extrinsic and extrinsic motivations together in measuring their effects on performance in organizations (Trivellas et al., 2010). However, for the case of non-profit employers, Leete (2000) in a study found that non-profit employers will be more likely than for-profit employers to rely on intrinsically motivated employees. 
Agaba et al. (2008) however seems to suggest that unsatisfactory condition of service, low and irregular wages and non-availability of appropriate materials and tools to carry out work as the factors that affect performance of NGOs employees. They also suggested a significant relationship between education, attitude and job performance. Other factors affecting motivation are: low salary; restructuring and job insecurity; increased employment opportunity elsewhere; issues of personal safety and security; lack of respect and appreciations; work culture within the work place and non alignment of values (FRONTERA, 2007).  FRONTERA (2007) recommended that in order for NGO to motivate their staff to perform well, the following should be done: facilitate an organizational environment where employees feel valued; align human resources (HR) strategies, policies, processes and procedures that focus on objectives and goals; introduce culturally appropriate activities, incentives and processes to motivate employees; proactively engage in dialogue with employees to be aware of and manage their expectations; and consider using a mix of suitable non-financial incentives to enhance motivation and performance.
Uganda National NGO Forum currently estimates the membership of NGOs in Uganda to more than 400 members and the membership cuts across local, national NGOs, and NGO networks to international NGOs. However, this study has selected Caritas Gulu Archdiocese as a case study.  Caritas Gulu Archdiocese is the Emergency Relief and Development wing of the Catholic Church in the Archdiocese of Gulu, Northern Uganda. It is a commission with a pastoral obligation to offer charity and hope to the most disadvantaged members of society. Caritas Gulu Archdiocese has branch offices in Kitgum, Gulu and Pader Districts and also intervenes in the new districts of Amuru, Nwoya, Lamwo and Agago. Caritas Gulu has been in operation for over 20 years since its founding as the Social Service Department of the diocese (http://www.caritasgulu.org/) Caritas Gulu Archdiocese structure is based on the position once hold. This therefore means employees are not paid based on their qualifications and experience. Despite Caritas establishment, challenges still exist in relation to developing committed and competent employees, staff performance is generally low. Majority of Caritas employees are generally disenchanted and this has resulted to making already employed staff leaving Caritas, loss of innovation, absenteeism and lateness at work and late submission of reports. For instance, for the last three years alone, Caritas lost a number of staff. In 2009, 14.5% of left, 2010, 18% left and in 2011 about 20% also left the organization (Caritas Annual Report, 2009; 2010 and 2011).
Considering the importance of NGOs in complementing government efforts and especially Caritas working in Northern Uganda which is a post conflict area, the importance of human resource in accomplishing the organizational objectives is very paramount, ways of improving their performance to face the tasks ahead of them is also equally fundamental. There is therefore need for an insight in to the reward strategies employed by Caritas Gulu Archdiocese that can motivate and improve employees’ performance. However, the researcher observed that there is a drop in performance among staff in Caritas. This is manifested with high rate of absenteeism, lateness and delay in submitting reports among others. If the issue of low performance is not put in to perspective and addressed, then the main goal of Caritas is likely to go to drain. The emergency relief extended to the most disadvantage community in northern Uganda may suffer from poor service delivery from the organization. While there may be various reasons for low performance in non-governmental organizations, few researchers have examined the relationship between rewards (financial and non-financial) and employees’ performance in NGOs. This study will therefore examine the relationship between rewards and performance of employees of Caritas Gulu Archdiocese.

1.2. Problem statement

Non-governmental organizations play increasingly important roles in the delivery of public services in developing countries However, there seems to be lack of commitments in improving employees’ performance in NGOs (ditto to frultaro) and loss of strategic direction due to insufficient performance has become issues for debate in various NGOs (ditto).
 In Caritas Gulu Archdiocese, the staffs are rewarded with staff salaries only and this has caused delay in submitting reports among others and this seems to indicate serious drop in employees’ performance. Good performance level is one area where all organizations strive for and if the level of performance is low, the organization strategic directions and the objectives may not be achieved. For Caritas Gulu Archdiocese, failure to address these problems may lead to poor service delivery to the community in northern Uganda. In an attempt to mitigate the problem, Caritas Gulu Archdiocese management should put measure by providing allowances to staff, increase staff salaries and encourage staff motivation.  Studies have been carried out in for-profit organizations on whether rewards could have any influence on employees’ performance (Boachie-Mensah & Dogba, 2011; ditto), however, little has been done about the influence of organizational rewards on the performance of employees in non-for-profit organizations especially in Caritas Gulu Archdiocese.  This study therefore examines the relationship between non-monetary and monetary rewards and employees performance in Caritas Gulu Archdiocese.
1.3. Purpose of the study
The purpose of the study was to examine the relationship between non-monetary / monetary rewards and employees performance in Caritas Gulu Archdiocese. 
1.3.1. Objectives of the study

1.3.1.1. To examine employees satisfaction with their rewards in Caritas Gulu Archdiocese.
1.3.1.2. To examine the employees performance in Caritas Gulu Archdiocese.
1.3.1.3. To establish the relationship between employees reward satisfaction and their performance in Caritas Gulu Archdiocese.
1.3.2. Research questions

This research will address the following questions:

1.3.2.1. What is the level of employee’s satisfaction in Caritas Gulu Archdiocese?

1.3.2.2. What is the level of employee’s performance in Caritas Gulu Archdiocese?

1.3.2.3. What is the level of employee’s relationship in Caritas Gulu Archdiocese?
1.4. Scope of the study
1.4.1 Geographical scope
The study was conducted in Caritas Gulu Archdiocese Northern Uganda. Caritas Gulu Archdiocese has its branches in Kitgum and Pader districts.
1.4.2 Content scope 
This study examined the relationship between financial/non-financial rewards and performance of employees of Caritas Gulu Archdiocese. The independent variables will consist of monetary reward and non-monetary reward, and the sole dependent variable is employees’ performance. The intervening variable included variables such as gender, age and work condition.
1.5. Significance of the study

It is hoped that this study would be useful as a source of reference for further researches. Much as there are several studies on rewards and employee performance, this will be among the few studies that have focused on Caritas Gulu Archdiocese. The study should be able to produce unavailable knowledge and document all that has been casually known but not documented about Caritas Gulu Archdiocese. This will help policy makers in designing appropriate reward strategies. The study should also yield data and information that will be useful for proper planning and decision making in Caritas Gulu Archdiocese and for the institutionalisation of a framework for management actions for the change and development of well motivated and energized employees. The researcher, hopes that the finding of the study will be useful to the management of Caritas Gulu Archdiocese and for other organisations so that they do not depend on haphazard personal experiences or subjective expert judgment or on tradition or fashion in their task but rather base their methods, decisions and actions on concrete knowledge of organisational issues as reported by the research. This should therefore be able to improve the satisfaction and performance of the employees and the organisation at large.

While there may be various reasons for low performance in non-governmental organizations, few researchers have examined the relationship between rewards (financial and non-financial) and employees’ performance in NGOs. Thus this study will examine the relationship between rewards and performance of employees of Caritas Gulu Archdiocese.

Above all, the researcher will benefit from the award of the Degree of Masters in Human Resource Management of Uganda Management Institute as a result of this study.
1.6. Conceptual framework


Figure.1. relationship between non-monetary/monetary rewards and employees’ performance
        Independent Variables 


                   Dependent Variable
                              Moderator Variables

Adapted from Herzberg et al (1959) motivation theory (Basset-Jones & Lloyd, 2005)
The conceptual framework in Fig. 1 identifies the various reward factors that can influence employees’ performance in Caritas Gulu Archdiocese. The framework identifies various casual factors which determine whether employees of Caritas Gulu Archdiocese will perform well if they are rewarded with non-monetary and monetary rewards. For the purpose of this study, non-monetary reward is when the organization offer rewards in term of non-monetary incentives, while monetary reward is when organization reward employees using monetary incentives. The conceptual framework also identifies the moderator variables of age, gender, organization policy, employees’ experience and organization working condition which are assumed to affect the relationship between independent variables (non-monetary rewards and monetary rewards) and dependent variable (employees’ performance).

The conceptual framework therefore postulates that: employees in Caritas Gulu Archdiocese will perform well in their work if non-monetary and monetary rewards are provided, however, the rewards to employees to improve performance could be affected by gender, age and working conditions in Caritas Gulu Archdiocese.
To be clear, the conceptualisation regarding the effects of non-monetary reward on performance of employees in Caritas Gulu Archdiocese is that non-monetary rewards leads to greater performance than would have been the case in their absence and the effects of monetary reward on performance of employees in Caritas Gulu Archdiocese is that monetary rewards leads to greater performance than would have been the case in their absence.      

As already mentioned, this study adopted Herzberg et al (1959) theory of motivation. The content of Herzberg’s motivation theory has widely been accepted as relevant in motivating employees to give their best [perform] in organizations (Dartey-Baah & Amoako, 2011).  Herzberg et al (1959) called the first set of factors as motivators which are internal job factors that lead to job satisfaction and higher motivation. In their absence, employees may not perform up to their potential. These factors are: the work itself; achievement; recognition; responsibility and opportunity for advancement. He called the second set of factors hygiene factors which are external to the job but found in the work environment. The absence of hygiene lead to de-motivation and in extreme, avoidance of the work altogether will occur. The factors include: company policies; supervision; working condition; job security; salary and interpersonal relations (Gomez-Mejia et al., 2001; FRONTERA, 2007). 

Indeed in some studies where Herzberg’s theory is used, there have been reported significant relationships between factors in the theory and performance. For example, Recognition and empowerment play an essential part in enhancing employee motivation towards organizational tasks [performance]. By appreciating the employees for their work done and giving them participation in decision making, internally satisfies them with their job, organization and organizational environment. Thus their enthusiasm and motivation towards accomplishment of tasks increases (Manzoor, 2011).
1.7. Operational Definitions 
	Employee Performance:
	Is the positive attitude towards work as seen by the employee’s behaviour and actions such as quality of work, timely accomplishment of task competence etc.

	Job satisfaction:
	Is the willingness and drives in an employee to want to stay, report to work early, report on duty regularly and do overtime.

	Monetary reward:
	Is a cash reward/incentives given in recognition of employee performance

	Non-monetary reward:
	Is a non-cash reward/incentives given in recognition of employee performance

	Reward:
	Is the ability and willingness to recognize employee, increase salaries, promote employees and award scholarships etc.


CHAPTER TWO
LITERATURE REVIEW

2.0. Introduction
This chapter presents the review of related work on rewards and employees performance. Sources such as journals and books were used in this literature review. The chapter presents the theoretical overview of Herzberg’s two-factor theory of motivation, non-monetary rewards and employees performance, monetary rewards and employees performance, employees’ performance in organization and a brief conclusion of the chapter. 

2.2. Herzberg’s Two - Factor Theory of Motivation
This study was founded on Frederic Herzberg theory of motivation. Helzberg et.al in (1959), Herzberg, Mausner and Snyderman reported research findings that suggested that Man has 2 sets of needs his needs as an animal to avoid pain, and his needs as a human to grow psychologically. This findings led them to advanced a two factor theory of motivation (1998) proposed that an employee’s motivation to work is best understood when the respective attitude of that employee is understood. That is, internal concept of attitude which originates from a state of mind. When probed, should reveal the most pragmatic for managers with regard to the motivation of workers.  

The Two-Factor theory of motivation developed by Frederic Herzberg identifies and explains the factors that affect employees’ performance in the work places (Gomez-Mejia et al., 2001). Herzberg called the first set of factors motivators which are the internal job factors that lead to job satisfaction and higher motivation. However, in their absence, employees may not perform up to their potential.  The motivator factors are: the work itself, achievement, recognition, responsibility and opportunity for advancement. On the one hand, Herzberg called his second set of factors hygiene factors, which are external to the job but found in the work environment. However, the absence of the hygiene factors lead to de-motivation and in extreme, avoidance of the work altogether will happen. The hygiene factors include: company policies, working conditions, job security, salary, employee benefit, relationship with supervisors and managers, relationship with co-workers and relationship with subordinates (Gomez-Mejia et al., 2001).   

Tietjen and Myers (1998) explain that Herzberg et al (1959) motivation factors work in two dimensions. One set of factors caused happy feeling or good attitude within the workers and these factors are task related (motivators). The other grouping of the factors (second set) Herzberg claimed were not directly related to the job itself but to the condition that surround doing the job (hygiene factors). To make it clear, motivators refer to factors instructive within the work itself like the recognition of a task completed, while hygiene tend to include extrinsic entities such as pay which do not pertain the worker’s actual job. 

Further, Herzberg et al. (1959) asserts that the absence of motivators (achievement, recognition, advancement, the work itself, the possibility of personal growth and responsibility) does not prove highly dissatisfying but when present, they build strong level of motivation that result to good performance in the organization. On the other hand, the hygiene factors (company policy, supervision, interpersonal relations, salary, job security and work conditions) are not directly related to the job conditions but are the condition which surround doing the job – they operate primarily to dissatisfy employees when not present, nevertheless, the presence of hygiene factors does not necessarily build strong motivation and improve work performance (Dartey-Baah & Amoako, 2011).

In terms of rewards to employees, the motivators (intrinsic rewards) are the internal reward associated with performing task for its own sake for examples, a sense of accomplishment and feeling of responsibility. However, the extrinsic rewards are tangible and visible to others and are given to employees contingent on the performance of specific task or behaviour; this can include rewards such as pay, benefits and promotion (Williams et al., 2004).

In summary, Herzberg (1959) Hygiene and Motivator theory asserts that people had two types of needs. The first need the Hygiene Factors includes things like supervision, interpersonal relations, working conditions, salary, job security, working condition, status and company policies and administration. The second, Motivator Factors are growth, work itself, responsibility, achievement, advancement and recognition. Herzberg main stand was that, if the needs concerning Hygiene Factors are not met, then staff becomes de-motivated and if those needs are met, the effect on employees’ motivation is just limited. The Hygiene Factors produce very short term changes in work performance. However on the other hand, when needs concerning Motivators Factors are met, the resultant effects are longer term positive effects in job performance (Nazir et al., 2012).
Incentives rewards are payments linked to the achievement of the previously anticipated targets which are designed to motivate employees to achieve high levels of performance.

Wages rewards are payment made to casual or mutual workers and calculated as an hourly rate.

Remuneration is a calculation sum of the base pay, contingent pay and the value of employee benefits.    
2.3. Related Literature 
2.3.1. Non-monetary rewards and employees performance

Non-monetary reward is possible in organisations (Khan, 2005) depending on how the program is constructed (Corporate Leadership Council, 2006). Poorly designed rewards program results in to poor reward system for the employees. The purpose of non-monetary incentives is to reward employee for performance through opportunities such as flexible work hours, training, pleasant work environment and sabbatical (Ballentin et al, 2009). Job itself such as job tasks, challenging and interesting job, praise and recognition are among the non-monetary rewards that improve performance in organisations (Laakso, 2012). Performance feedbacks in organization are also good measures for motivating employees (Latt, 2008).
FRONTERA (2007) found management and staff development, job rotation through secondment, assessment and development centre, employee performance recognition schemes, participatory processes and mechanism, career development, professional and academic studies, promotion and transfer, performance management and development of networks as some of the non-monetary rewards in organizations. In addition, respect for every individual and being friendly to staff, having clear communication with the staff, clarifying the role of the individual in relation to the objective of the organisation and providing continual professional development were some of the best practices in managing employees’ motivation in NGOs to improve job performance in Honduras (FRONTERA, 2007). The decision to use non-monetary rewards was prioritise because of the challenges associated with monetary rewards. Kohn (1993) argues that monetary incentives encourage compliance rather than risk-taking because most rewards are based only on performance and as a result, employees are discouraged from being creative in the workplace (Ballentine et al. 2012). On the other hand, Isaacs (2008) argued that non-monetary incentives are integral to the social and managerial aspects of the organization’s improvement programme and should be encourage. It is also noted by Charity and Timinepere (2011) that non-monetary reward has a significant positive effect on employee performance in organization.
Silverman (2004) noted that non-monetary reward is concerned with acknowledging the performance of employees, for examples, the manager saying thank you, writing formally to record thanks, public appreciation and declaring individual employee of the year or month. Some can be by providing travel vouchers and use of recreational facilities. Non-monetary reward is a non-cash award given in recognition of performance. Marshall (1999) agreed with FRONTERA (2007) and Silverman (2004) and suggests the following rewards in Organization which can be applied to affect positively the performance of employees: immediate verbal or written praise; recognition banquets-employee of the year, and so on. Recognition posters-employee of the year, gift certificates, improved office space, trips, lunches, subscriptions to magazines, charitable contributions in employee’s name. Non-monetary rewards hinge in an environment where personal involvement of employees for work is higher.   Ihi, Vussen and Piller (2012) claimed that if personal involvement and need in the innovation is high, an expectation of monetary rewards is deemed less important because people expect to better internalise collective outcomes, and if people are supposed to allocate effort to collectively oriented activities the expectation of monetary rewards is less effectives because it induces rivalry among people.
In Herzberg et al (1959) theory of motivation, the hygiene factors are not directly related to the job, but the conditions that surround doing the job. They operate primarily to dissatisfy employees when they are not present, however, the presence of such conditions does not necessarily build strong motivation. These factors include: company policy and administration, technical supervision, interpersonal relations with supervisor, interpersonal relations with peers and subordinates, salary, job security, personal life, work conditions and status. The hygiene factors are not direct motivators but are necessary to prevent dissatisfaction and at the same time serve as a starting point for motivation. However, improvements in these conditions do not create motivation. According to Herzberg et al (1959), the motivator factors pertain to the job content, they are intrinsic to the job itself and do not result from “carrot and stick incentives”. They comprise the physiological need for growth and recognition. The absence of these factors does not prove highly dissatisfying but when present, they build strong levels of motivation that result in good job performance. They are therefore called satisfiers or motivators. These factors include: achievement, recognition, advancement, the work itself, the possibility of personal growth and responsibility (Dartey-Baah & Amoako, 2011).
In a study of the role of Jordanian universities in meeting the employees’ societal needs, knowing the implemented incentives approach and knowing the level of performance, Al-Nsour (2012) found that an adequate level of incentives provided to employees which are financial ranked first and those that are morale incentives ranked second. The same study also found that there is relationship between financial and morale incentives and organizational performance as well as between financial and morale incentives and internal business process and customer satisfaction. Relating to Herzberg (1959) motivation theory, morale incentives in Al-Nsour (2012) could mean the Motivator Factors. Al-Nsour explained that morale incentives are based on such factors as respect for human being, participation in decision making, certificates of thanks, supervision, leadership, fellowship, working condition. This study was done in a mix setting of probably non-for-profit and for-profit organizations. The current study will try to examine the issues of reward and employees performance in a purely non-for-profit organization using a case approach.    
2.3.2. Monetary rewards and employees performance
Managers of all organizations, public, private and non-governmental organizations are constantly searching for ways to create a motivational environment where employees work at their optimal levels to accomplish organizational objectives and goals. Among the motivators managers are employing are financial incentives (FRONTERA, 2007).

Monetary rewards (incentives) are to reward employees for excellent job performance through money. Ballentine et al. (2012) noted among others monetary rewards such as profit sharing, project bonuses, stock options and warrants, scheduled bonuses (e.g. Christmas and performance-linked), and additional paid vacation time. Indeed studies have shown that using monetary incentives by managers can improve employees’ motivation and performance. Khan et al (2010) asserts that significant relationship exist between payment to workers and motivations. The assertion confirm that the change in monetary reward offered to employees necessarily change the work motivation and performance of employees. 

In a review, Taljaard (2003) found that money is considered important reward because: of the goods and services that it will purchase, it can be regarded as a status symbol, it represents to employees what their employers think of them. Employees can get satisfaction or dissatisfaction with pay if: they feel their rate of pay or increase is fair, rewards are commensurate with ability, contribution and value to the organization and if employees are satisfied with other aspects such as status and promotion prospects. 

Pay has a great impact in establishing employees’ diligence and commitment, money is considered to be key motivator for employees (Latt, 2008), which in turn is translated in to better performance by the employees. In a review, Mudor and Todksoon (2011) noted that good pay practice is very significant for the organizations to retain higher performance. They noted that organization with higher wages can raise performance and productivity of the organization. Financial incentives are effectives – money matters to most of us and it motivates us because of the symbolic and instrumental value it bears (Laakso, 2012).
In a survey of 120 employees of banking sectors, Saleem (2011) found that there is significant association between financial incentives and employee loyalty – the increase in financial incentives such as promotion and bonuses enhanced employee loyalty which increases the employee’s performance. Also, the high level of employee job performance was found as positively associated with high level of commitment. Saleem (2011) thereafter recommended that by concentrating on awarding lower level employees will retain them and offering cash based rewards will improve performance. Though financial incentive seems to win majority of workers, Zakaria et al. (2011) in survey of employees’ perception of the reward practice which relates to the organizational performance at Toyota found that there is significant relationship between employees’ perception on transparency of reward practice and employees’ performance and that there is significant relationship between employees’ perception on controllability of reward practice and employees’ performance. The ideas about rewards from Saleem (2011) and Zakaria et al. (2011) when combine will give a good blending of reward practice. The combination is that when organization is considering financial rewards to employees, there must be transparency and controllability in the process – it mean considering rewards without any proper laid down procedures, the organization reward system may suffer severe drawback. In the current study, one of the objective is t examine the relationship between monetary reward and employees performance in Caritas Gulu Archdiocese. The assumption here is that probably when monetary reward is effected, then the employees will be committed to the organization and perform well as expected – the reason behind this was that there are indicators of lack of performance such as late coming, delay in submitting reports and absenteeism among staff of Caritas.     
Omolayo and Owolabi (2007) found that monetary incentives to employees if the organization want to realise and achieve its goals and objectives. Monetary rewards affect the commitment level of employees and if it is inadequate, absenteeism, lateness, low performance, feeling of grievances and employee turnover will crop up. Different Organizations have different ways of rewarding their employees and pay/salary is the major kinds of reward Organizations gives to their employees. Employees trade their labour/work to rewards from their employers. Probably, the most important reward is money. The goals of compensation administration are to design a cost effective pay structure that will attract and retain competent employees. There are indicators of lack of performance such as late coming, delay in submitting reports and absenteeism among staff of Caritas. The question is how would monetary rewards restore the likely drop in performance among the staff – it is this reason why the current study will tried and examine the relationship between monetary rewards and employees performance in Caritas.
Organizations according to Bratton (1994) are interested in reward management for two major reasons, first it is interested in the absolute cost of payment because of its behaviour on the profitability or cost effectiveness and second, the Organization views pay as a determinant on employee work attitude and behaviour, pay may affect individual’s decision to join a company, work effectively, undertake training, accept additional responsibilities or join a trade union. The three principle objectives of reward management in an Organization are to attract and retain suitable employees, to facilitate performance and to comply with employment legislation and regulations. Pigors and Myers (1981) hold the same view that low wages are a source of dissatisfaction because they lead to low performance and difficult life. The arguments from Bratton (1994) and Pigors & Myers (1981) all points to the view that monetary rewards are considered as one of the factors which motivate employees and if not provided, the performance will be put at risk. However, when monetary rewards is used, there should be appropriate procedures and guidelines agreed upon by stakeholders on how monetary rewards are administered.     
It is evident that pay is the major determinant of physiological needs, failure to get enough pay means that these needs will not be met and thus the individual will not be satisfied or motivated to perform well. Physiological needs include shelter, food and medical treatment. According to Robbins (2000), ‘’money is important to employees, it’s a medium of exchange; people may not only work for money but take the money away and how many people would come to work!’’ Behavioural scientists like McGregor and Herzerberg (Keith, 1985) however, tend to down play money as a motivator; they prefer to emphasize the importance of challenging jobs, participatory decision making, feedback and recognition as the motivators. McClelland (1965) shares the view that money has a limited contribution to motivate people for improved performance. Pay is not particularly effective in evoking effort and performance in people with high achievement. People with high achievement work hard, provided there is an opportunity of achieving something, He is interested in money rewards or profits primarily because of the feedback they give him as to how well he is doing. Money is not the incentive to effort but rather the measure of its success for the real entrepreneur. 

However, Lawler (1971), argues that if the necessary abilities and other enabling conditions are present, pay can motivate good performance if employees value pay highly, believe that good performance results in high pay, exerting their effort they can improve their performance, reckon that the advantages of working hard, performing well and obtaining high pay exceed the disadvantages and psychic opportunity cost and see good performance as the most attractive of all possible behaviours on the situation. In a review, Eisenberger et al. (1999) noted some of the enabling conditions for pay program as good organizational policies, proper procedures and a bolder decision indicative of the organizational favourable evaluation of employee contributions. What Lawler (1971) and Eisenberger et al. (1999) noted may prove to be very important when managers are designing the monetary reward system. This is because unless management creates appropriate environments in terms of policies, then the reward may not meet the goals which the organization is working for.
It is important to note that not every economic reward is in the form of direct pay; some of the most important rewards are in the form of fridge benefits and allowances. These rewards according to Keith (1981) are more valuable to employees because they have more psychological and social meanings. Special benefits may be evidence of recognition, status or other important social values. Armstrong (1996) defines employee benefits as those elements of remuneration given in addition to the various forms of cash pay. Beard well (1977), gives the following among many as types of employee benefits, holiday entitlements, health care, office accommodation and facilities which encourage identification with the company; assistance with housing, help with educational courses; and pension schemes important as Armstrong (1997) suggests that such employee benefits increase employee commitment to the Organization (but not their motivation unless benefit such as a better company car is linked directly with individual achievement). Therefore, for these benefits to produce better performance, there is need for companies or organizations to recognize what they want to achieve from the provision of each benefit and understand the motivational characteristics of each employees benefits such as company cars, will address social status motive where as the provision of pensions and private health care attempts to satisfy more security based motives. However, the same writer cautions that companies need to recognize what they want to achieve from the provision of each benefit and understand the motivational characteristics of each benefit for their own employees. For example fringe benefits such as company cars and large offices will address social status motives, whereas the provision of pensions and private health care attempts to satisfy more security based motives. The idea behind reward is that it should be goal-oriented. The objectives of rewards in any organizations should be geared toward what the company want to achieve but with consultation and participation of employees in designing such reward system.
Financial incentives alone are not enough to motivate employees, however, if employees feel that their inputs such as efforts, commitment, loyalty, trust and enthusiasm to the organization are fairly and adequately rewarded by outputs such as financial and non-financial benefits, they remain motivated and continue to provide inputs toward higher performance (FRONTERA, 2007). It is argued that extrinsic motivation serves to satisfy indirect or instrumental needs and it stems from the desire to satisfy directly one’s non-work related needs mainly by means of salary pays while intrinsic motivation on the one hand, the activity itself or the corresponding end goal satisfies direct need in its own rights or capacity (Frey & Osterloh, 2002). Prasety and Kato (2011) confirmed this argument in studying for profit organization; they found that there are significances both from financial and non-financial compensation [rewards] to performance. One of the objectives of this study is to examine the level of employees’ satisfaction with monetary rewards in Caritas Gulu Archdiocese and find out how monetary reward affects the employees’ performance.   In the research problem, low commitments by staff characterised by high rate of absenteeism, lateness and delay in submitting reports among others have been noted which seems to have big impact on performance of employees in Caritas. However, we should note that In Herzberg's two-factor theory, pay is an extrinsic factor that should not contribute significantly to motivation (Ugah, 2008) which probably will not be the only reward that would improve employees’ performance in Caritas Gulu Archdiocese. However, based on the literature reviewed, the situation seems to put monetary rewards as the best approaches in salvaging performance issues in organizations.  The question is, could this apply to Caritas Gulu Archdiocese. However, there may be some implications related to monetary rewards in non-for-profit organization. Lanfranchi and Narcy (2011) noted that monetary incentives like performance pay would be less effective in inducing effort in the non-profit sector as non-profit workers are ready to donate labour to their employers. Relative ineffectiveness of monetary incentives in the non-profit sector is more likely to be due to the intrinsic motivation of non-profit workers than to any other workers’ personality trait like pessimism or optimism that could differ between the two sectors of non-for-profit and for-profit organizations. 
In the literature reviewed about non-monetary rewards and monetary rewards in relations to their effects on organizations performance, it was clear that achieving and sustaining performance by any organizations leverage employees in a desired direction and one of the principal means for accomplishing it is through the incentive power of various rewards because of their power and ability to elicit and reinforce performance of organizations.  Though there seem to be variation in the use of monetary rewards in the non-for-profit and for-profit sectors, study by Ezigbo and Timinepere (2011) suggest that monetary and non monetary reward had significant positive effect on employees’ performance. It means management should consider both monetary and non-monetary rewards in order to stimulate employees and sub unit workforce behaviour for performance at the individual and organizational levels. Blending monetary and non-monetary rewards seems to yield better results. The use of only monetary rewards may not be the best solutions. Some study for example Boachie-Mensah and Dogba (2011) revealed that the effect of performance-based pay on employee performance is minimal; and the motivational effect of merit pay is often blunted by biased performance appraisal.  
2.3.3. Employee performance in organization
Non-governmental organizations attract funds its continuity only when their performance is acceptable, unacceptable and underperforming NGOs in many cases received little supports from donors (Barr et al, 2003). This statement acts like warning in cheeking performances in NGOs which should be taken with keen interest by NGO management. Less committed employees are found of late coming, do not complete work, have low communication ability and do not interact with colleagues and groups in appropriate manna.
Performance refers to the degree of achievement of mission at workplace that builds up employee job and it can be viewed in these angles: one, the range of measurement of transactional efficiencies and inputs and two, the measurement of output. But all in all, achieving organizational goals and objectives is performance (Shahzad et al., 2012). However, Larsson and Kinnunen (2007) noted that measurement of performance has the dimensions of both effectiveness and efficiency. Effectiveness is the extent at which stakeholders requirements are met and efficiency is the extent at which the organization serves the people it intended to serve. Performance measurement show the value created by the organisation, it help in the monitoring and evaluation of progress, it help in planning, it help in influencing behaviours and can also serves as foundation for reward and incentives system. However, several challenges exist when measuring performance in non-for-profit organizations. The challenges include the intangibility of the missions, unknowable out comes, and the variety, interests and standards of the stakeholders (Beamon & Balcik, 2008).  Measuring employee performance is considered as the best way of accessing the direction the organization is taking, however it seems there exist certain complexity in it. How do you then determine the efficacy and effectiveness of employee? And how does organization improve positively the efficiency and effectiveness of employee. Can this be archive by monetary and non-monetary rewards? The current study will therefore examine the relationship between rewards and performance of employees in Caritas Gulu Archdiocese.
Before taking about the general performance of an organization, one should first focus on the performance of its employees. Employees are not bone with the characteristics performances which the organization may desire, performance is learned and they come gradually through time. Also, there must be something or factors that drive performance in organization – how staff is motivated could be among the solutions. Motivation is the inner drive that pushes individual to perform (Mawoli, 2011). Job performance is the behaviour that can be evaluated in terms of the extent to which it contributes to organization effectiveness, for example, the extent at which employee is able to accomplish the task assigned, behaviours that individual undertake as part of the job. The effectiveness of informal and formal communication, the level of commitment to the job, personal discipline, and helping groups or colleagues in the workplace indicates employees’ performance. 
Drawing from the above literature on performance measurement, the following can help in determining the level of employees’ performance in Caritas Gulu archdiocese. If the employees can measure to the “standards” below, then we assume performance has been achieved. They are: completing tasks independently and without intervention, taking over the tasks that the supervisor doesn’t have to do personally, alerting the supervisor to potential problems in the organization, prioritising work to always do the most important tasks first, submitting report within the assigned time, attending all meetings invited to attend, completing project in time, filling and organizing document correctly, finishing community work as assigned and providing necessary backup when workload permits and share resources with other teams. Charity and Timinepere (2011) also noted that employee performance includes the elements such as output, timeliness of output, present at work and cooperativeness. 
2.3.4. Summary of Literature
Indeed the literature reviewed revealed that organizations used both non-monetary and monetary incentives with the view of improving performance of their employees. However, the effectiveness of such rewards depends to a larger extent on how management design the reward system (Corporate Leadership Councils, 2006). Effective reward system is that which result into meeting the goals of the organization. Poorly designed reward system on the other hand results in to drop in morale and performance in organization. Though studies indicates mixtures of results on influence non-monetary reward and monetary reward on employees performance, the current study reveal that non-monetary rewards have more influence on employees performance level that monetary rewards. 
CHAPTER THREE
 METHODOLOGY
3.0. Introduction
This chapter covers the research design, study site, study population, sample size and selection, sampling technique and procedures, data collection methods, data collection instruments, quality control, procedures of data collection, data analysis and limitation of the study. 

3.1. Research Design

This study used cross-sectional research design. Cross-sectional design is a positivist methodology designed to obtain information on variables in deferent contexts, but at the same time (Collis & Hussey, 2003). The advantage of cross sectional design in this study was that, it took a snapshot of an ongoing situation in Caritas (Collis & Hussey, 2003). The study used both qualitative and quantitative data. Primary data was obtained using questionnaires and interview methods, while secondary data was obtained from sources such as Internet, journals and books among others. The integration of these methods facilitated understanding of the phenomena under study (Baxter & Jack, 2008) 
3.2. Study Population

The study population comprised all the employees of Caritas Gulu Archdiocese. The current employees’ population in Caritas Gulu Archdiocese is 60 (Caritas Gulu Archdiocese Staff List, 2012). The respondents for the study were drawn from the three districts where Caritas is operating under the umbrella of Caritas Gulu Archdiocese that is Gulu 27 employees, Kitgum 20 employees and Pader District 13 employees. 

3.3. Determination of the Sample Size
The current study targeted 60 employees of Caritas Gulu Archdiocese. The sample size for the study was 52. The sample size was arrived at by using Morgan and Krejcie (1970) table of sample size (Barifaijo et al., 2010). The table indicated that at 95% level of certainty, 95% out of 100 times the true result was within the margin of error and a 5% chance that the true value will be outside the range. The table guided the researcher in selecting appropriate sample size which corresponded with the total population of Caritas Gulu Archdiocese which stand at 60 employees. Therefore, according to Morgan and Krejcie (1970) table of sample size, a population of 60 goes with sample size of 52.
3.3.1. Sampling Techniques and Procedure 

Purposive sampling technique was used to select respondents for this study. Purposive sampling was suitable in this study because the study is informed by existing theory and the data collected have some qualitative data. It is also chosen because the sample was small (Curtis, 2000). The researcher purposively and efficiently selected the respondents using her knowledge of who can give the better information to answer the research questions. According to Brink and Wood (1998: 319), “purposive sample is used when specific members of the population are desired as study participants”. The researcher knowledge about the population was used to hand pick the respondents to be included in the sample. This procedure is supported by Barifaijo et al (2010), they reiterated that purposive sampling is obtained according to the judgment of researcher who is familiar with the relevant characteristics of the population. The advantage of this sampling method was that it enabled the used of both quantitative and qualitative approaches (Kombo & Tromp, 2006). Purposive sampling was also used because the sample was small and random sampling may not have been possible (Kovacs, 1985). For the current study, the researcher purposively selected 52 respondents to participate in the study. The criteria for selection were strict on only the employees of Caritas Gulu Archdiocese. List of staff working in Caritas Gulu Archdiocese which covers Gulu main office, Kitgum branch office and Pader branch office was used for easy identification of respondents.  
Table 1: 

Sampling Plan

	Caritas Office
	Employee Number
	Sample Size
	

	Gulu Main Office
	27
	24
	

	Kitgum Branch
	20
	17
	

	Pader Branch
	13
	11
	

	Total
	60
	52
	


Since Caritas has three offices, and with different number of employees in each office – the number of employee in each office divided by the total population multiplied by the determined sample size of 52 gave the sample size for each office [branch] as shown in Table 1.    

3.4. Data Collection Methods

This study used both quantitative and qualitative data collection methods to collect data to answer the research questions. Both questionnaire and interview methods were used for data collection purposes. Here, the researcher used carefully designed structured questions with the view of eliciting reliable responses from the respondents. The questionnaire contained both close and open ended questions. The close ended type used Likert scale to seek respondents answer concerning the research questions. On the other hand, the study also used interview where by every key informants was subjected to the same questions. The interview was face-to-face and allowed additional in-depth explanations and open discussions about the current study problem.
3.5. Data Collection Instruments
This study used multiple research instruments. Both questionnaire and interview methods were used for gathering data from the respondents.
Questionnaire: 
The researcher used questionnaire for the purpose of primary data collection. Questionnaire was preferred because it saves time; information can be collected from large sample and no bias on the side of the researcher and respondents (Kombo & Tromp, 2006).  The questionnaire method was also selected because of the sensitive issues under study [i.e. reward and employees performance] and it guaranteed confidentiality (Barifaijo et al, 2010). The current study used self constructed questionnaire based on the various literature on rewards and employees studies and reports.  The questionnaire comprised three sections. Section A sought demographic profile on gender, age, education qualification, year of service and condition in working environment. Section B of the questionnaire sought respondents’ agreement or disagreement with satisfaction with non-monetary rewards using11 items measured in 5 point Likert-like scale ranging from strongly agree to strongly disagree. Section B also sought respondents’ agreement or disagreement with satisfaction with monetary rewards using12 items measured in 5 point Likert-like scale ranging from strongly agree to strongly disagree. The same section also sought respondents’ agreement and agreement on employees’ performance using 13 items measured in 5 point Likert-like scale ranging from strongly agree to strongly disagree. In addition, section B also sought responses on the major problems affecting performance and solutions to the problems (both in open-ended question format).
In-depth interview: 
The researcher used in-depth interview to collect data from selected key informants in Caritas (Heads of Departments). The advantage was that it allowed deep exploration of opinion (Barifaijo et al, 2010). In addition, Barifaijo et al. (2010) noted the appropriateness of this method as eliciting individual experiences, opinions, feelings and the strength of the method lounge on its ability to elicit in-depth response. The method was also good in studying sensitive topic (Kombo & Tromp, 2006) which in this case, rewards and employees’ performance in NGO setting. The researcher used structured interview for the study and all the respondents were asked the same questions. The interview schedule used comprised the following questions: your work Station; how do you describe the general work condition in Caritas?; how do you describe the general level if satisfaction of staff with non-monetary and monetary rewards; in your opinion which of the rewards system is better for Caritas; what are your opinions on the level of performance of staff in Caritas? and what are your general comments on the effects of non-monetary/ monetary rewards on employees’ performance levels in Caritas?
3.6. Validity and Reliability 

Validity and reliability of research instruments is an important consideration for researchers. The goal of achieving measurement validity and reliability can be accomplished partly by a consideration for quality item writing, an insistence on reporting reliable data across studies, sound theoretical bases for construct measurement and the accurate operationalisation of constructs.
Validity:  
Validity is the ability of an instrument to measure exactly what it is designed to measure and nothing else and it encompasses issues of construct, content and criterion –related validity (Brink & Wood, 1998).  To ensure validity for this study, ten (10) questionnaires were pre-tested before the final questionnaires are administered. The pilot study helped the researcher to pre-test the questionnaire to determine if it meets the objectives of the study. Further, it also helped to correct questions which are badly framed and constructed (Bluman, 2004). According to Van Ort (1981), pilot study helps to determine the feasibility of the major study, identify problems in the research design, refine the data collection and analysis plan, test the instrument to be used in the major study and give the researcher experience with the methodology and instruments to be used (Brink & Wood, 1998). In addition, the set interview schedule was also given to experts who streamlined the questions and removed errors before real interview. In the development of the instruments for data collection, the researcher ensured that all the variables in the study are operationlise to reflect the content and covered the important areas in the study. 
Reliability: 
Reliability is how consistently a test measures what it attempts to measure (Barifaijo et al., 2010). It refers to the consistency with which an instrument measures the attribute (Polit et al, 2001). To ensure the reliability of the instruments for this study, the researcher made sure that the scale for measuring each major variable in the study includes items that reflect well those particular variables. For example, the independent variable employees’ performance only contained 13 items which relate to employee performance without mixing statements which do not reflect employee performance. The interview schedule was also check and re-check for errors by people who are knowledgeable in the study area to ensure it answer correctly questions relating to the study objectives. In addition, since the instrument contained Likert like scale, the researcher entered the entire questionnaire in SPSS (Statistical Package for the Social Scientist) soft ware to determine the reliability. The Cronbach’s alpha reliability statistics are in Table 2. 
Table 2

Cronbach’s Alpha Reliability Statistic
	 Variables
	Cronbach alpha value
	 Number of Item

	Non-monetary rewards
	0.833
	11

	Monetary rewards 
	0.771
	12

	Employees performance 
	0.784
	13


3.7. Procedure of Data Collection

Letter of introduction from Uganda Management Institute was used to introduce the researcher to the employees of Caritas Gulu Archdiocese. This letter was used by the researcher to seek permission from management of Caritas and respondents to be officially included in the study. The introductory letter more importantly allowed the researcher to gain access to the branches of Caritas Gulu Archdiocese in Kitgum and Pader.

In designing the questionnaire, the researcher indicated on the first page of the questionnaire the aim of the study and issues of confidentiality. Questionnaires were administered to individual employees of Caritas Gulu Archdiocese after pretesting and correcting errors in the instrument. For the interview, inform consents to participate in the study were obtained from the selected key informants before currying out the interviews.  
 3.8 Ethical Considerations
Ethical standards must be applied to research; however, no general rules can be applied to all situations because each action is unique and must be evaluated on its own merits (Baumgartner et al., 2002). The major ethical issues in research are the protection of the anonymity and rights to confidentiality of the respondents (Brink & Wood, 1998). Researchers are responsible for demonstrating that they have complied with ethical standards for examples, proper citations of other published works and adequately protecting the confidentiality of research participants (APA, 2010). In ensuring that ethic is observed in research, it is also essential that you thank individuals and organizations for their assistance given to you as a researcher (Collis & Hussey, 2003). Tull and Hawkins (1993) suggested that highly ethical approach in research improve respondents’ acceptance to participate in any study.

The ethical issues of importance in the present study were the protection of the anonymity and rights to confidentiality of the respondents. To ensure confidentiality and anonymity the researcher administered and collected the questionnaire at appropriate places and time mainly from the different Departments in Caritas Gulu Archdiocese. Confidentiality and anonymity was maintained by not asking respondents their names and particular stations where they work within Caritas Gulu Archdiocese in the questionnaire. The questionnaire especially explained clearly that no individual information about the respondents will be published or disclosed and that responses will be combined with those of others and reported as grouped data. In addition, a thank you message was placed in the questionnaire to recognise the effort and time the respondents have taken in answering the questionnaire.   

In the interview, the researcher informed the key informants verbally and by showing the introductory letter. The purpose of the study and how information gathered will be used was explicitly explained. In addition, the researcher followed three important steps before conducting the interview. The steps were: 1- discussed issues of confidentiality and anonymity, 2- obtained full agreement and acceptance of the respondent to be interviewed and 3- proceeded with the rest of the interview.  
3.8. Data Analysis

The data for the current study was analysed using descriptive, correlational and regression analysis. Quantitative data were entered in Statistical Package for the Social Scientist (SPSS) version 19 for the analysis. Descriptive statistics (frequency, percentage and mean/average) were used to measure the level of employees’ performance and level of satisfaction with non-monetary and monetary rewards.
To examine the relationships between non-monetary rewards, monetary rewards and employees’ performance, the researcher used bivariate correlation using Pearson correlation coefficient (r).  Pearson correlation coefficient (r) is the most commonly used bivariate correlation technique which measures the association between two quantitative variables without distinction between the independent and dependent variables (Mertter & Vannatta, 2002). This was done to evaluate the degree of the relationship between the study variables. Finally, multiple regression analysis was done. It provided the value of correlation coefficient (R2) and coefficients of regression with Beta values of each predictor. Multiple regression analysis is considered as a powerful and flexible statistical method of analysing the relationship between a set of independent variables and a single dependent variable (De Vaus, 2009). Multiple regression analysis was found suitable for the current study because it identified the best combination of predictors (IVs) for the study dependent variable (DV) (Mertter & Vannatta, 2002).

In analysing the open-ended questions in the questionnaire, the researcher manually carried out the following. (1) – the researcher read through all the responses and identified themes for coding, (2) – the researcher assigned codes (letters) to each themes identified as separate from the others, (3) – the researcher again read all the open-ends and entered the codes for each record and lastly, (4) – the researcher tabulated the codes to see the frequencies of responses from respondents.  All the information acquired through coding was used to backup the analysis got from the more quantitative data from the closed questions.
CHAPTER FOUR
PRESENTATION, ANALYSIS AND INTERPRETATION OF RESULTS 

4.0. Introduction
This chapter contains the presentation of results and findings of the study. The chapter is broken in to three main parts. First, descriptive statistics of the demographic profile of respondents and working condition in Caritas Gulu Archdiocese. Secondly, the descriptive statistics of employees’ satisfaction with non-monetary and monetary rewards and employees’ performance. Thirdly, the chapter cover inferential statistics of correlation and multiple regression analysis for the study. 
Out of the 52 questionnaires administered to gather data for this study, 45 were returned resulting into a response rate of 86.5%. 
4.1. Demographic Profile of Respondents
The demographic data of the respondents relate to age, education qualification and years of service in Caritas Gulu Archdiocese. The data have been summarised and presented using frequency of response and percentage.
4.1.1. Age bracket of respondent  
Table 1

Age bracket of respondent

	Age bracket 
	Frequency
	Percentage

	Below 30 years
	17
	37.8 %

	31-40 years
	18
	40.0 %

	41-50 years
	7
	15.6 %

	51 years and above
	3
	6.7 %

	Total 
	45
	100 %


Source: Primary Data
Table 1 indicate the age bracket of the respondents included in the survey. The most populated age group is 31-40 years with 18 (40%) respondents followed by below 30 years with 17 (37.8%) respondents. Respondents in 41-50 years age group are 7(15.6%) and the least populated age group are those in 51 years and above 3(6.7%). Table 1 therefore reveal that majority of the respondents are aged below 40 years which show fairly young employees in Caritas Gulu Archdiocese. This probably will mean majority of employees are in the bracket of active age where the needs for progress in terms of monetary benefits are high among them.
4.1.2. Education level of respondent 

Table 2

Education level of respondent 

	Education level 
	Frequency 
	Percentage 

	O Level
	07
	15.6 %

	A level
	01
	2.2 %

	Diploma
	10
	22.2 %

	Degree
	25
	55.6 %

	Others
	02
	4.4 %

	Total
	45
	100 %


Source: Primary Data
Table 2 indicate that majority of the respondents are degree holders 25 (55.6%), followed by Diploma 10 (22.2%). Some sizable respondents 7 (15.6%) attained “O” Level and only 1(2.2%) respondent hold “A” Level qualification while another 2 (4.4%) of the respondents holds other qualifications which they indicate in the questionnaire as certificates. Table 2 reveal that more than half of the respondents hold Degree which in a way indicate that majority of employees of Caritas Gulu Archdiocese at least have better qualifications for the job. The better qualification also may mean employees are qualified to do what they are employed for and in return they look for appropriate rewards. 
4.1.3. Respondents’ years of service

Table 3

Respondent years of service

	Year
	Frequency
	Percentage 

	0-5 years
	28
	62.2 %

	6-10 years
	15
	33.3 %

	11 years and above
	02
	4.4 %

	Total
	45
	100 %


 Source: Primary Data
Table 3 revealed that majority of respondents 28 (62.2%) served in Caritas Gulu Archdiocese for at least 5 years, followed by those who have served for 6-10 years 15 (33.3%). Fever few 2 (4.4%) have served for more than 11 years. Based on Table 3, tentatively the conclusion is that majority of respondents at least have worked in Caritas Gulu Archdiocese for a longer time. Working in Caritas for relatively longer time means employees have mastered most of their tasks and have specialised in their area. There is likelihood that because of better rewards strategies, the employees have decided to put maximum loyalty to Caritas Gulu Archdiocese.  
4.1.4 Working condition in Caritas Gulu Archdiocese

Table 4

Working condition 

	Work condition
	Frequency
	Percentage 

	Not favourable
	03
	6.7 %

	Favourable
	38
	84.4%

	Very favourable
	04
	8.9 %

	Total
	45
	100 %


Source: Primary Data
In Table 4, majority of respondents indicated that the working condition in Caritas Gulu Archdiocese is favourable to them. Few respondents 4 (8.9%) said the working condition is very favourable and another very few 3(6.7%) said the working condition is not favourable to them. With the data in page 39, we can at least conclude that the working condition is favourable for employees in Caritas Gulu Archdiocese.  The data in table 5 agree with the interview from the key informants who are all heads of departments. All the 7 key informants noted that the work environment is good conducive and supportive, except that there is inadequate staff development and transport facilities. Providing conducive and supportive work environment are actually some of the ways organizations can motivate their staff. Caritas probably managed to do this as non-monetary reward strategies to motivate employees. 
4.3. Employees’ satisfaction with non-monetary rewards 

Respondents were asked to indicate their agreement or disagreement about their satisfaction with non-monetary rewards on eleven (11) items as in page 38.  The top 6 non-monetary rewards respondents were satisfied with are: pleasant work environment (68.2%), work is highly recognised by supervisor (66.7%), flexible work hours for staff (64.5%), good interpersonal relationship (51.1%), and staff participation in decision making (51.1%).

Table 5

Satisfaction with non-monetary rewards

	Statements

 
	SA
	A
	NS
	D
	SD

	
	%
	%
	%
	%
	%

	Work is highly recognised by supervisor 
	26.7
	66.7
	0.0
	6.6
	0.0

	Promotion is for every staff in Caritas
	8.9
	22.2
	8.9
	42.2
	17.8

	Caritas has a clear communication process
	20.0
	44.4
	11.1
	17.8
	6.7

	Feed back is frequently given to employees
	26.7
	35.6
	8.9
	22.2
	6.6

	Staff development is open for all employees
	9.3
	25.6
	27.9
	30.2
	7.0

	Good interpersonal relationship 
	33.3
	51.1
	6.7
	6.7
	2.2

	Caritas formally recognise good performance
	27.3
	31.8
	13.6
	22.7
	4.6

	Caritas maintain an open door policy 
	26.7
	44.4
	11.1
	11.1
	6.7

	Flexible work hours for staff
	24.4
	64.5
	2.2
	8.9
	0.0

	Pleasant work environment  
	22.7
	68.2
	0.0
	6.8
	2.3

	Staff participation in decision making  
	35.6
	51.1
	4.4
	8.9
	0.0


Note: Scale, 1 = Strongly Agree (SA), 2 = Agree (A), 3 = Not Sure (NS), 4 =Disagree (D), and 5 = Strongly Disagree (SD)

Average percentage: Strongly Agree (23.77%), 2 = Agree (46%), 3 = Not Sure (8.6%), 4 =Disagree (16.73%) and 5 = Strongly Disagree (4.9%)

In addition, Table 5 seems to indicate that respondents disagree with promotion for every staff (42.2%). However, when average percentages for each column are compared, we find average percentage for strongly agree (23.77%), agree (46%), not sure (8.6%), disagree (16.73%) and strongly disagree (4.9%). If strongly agree and agree are combine, we get 69.77% and for disagree and strongly disagree the percentage is 21.63%. These results therefore show that respondents are satisfied with non-monetary rewards. This then mean, employees of Caritas Gulu Archdiocese consider non-monetary reward as one of the factors which probably may improve their work performance.

4.5. Employees’ satisfaction with monetary rewards 

Respondents were asked to indicate their agreement or disagreement about their satisfaction with monetary rewards on eleven (12) items as in Table 5.  On monetary rewards respondents were satisfied with timely payment (51.2%) and employees holding higher position getting higher salary (44.4%).

Table 6

Satisfaction with monetary rewards

	Statement 
	SA
	D
	NS
	D
	SD

	
	%
	%
	%
	%
	%

	Timely payment 
	28.9
	51.2
	4.4
	13.3
	2.2

	Employee is paid exact money in the contract agreement
	40.0
	42.2
	6.7
	6.7
	4.4

	Payment is in line with work tasks
	29.5
	38.6
	0.0
	18.3
	13.6

	Caritas provide frequent salary increment 
	0.0
	2.2
	11.1
	51.1
	35.6

	Salary meets all my basic needs 
	2.3
	6.8
	4.5
	45.5
	40.9

	Caritas give cash bonus to staff
	0.0
	0.0
	9.1
	43.2
	47.7

	Volunteers are well paid by Caritas 
	0.0
	8.9
	31.1
	28.9
	31.1

	Employee with high academic qualification get high salary
	4.4
	11.1
	20.0
	22.3
	42.2

	Employee holding higher position get higher salary
	26.7
	44.4
	4.4
	8.9
	15.6

	Employees are given leave allowance in cash form
	0.0
	2.2
	11.1
	37.8
	48.9

	Employees are paid cash to go for recreational activities
	0.0
	4.5
	15.7
	34.0
	45.8

	Lunch allowance is paid to all employees
	2.2
	13.3
	8.9
	35.6
	40.0


Note: Scale, 1 = Strongly Agree (SA), 2 = Agree (A), 3 = Not Sure (NS), 4 =Disagree (D), and 5 = Strongly Disagree (SD)

Average percentage: Strongly Agree (11.2%), 2 = Agree (18.7%), 3 = Not Sure (10.58%), 4 =Disagree (28.8%) and 5 = Strongly Disagree (30.7%)

Table 6 also indicate that respondents strongly disagree with providing frequent salary increments (51.1%), giving leave allowance in cash form (48.9%), giving cash bonuses to staff (47.7%) and paying cash for recreational activities (45.8%). If strongly agree and agree are combine, we get 29.92%% and for disagree and strongly disagree the percentage is 59.5%. These results therefore show that respondents are not very much satisfied with monetary rewards. This then mean, employees of Caritas Gulu Archdiocese consider monetary reward as one of the factors which probably may not improve their work performance.
4.6. Employees’ performance 

Table 7 

Employees’ performance

	Statement 

 
	SA
	A
	NS
	D
	SD

	
	%
	%
	%
	%
	%

	Tasks is completed independently with little intervention
	14.3
	66.7
	4.7
	14.3
	0.0

	Staff are punctual at work
	45.5
	43.2
	6.7
	2.3
	2.3

	Report is submitted within assigned time
	23.3
	72.1
	2.3
	2.3
	0.0

	Staff attend all meetings in department
	35.6
	46.7
	4.4
	13.3
	0.0

	Project work is completed in time
	18.2
	56.8
	9.1
	15.9
	0.0

	Community work is completed as assigned
	28.9
	57.7
	6.7
	6.7
	0.0

	Resources are shared with other staff
	26.8
	64.4
	4.4
	2.2
	2.2

	Staff prioritised work and do the most important work first
	31.2
	62.2
	4.4
	2.2
	0.0

	Organization work plan is followed well
	26.7
	62.2
	2.2
	8.9
	0.0

	Work satisfy  supervisor
	26.7
	53.3
	20.0
	0.0
	0.0

	Staff have good communication and interpersonal skills
	37.8
	55.6
	2.2
	4.4
	0.0

	Supervisor is alerted on problems timely
	36.4
	61.3
	2.3
	0.0
	0.0

	Staff response to emergency is excellence 
	26.7
	60.0
	11.1
	2.2
	0.0


Note: Scale, 1 = Strongly Agree (SA), 2 = Agree (A), 3 = Not Sure (NS), 4 =Disagree (D), and 5 = Strongly Disagree (SD)

Average percentage: Strongly Agree (29.08%), 2 = Agree (58.63%), 3 = Not Sure (6.19%), 4 =Disagree (5.74%) and 5 = Strongly Disagree (0.34%)

In Table 7, the top 5 areas where respondents agree with in line with work performance are:  report is submitted within assigned time (72.1%), tasks is completed independently with little intervention (66.7%), resources are shared with other staff (64.4%), staff prioritised work and do the most important work first (62.2%) and organization work plan is followed well also (62.2%). No significant disagreement was reported by the respondents as pertain their performance rating with the 13 items in Table 7. Therefore, by summing the average for strongly agree and agree we get 87.71% while disagree and strongly disagree the total is only 6.08%. From this descriptive statistical summary, we can generalise that performance of employees in Caritas Gulu Archdiocese is at a high level.

4.7. Correlation analysis between study variables

The measures of association in the current study look at the relationships among variables of non-monetary rewards, monetary rewards and employees’ performance in Caritas Gulu Archdiocese. The relationships were measured using Pearson Moment Correlation as indicated in Table 8. Analysis was performed using SPSS Bivariate Correlations.

Table 8

Pearson Correlation Matrix 

	Variables 
	Performance
	Non-monetary rewards
	Monetary rewards

	Performance
	
	
	

	Non-monetary rewards
	.384*
	
	

	Monetary rewards
	.197
	.480**
	


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

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

From Table 8, we observe that there is moderate positive relationship between non-monetary rewards and performance (r = 0.384; p<0.01) and very low positive relationship between monetary rewards and performance (r = 0.197; p<0.01). However, surprisingly according to the correlation matrix Table 11, there is a substantial positive relationship between monetary rewards and non-monetary rewards (r = 0.480; p<0.01). The relationship between the three variables in the study could mean that, when non-monetary rewards are practised by Caritas Gulu Archdiocese, there will be positive increase in employees’ performance.  The correlation coefficients also indicate that monetary rewards have very insignificant impact in improving employees’ performance. In addition, the correlation matrix surprisingly also tells us that monetary rewards have positive impact on non-monetary rewards – this probably means improving on monetary rewards will also improve on the non-monetary rewards in organization. This finally will tell us that no environment will create non-monetary reward without using monetary reward – it is the same as saying monetary and non-monetary rewards work hand in hand though one may be better than the other.
4.8. Regression Analysis

In order to explain the variation in the employees performance, a standard multiple regression analysis (full model) was performed between employees’ performance as the dependent variable and non-monetary rewards and monetary rewards as independent variables. Analysis was performed using SPSS Linear Regression.

Table 9

Regression Full Model Summary

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

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.393a
	.154
	.103
	5.2946
	.154
	3.011
	2
	33
	.063


a. Predictors: (Constant), Monetary, Nonmonetary

Table 9 show the regression full model summary for the relationship between the predictor variables of monetary and non-monetary, with the dependent variable employees’ performance. Result showed that predicting employees’ performance with the two predictor variables of monetary and non-monetary rewards gives a coefficient of multiple (R) of 0.393 and multiple correlation square (R2) of 0.154. The values are statistically significant at 0.05 level of significance; meaning that 15.4% of the variation of employees’ performance were explained by the combination of two independent variables to predict employees’ performance. 

Table 10

 Significance of regression coefficient 

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	16.107
	5.652
	
	2.850
	.007
	
	

	
	Non-monetary
	.276
	.139
	.363
	1.985
	.055
	.767
	1.304

	
	Monetary
	.047
	.153
	.056
	.306
	.762
	.767
	1.304


a. Dependent Variable: Employee Performance

In line with Table 9, Table 10 show the standard regression weight (B), standard error of estimate, Beta, T-ratio, level of significance of independent variables to predict employees’ performance. Collinearity statistics with tolerance and variable inflation factor (VIF) is also included. Among the two predictor variables, non-monetary rewards is the largest and significant predictor of employees’ performance (t = 1.985, sig = 0.055). Monetary rewards was not any significant predictor of employees’ performance (t = 0.06, sig = 0.762).  Boldly, this analysis indicate that relying more on using non-monetary rewards will improve positively employees’ performance in organization.  Also, it means using monetary rewards contribute insignificantly in the positive performance of employees in organization. This finding therefore mean concentrating on non-monetary rewards by management of NGOs will lead to more staff motivation and high performance.
Table 10 also show the tolerance level and the variable inflation factor (VIF) which indicate that there is no multicollinearity in the regression analysis. The guide line for determining collinearity of the regression analysis was adopted from De Vaus (2009, as cited in Yagos, 2012) where the higher the VIF value mostly VIF of 5 or more and the lower the value of tolerance, 0.2 or less indicate the existence of  multicollinearity. In the current regression analysis therefore, we can confidently say all the tolerance statistics is above 0.2 and the VIF are all less than 5 as indicated in Table 10. Thus, this regression results proofed the linearity.  
CHAPTER FIVE
 SUMMARY, DISCUSSION, CONCLUSION AND RECOMMENDATION
5.0. Summary
The current study examined the relationship between non-monetary and monetary rewards and employees performance in Caritas Gulu Archdiocese. The main idea behind this study is to examine the relationship that exist between non-monetary rewards and employees’ performance and those that exist between monetary rewards and employees’ performance. The main objectives which guided the current study were: (1) To examine employees satisfaction with their rewards in Caritas Gulu Archdiocese. (2) To examine the employees performance in Caritas Gulu Archdiocese. (3) To establish the relationship between employees reward satisfaction and their performance in Caritas Gulu Archdiocese.
The study used cross-sectional research design. The target population of this study included employees at Caritas Gulu Archdiocese. The sample size included 52 employees of the target population of 60. Forty five of the 52 employees participated in the survey for a participation rate of 86.5%. This however excludes the 7 key informants comprising of heads of departments who were interviewed to add the qualitative blending in the quantitative data collected using questionnaire method. In this last chapter of the current study, findings are discussed, conclusion drawn and recommendations made. This chapter is presented and discussed following the study lay out in presentation of results section (Chapter Four).
In summary, the major findings are: 
1. Employees of Caritas Gulu Archdiocese are satisfied with rewards.

2. Employees performance of Caritas Gulu Archdiocese is at high level. 

3. There is moderate positive relationship between rewards satisfaction and employee performance. 
5.1. Discussion of Results
5.1.1. Employees’ satisfaction with rewards 

In order to determine the satisfaction of employees about rewards, finding shows that at least on average, employees of Caritas Gulu Archdiocese more agree and strongly agreed with satisfaction with non-monetary rewards. These results therefore show that respondents are substantially satisfied with non-monetary rewards. The generalisation for this finding is that employees of Caritas Gulu Archdiocese consider non-monetary reward as one of the factors which improve their work performance. This finding substantiate Herzberg et al. (1959) who argued that such similar things like  achievement, recognition, advancement, the work itself, the possibility of personal growth and responsibility may result to good performance in the organization. The purpose of non-monetary incentives as stated by Ballentin et al. (2009) is to reward employee for performance through opportunities such as flexible work hours, training, pleasant work environment and sabbatical. This is not surprising though, because the current study found that pleasant work environment, highly recognised work by supervisor, flexible work hours for staff, good interpersonal relationship, and staff participation in decision making as some of the non-monetary rewards which impact positively on staff performance. The finding also supports Isaacs (2008) argument where he noted that non-monetary incentives are integral to the social and managerial aspects of the organization’s improvement programme. 
In the interview, there was mixed feeling about satisfaction with non-monetary rewards, however, key informants noted that non-monetary rewards should take the forms of recognitions, promotions and generally, non-monetary reward is practiced at near average level in Caritas Gulu Archdiocese. 

5.1.2. Employees’ performance 

In the descriptive analysis of performance, respondents agreed that performance of employees in Caritas Gulu Archdiocese is at a high level. Our emphasis in this study is to find out if non-monetary and monetary rewards have any significant influence on performance of employees in Caritas Gulu Archdiocese. This result of high achievement in performance could be as a result of the organization awarding the efforts of the employees.
According to the interview with the key informants, they seem to unanimously agree that performance of staff at Caritas Gulu Archdiocese is satisfactory. They were able to note that “staff are dedicated, cooperative, hardworking, loyal and work sincerely”. This is similar to Charity and Timinepere (2011) who noted that employee performance includes the elements such as output, timeliness of output, present at work and cooperativeness.
5.1.3. Employees’ reward satisfaction and their performance 

In order to determine agreement with satisfaction and the employees performance, finding show that respondents are not very much comfortable with monetary rewards as tool for improving performance. This therefore can be generalised that employees’ of Caritas Gulu Archdiocese do not consider monetary rewards as the best drive for performance in the organization. This finding seems to generate lots of debates in the literature. Researchers so far have found contrary evidences about monetary rewards in influencing performance of employees. For examples Khan et al. (2010) asserts that significant relationship exist between payment to workers and motivations. Mudor and Todksoon (2011) noted that good pay practice is very significant for the organizations to retain higher performance. Saleem (2011) argued that offering cash based rewards will improve performance and Omolayo and Owolabi (2007) found that monetary incentives to employees are appropriate if organization want to realise and achieve its goals and objectives. 

The general view of key informants about satisfaction with monetary rewards is low and generally below average. Besides being paid salaries, key informants still stressed the needs for salary increment and retirement package for the staff of Caritas Gulu Archdiocese. This means there is some need among staff for monetary incentives or rewards.
5.2. Correlation analysis between study variables

The measures of association in the current study look at the relationships among variables of non-monetary rewards, monetary rewards and employees’ performance in Caritas Gulu Archdiocese. Using Pearson Moment Correlation, findings indicate moderate positive relationship between non-monetary rewards and performance and very low positive relationship between monetary rewards and performance. The relationship between the three variables in the study could mean that, when non-monetary rewards are practice by Caritas Gulu Archdiocese, there will be positive increase in employees’ performance.  The correlation coefficients also indicate that monetary rewards have very insignificant impact in improving employees’ performance. This finding is contrary to Prasety and Kato (2011) who found that both non-financial and financial rewards as having significant relationships with performance. This probably will tell us that practicing both non-monetary and monetary rewards will improve positively the level of employee performance. However, according to this finding, management of NGOs for example Caritas should put emphasis more on non-monetary rewards to improve performance. 
5.3. Regression Analysis

In order to explain the variation in the employees performance, a standard multiple regression analysis (full model) was performed between employees’ performance as the dependent variable and non-monetary rewards and monetary rewards as independent variables. Results showed that predicting employees’ performance with the two predictor variables of monetary and non-monetary rewards gives a coefficient of multiple (R) of 0.393 and multiple correlation square (R2) of 0.154. The values are statistically significant at 0.05 level of significance; meaning that 15.4% of the variation of employees’ performance were explained by the combination of two independent variables to predict employees’ performance. Among the two predictor variables, non-monetary rewards is the largest and significant predictor of employees’ performance (t = 1.985, sig = 0.055). Monetary rewards was not any significant predictor of employees’ performance (t = 0.06, sig = 0.762).  Boldly, this analysis indicate that relying more on using non-monetary rewards will improve positively employees’ performance in organization.  Also, it means using monetary rewards contribute insignificantly in the positive performance of employees in organization. The regression results also mean practicing more of non-monetary rewards produce better result in term of employee performance than monetary rewards.  The finding supports other previous research, for example Charity and Timinepere (2011) found that non-monetary reward has a significant positive effect on employee performance. What is dissimilar to the current finding is that Charity and Timinepere (2011) found that monetary reward had also significant positive effect on performance while in the current study analysis shows insignificant effect of monetary rewards on employee performance. The finding is also similar to Ihi, Vussen and Piller (2012) who claimed that if personal involvement and need in the innovation is high, an expectation of monetary rewards is deemed less important because people expect to better internalise collective outcomes, and if people are supposed to allocate effort to collectively oriented activities the expectation of monetary rewards is less effectives because it induces rivalry among people. In the interview, one key informant had this to say “monetary rewards can lead to frequent breakdown of the team”. This thought corroborates Ihi, Vussen and Piller (2012). In the current study it probably means staff in Caritas Gulu Archdiocese finds monetary rewards as ineffective means of increasing their productivity and performance. Monetary rewards are found lacking in causing any significant effect on performance in the current study probably its practice is not common in Caritas Gulu Archdiocese. Majority of key informants noted it with dismay that the monetary incentive is restricted to salaries and very low on other allowances. In the interview, one key informant claimed that:


“Monetary rewards have great impact on the staff performance because it’s 
more 
tangible and can be converted for other individual development - with 
more money 
staffs are able to be motivated to do bigger thing than they are 
now” 

However, when key informants were asked which reward (monetary and non-monetary) is better, five out of 7 unanimously recommended that both non-monetary and monetary rewards can improve performance of employees in Caritas Gulu Archdiocese.      

5.4. Solutions to challenges on employees’ performance 

In order to mitigate challenges facing performance in Caritas Gulu Archdiocese, respondents recommended the following as some of the solutions to be taken up: proper communication should be establish by Caritas, maintaining transport equipments, more lobbying for funds, provide lunch allowance to staff, strengthen rewards to motivate staff, proper planning should be in place, staff development must be taken seriously, contract agreement should be followed, regular staff meeting to iron out challenges and prompt payment of staff salary. The respondents have mentioned what they think are the solutions to forces that affect performance negatively. It now the management of Caritas Gulu Archdiocese to try and implement some of these are see if they help push the performance of the organization to desire level.
5.6. Conclusions

The current study can be seen to contribute to the existing body of knowledge in very many ways. The study actually exposed the employees satisfaction with their rewards, employees performance and relationship that exists between employees especially in not-for-profit organization. The study also brought to light some of the challenges which affect performance of employees in NGOs and also highlighted major solutions to such challenges. 
The present study found the following: first, the study found that employees of Caritas Gulu Archdiocese are satisfied with rewards. It also found that performance of employees is at a high level. In the correlation analysis, the study found that there is moderate positive relationship between non-monetary rewards and performance and very low positive relationship between monetary rewards and performance. Multiple regression analysis revealed that non-monetary rewards is the largest and significant predictor of employees’ performance while monetary rewards was not any significant predictor of employees’ performance. 

5.7. Recommendations

Based on the findings of this study, the following practical implications for strengthening performance in Caritas Gulu Archdiocese are advanced as below. 

First, finding showed that employees of Caritas Gulu Archdiocese are satisfied with rewards system. This means management consider non-monetary rewards as important forces in driving performance. Reward, especially non-monetary rewards in organization matters because people also matters, employees are your only competitive edge. It is people not any machines that will make the difference and drive organization to success – machines can only provide supplement. Non-monetary rewards seem to provoke a more effective performance by the employees and it seems are more acceptable to acknowledge because many employees may feel uncomfortable discussing monetary rewards with peers or even supervisors. The main issue for management of organizations especially Caritas Gulu Archdiocese is to continue improving the non-monetary rewards such as creating pleasant work environment, recognising employees’ positive contributions, creating flexible work hours for staff, fostering interpersonal relationship and making staff participate in decision making. 

Secondly, finding indicated that performance of employees in Caritas Gulu Archdiocese is at a high level. This result of high achievement in performance could be as a result of the Organization awarding the efforts of the employees. This is basically due to staff dedication, hardworking, cooperation and loyalty. For example, in the interview key informants indicated that monetary rewards such as retirement package, salary increment are lacking. In the descriptive data respondents almost agree entirely that salary increments leave allowance in cash form, cash bonuses to staff are non existence. This means management should look in to developing appropriate rewards management program which include monetary incentives apart from relying only on salary.  
Thirdly, finding also revealed that there is moderate positive relationship between employees rewards satisfaction and their performance is the largest and significant predictor of employees’ performance. Though many studies recommends both non-monetary and monetary rewards to have impact on employees’ performance (Charity & Timinepere, 2011), this study pointed clearly that non-monetary reward by far has more effect on performance that the insignificant monetary rewards. For Caritas Gulu Archdiocese, this particular finding may be a relive since the organization is a non-for-profit organization and rely purely on donation of funds. Concentrating on practicing non-monetary reward by management of Caritas will plan and nature spirits of cooperativeness, loyalty, networking, hard work and community service among staff. Management also need to bring in more new ideas and innovations to improve the use of non-monetary rewards for improving performance. Non-monetary rewards should at best be tailored to the needs of the employees probably after thorough needs assessment by management.

5.8. Limitations and Area for Further Study

Although a lot of convincing results were produced out of the present study, it is clear that there are several shortcomings to it that should be addressed in future research around the same topic.    
The study used purposive sampling technique for choosing respondents for the study. This was used because the population of Caritas Gulu Archdiocese is small. Researcher used two data collection methods (questionnaire survey and interview methods) to gather adequate data that may be representative. However, this study though was carried out in different Caritas Branches under the umbrella of Caritas Gulu Archdiocese may not be a good representative of other Caritas and other non-for-profit organizations in Uganda. Future study should consider studying and making comparison between different NGOs on how non-monetary and monetary rewards influence performance. 
Before analysis, gender, age, and working condition were considered to be moderating factors in the conceptual framework and were suppose to be entered for regression analysis. However, during data analysis gender, age and working condition was found as having very insignificant effects on employee performance and was not included for analysis and reporting in this study. The researcher still have a feeling that the variables which were excluded could have significant impact on performance and recommend further study to consider using purely qualitative methodology to study the three variables. 
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Appendix A
Questionnaire for Employees of Caritas Gulu Archdiocese
Dear Respondent,

The following questionnaire is designed to gather data on the relationship between rewards and employees performance in Caritas Gulu Archdiocese. For the purpose of this study, we refer to rewards as being non-monetary and monetary. Non-monetary reward is reward given to employees in form of non-cash basis such as prise, while monetary rewards are those rewards given in form of cash. Performance here refers to the effectiveness at which the employees perform their duties in Caritas Gulu Archdiocese. No individual information about the respondents will be published or disclosed. Your responses will be combined with that of others and reported as grouped data. This information is being gathered and analyzed as part of the requirements for completing my master’s degree. 

Thank you for taking time to fill in this questionnaire to enhance our understanding of the relationship between rewards and employees performance in Caritas Gulu Archdiocese.

Sincerely,

Lalam Vicky
SECTION A:

(1).   Gender: 

Male


Female

(2).   Age bracket: 

Below 30 years


31 – 40 years


41 – 50 years

51 years and above

(3).   Education qualification

‘O” Level

“A” Level

Diploma

Degree

Others please specify............................................................................... 

(4). Year of service

0 – 5 years

6 - 10 years 

11 years and above

(5). How favourable is your working condition?

Not favourable


Favourable 

Very favourable 

SECTION B:

(6). Please read each item in the Table below and carefully indicate by TICKING your agreement or disagreement on satisfaction with non-monetary rewards in Caritas Gulu Archdiocese.
Key: 1=strongly agree (SA),
 2=agree (A),    3=not sure (NS), 4=disagree (D)       5=strongly disagree (SD)
	Statement 
	SA
	A
	NS
	D
	SD

	My work is highly recognised by my supervisor 
	 
	 
	 
	 
	 

	Promotion is for every staff in Caritas
	 
	 
	 
	 
	 

	Caritas has a clear communication process
	 
	 
	 
	 
	 

	Feed back is frequently given to employees
	 
	 
	 
	 
	 

	staff development is open for all employees
	 
	 
	 
	 
	 

	Good interpersonal relationship exist in Caritas
	 
	 
	 
	 
	 

	Caritas formally recognise good performance
	 
	 
	 
	 
	 

	Caritas maintain an open door policy 
	 
	 
	 
	 
	 

	Caritas provide flexible work hours for staff
	 
	 
	 
	 
	 

	Caritas has pleasant work environment  
	
	
	
	
	

	Caritas encourage participation by staff 
	 
	 
	 
	 
	 


(7). Please read each item in the Table below and carefully indicate by TICKING your agreement or disagreement on satisfaction with monetary rewards in Caritas Gulu Archdiocese 
Key: 1=strongly agree (SA),
 2=agree (A),    3=not sure (NS), 4=disagree (D)       5=strongly disagree (SD)
	Statement 
	SA
	A
	NS
	D
	SD

	Staff are paid timely  in Caritas
	 
	 
	 
	 
	 

	Employee is paid exact money in the contract agreement
	 
	 
	 
	 
	 

	Payment is in line with my tasks
	 
	 
	 
	 
	 

	Caritas provide frequent salary increment 
	 
	 
	 
	 
	 

	Salary I get meets all my basic needs 
	 
	 
	 
	 
	 

	Caritas give cash bonus to staff
	 
	 
	 
	 
	 

	Volunteers are well paid by Caritas 
	 
	 
	 
	 
	 

	Employee with high academic qualification get high salary
	 
	 
	 
	 
	 

	Employee holding higher position get higher salary
	 
	 
	 
	 
	 

	Employees are given leave allowance in cash form
	
	
	
	
	

	Employees are paid cash to go for recreational activities
	 
	 
	 
	 
	 

	Lunch allowance is paid to all employees
	 
	 
	 
	 
	 


(8). Please read each item in the Table below and carefully indicate by TICKING your agreement or disagreement on employees’ performance in Caritas Gulu Archdiocese.

Key: 1=strongly agree (SA),
 2=agree (A),    3=not sure (NS), 4=disagree (D)       5=strongly disagree (SD)
	Statement 
	SA
	A
	NS
	D
	SD

	I complete my tasks independently with little intervention
	 
	 
	 
	 
	 

	I am punctual at my work station
	 
	 
	 
	 
	 

	I submit my report within assigned time
	 
	 
	 
	 
	 

	I attend all meetings in my department
	 
	 
	 
	 
	 

	I complete all my project work in time
	 
	 
	 
	 
	 

	I finish all community work as assigned
	 
	 
	 
	 
	 

	I share resources with other staff
	 
	 
	 
	 
	 

	I prioritised work and do the most important work first
	 
	 
	 
	 
	 

	I follow strictly the organization work plan
	 
	 
	 
	 
	 

	My work satisfy my supervisor
	
	
	
	
	

	I have good communication and interpersonal skills
	 
	 
	 
	 
	 

	I alert my supervisor on problems
	 
	 
	 
	 
	 

	My response to emergency is excellence 
	 
	 
	 
	 
	 


(9). what are some of the major problems which affect your performance while working with Caritas Gulu Archdiocese
..............................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................
(10). in your own opinions, how do you think these problems can be solved?

.............................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................. 

THANK YOU VERY MUCH FOR COMPLETING THIS QUESTIONNAIRE

Appendix B
Interview Schedule for Key Informants:
This interview is designed to gather data on the relationship between rewards and employees performance in Caritas Gulu Archdiocese. No individual information about the respondents will be published or disclosed. Your responses will be combined with that of others and reported as grouped data. This information is being gathered and analyzed as part of the requirements for completing my master’s degree which is purely academic. 

Thank you for taking time to respond to the interview as it will enhance our understanding of the relationship between rewards and employees performance in Caritas Gulu Archdiocese.

Sincerely,

Lalam Vicky
1. Work Station 

2. How do you describe the general work condition in Caritas?
3. How do you describe the general level if satisfaction of staff with:-

· Non-monetary rewards
· Monetary rewards
4. In your opinion which of the rewards system is better for Caritas.

5. What are your opinions on the level of performance of staff in Caritas?
6. What are your general comments on the effects of non-monetary/ monetary rewards on employees’ performance levels in Caritas?

Thank you very much for your time

Appendix C

Challenges and solutions to employees’ performance Coding Sheet

1 – Challenges 

	No.
	Code
	Challenges Facing Performance 
	Frequency

	1
	DD
	Delay in the release of funds by  donors
	14

	2
	PC
	Lack of proper communication to the staff
	9

	3
	TP
	Inadequate transport facilities 
	8

	4
	DS
	Delay in paying salary
	7

	5
	IM
	Inadequate motivation
	7

	6
	NAL
	No allowance
	5

	7
	ISA
	Inadequate salary
	4

	8
	PRC
	Poor road condition
	3

	9
	PICT
	Poor information and communication technology 
	3

	10
	LSD
	Lack of staff development
	3

	11
	SAR
	Increment of salary is not regular
	2

	12
	SP
	There is no staff promotion
	2

	13
	WE
	Work equipment not up to date
	2


2- Solutions 

	No.
	Code
	Solutions to Challenges Facing Performance 
	Frequency 

	1
	CM
	Proper communication should be establish by organization 
	7

	2
	TP
	Maintaining transport equipments
	5

	3
	LO
	More lobbying for funds
	4

	4
	LA
	Provide lunch allowance to staff
	3

	5
	MO
	Strengthen rewards to motivate staff
	3

	6
	PL
	Proper planning should be in place
	3

	7
	SD
	Staff development must be taken seriously
	3

	8
	CA
	Contract agreement should be followed
	2

	9
	ME
	Regular staff meeting to iron out challenges
	2

	10
	PPS
	Prompt payment of staff salary
	2

	11
	RE
	Recruit more staff to ease work
	2

	12
	RF
	Timely release of funds from donors
	2

	13
	RP
	Timely reporting and accountability to donors
	2

	14
	SL
	Improve salary of staff
	2

	15
	SPT
	Salary be paid on time
	2


Appendix D
Summary of Interview Transcript

(1)- How do you describe the general work condition in Caritas Gulu Archdiocese?

· Team spirit exist within Caritas, however there are some staff who may apparently do not understand their job description.

· There is marked improvement in the working condition depending on project availability

· Work condition is supportive good and encouraging at all level among staff

· The general work condition is fair as there is good working relationship, there is improvement in payment of salaries but there is need for staff development

· The general work condition is good and the working environment is better. The only area for improvement is transport facilities. 

(2)- How do you describe the general level of satisfaction with non-monetary rewards?

· Non-monetary rewards should take the form of recognitions and promotion

· Non-monetary rewards is at average level

· Non-monetary rewards is good as our contributions are always recognised and appreciated or at time positively criticised

· The trend of management in the branch office is quite good in that a lot of issues are handled before the main office 

· Satisfaction with non-monetary reward is below average

(3)-How do you describe the general level of satisfaction with monetary rewards?

· Monetary rewards can lead to frequent breakdown of the team; create non productivity in its absence

· Salaries and allowances are still low

· Strictly we get salaries

· Satisfaction is average

· Is fair but there is need for salary increment and there is need for retirement package

· Quite a number of staff are not satisfied with the net pay they get as a result of duties assignment

(4)-In your opinion which of the rewards system is better for Caritas?

· Non-monetary rewards favour Caritas bearing in our source of finance, in encourages the mission and vision of service

· Both monetary and non-monetary rewards are all importance and should be taken seriously

· Monetary rewards prove better for most of the staff

(5)-What are your opinions on the level of performance of staff in Caritas?

· Performance level of staff is average with very few exceptional case and those few below expectation

· This year 2012 has seen tremendous deduction of staff in their performance

· The level of performance is satisfactory and most of them are committed staff

· Staffs are dedicated, cooperative, hardworking and loyal

· The level of performance is average as some work hard with minimal supervision but others who need to be pushed by supervisors

· Caritas staff endures to work sincerely in line with their contract objectives but some facilities make work difficult 

(6)-Do you think non-monetary/ monetary rewards have impact on performance level? If yes, what are the effects of these rewards on performance levels?

· Yes, it increases the self-motivation of staff and addresses the temporal welfare. However, the best is to look at non-monetary reward that promote the mission of Caritas, but need to be balance with administrative measures in sanctioning value for money

· Not yet put in practice

· Monetary and non-monetary rewards increase level of performance, if not practice well, performance will drop – it is a way of motivating staff

· Monetary and non-monetary rewards increase performance and build confidence in staff. Well motivated staff needs less supervisions

· Monetary and non-monetary motivate staff to work hard, improve quality of work done, and improve leadership. Non-monetary rewards save resources. It also makes staff happy and therefore they extend the happiness to the community they serve

· Monetary rewards have great impact on the staff performance because it’s more tangible and can be converted for other individual development - with more money staffs are able to be motivated to do bigger thing than they are now

· Depending on individual staff, rewards increase performance, however, the human resource department needs to understand each staff, their needs and reward/motivation and address it accordingly.

Appendix E
Research Time Table
	Code
	Activity
	Date

	
	
	Mar-June

2012
	July-Dec

2012
	Jan-March
2013

	1
	Topic identification
	
	
	

	2
	Proposal development
	
	
	

	3
	Proposal approval
	                
	
	
	

	4
	Developing instrument
	
	
	
	

	5
	Data collection/entry/analysis
	
	
	

	6
	Report writing
	
	
	

	7
	Viva presentation
	
	
	

	8
	Correction/ submission 
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Letter of Introduction
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E-mail: admin@umi.ac.ug

Your Ref:

OurRef:  G/35 10 December 2012

TO WHOM IT MAY CONCERN

MASTERS IN MANAGEMENT STUDIES DEGREE RESEARCH

Ms. Vicky Lalam is a student of the Masters Degree in Management Studies
of Uganda Management Institute 25" Intake 2011/2012 specializing in Human
Resource Management, Reg. Number 11/MMSHRM/25/038.

The purpose of this letter is to formally request you to allow this participant to
access any information in your custody/organisation, which is relevant to her
research.

Her Research Topic is: “Rewards and Employee’s Performance: Case of
Charistas Gulu Archdiocese.”

non C. Basheka (PhD)
HEAD, HIGHER DEGREES DEPARTMENT




Non-Monetary Reward


Recognition by supervisor


Staff promotion


Open staff development








Monetary Reward


Cash bonus


Lunch allowance


Leave allowance 


Salary 





Employee’s performance


Completing assign tasks


Level of commitment to work


Personal discipline 


Helping group/ colleague at work 








Gender


Age


Working condition 
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