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ABSTRACT
This study established the relationship between reward systems and employee performance in Uganda Prisons Service: a case of Luzira Upper Prisons, Kampala, Uganda. The study was guided by three objectives; namely: finding out the relationship between financial rewards and employee performance in Luzira Upper Prison, investigating the relationship between recognition and employee performance in Luzira Upper Prison and examining the relationship between fringe benefits and employee performance in Luzira Upper Prison. A correlational case study and descriptive research design was employed using both qualitative and quantitative approaches. A sample of 128 respondents was used and the response rate was 82.8%. Data collected was presented using frequencies and percentages to show the distribution of respondents on different items. The collected data was prepared for analysis by editing, then categorizing and entering it into the computer using the Statistical Package for Social Sciences (Version 16). Pearson Linear Correlation Coefficient(r) was used to determine the level of association between variables. The study findings showed that: there was significant positive relationship between financial rewards and employee performance (r = 0.000, P<0.01), recognitions (r = 0.000, P<0.01) on employee performance in Luzira Upper Prison and fringe benefits (r = 0.001, P<0.01) on employee performance in Luzira Upper Prisons. The study concluded that reward systems have a positive significant relationship on employee performance. Therefore, the study recommended that the Management of Luzira Upper Prisons should pay their employees salary/wages which is enough and competitive compared to similar jobs in other organizations. Always recognize staff performance by way of praise. Promotion should be fair and based on performance. Offer houses always to employees as a reward for good performance. Provide meals to employees during working hours and the institution should expand education scholarship to enhance the effectiveness and the efficiency of employees. 
CHAPTER ONE

INTRODUCTION

1.1 Introduction

The existence of rewards and its effective management is one of the various organizational strategies used to enhance employees and organizational performance. However, much of the published research on this subject has shown a great deal of disagreement on whether reward systems through the use of various kinds (extrinsic, intrinsic and social rewards) could increase employee’s performance or not. Many studies have shown a positive relationship between rewards systems and employee performance, while other studies see the use of certain types of rewards as predetermine to expected increase in employee’s performance and hence not meeting organizational goals and objectives. Disagreement among practitioners, scholars, and researchers; and the presence of serious gaps that clearly defines the logical relationship between independent variables and performance has created a need for additional evidence on rewards and performance relationship across various sectors and in different contexts. Based on this background, the study was conducted to determine the relationship between reward system and employees' performance in Uganda Prisons Service using a case of Luzira Upper Prion. Reward system was conceived as independent variable and employee performance as depended variable. This chapter presents the background to the study, statement of the problem, purpose of the study, objectives of the study, the research questions, the hypothesis, conceptual framework, significance of the study, justification, and scope of the study and operational definitions of the terms. 
1.2 Background of the study

The background to the study was presented in four themes including historical, theoretical, conceptual, and contextual background.
1.2.1 Historical Background

Employees are the most important asset of an organization. The effectiveness of any organization depends on their knowledge, skills and ability but globally there seems to be a performance crisis in public service, while there is need to produce more for less (Nabukeera et al, 2015). Therefore, in order to get the efficient and effective result from human resource, motivation is necessary (Zaman, 2011). Many approaches such as goal setting approaches, measurement and feedback approach, reward and recognitions among other approaches have been developed and adopted in the world with the aim of increasing employee performance (Baron, 1983). The origin of employee performance therefore according to some experts can be traced back almost 200 years when the industrial revolution began to blossom in United States of America (Birungi, 2003). Studies have shown that organizations have lost talented human resources as a result of poorly unjustified remunerations and organizations are continuously being challenged to achieve high performance levels through employees (Armstrong, 2003). The work environment all over the world has undergone considerable scope as well as nature of work changes which has resulted into a great impact on the performance of employees. This problem strikes through poor, developing and developed countries and has raised the appetite for efficiency and the need for evaluation mechanisms to help assess the performance of government institution that are quite inadequate in stakeholder expectations (Nabukeera et al, 2015). The changing nature of the work environment has necessitated different ways of management approaches to ensure high performance to help achieve the organizational goals (Armstrong, 2003). 

In Europe and America, reward systems started as early as 1950’s (Skinner’s (1953).  Skinner’s (1953) reinforcement theory argued that employees’ performance tends to increase with positive performance. In other words, when employees are rewarded well for their work, they tend to reinforce the positive performance that elicited the rewards. Maslow (1943) developed Maslow’s hierarchy of needs that postulated that employees’ performance is enhanced when their needs are met. One of the ways to meet employees’ needs is through reward systems. When employees’ feel sufficiently motivated through rewards, they tend to perform much better than those who are not.

In Asian countries, rewards have been used for decades to enhance employee performance (Thomas, 2009). Long before multinationals started venturing in Asia, countries like Malaysia, Japan and Singapore were using reward systems to enhance employee performance (Ali and Ahmad, 2009). In Malaysia, employee performance is considered as the measures of the quality of human capital which was held by the organization and is a key thrust in the Ninth Malaysia Plan (Fauzilah et al, 2011). 

 In the Mid-East specifically Pakistan, reward management practices and employee performance have been the two most common issues that have taken precedence as far as employment is concerned (Wallsten, 1998). Earlier studies conducted in Pakistan, revealed that, 71% of employees were switching jobs due to inadequate rewards attributed to the fact that whenever employees think that they are not rewarded based on their efforts, it creates stress and decrease in work performance (Wallsten, 1998).  Therefore, for employees to realize better performance, they needed to be rewarded hence execution of their assignments and fulfilling the objectives of an organization (Armstrong, 2003).

Africa as a continent Uganda inclusive has used reward systems from pre-colonial days. However, Africa’s pre-colonial employee rewards were not advanced as the monetary extrinsic systems used in Europe (Dewhurst; Guthridge & Mohr, 2010). Employees who worked in farms received higher rewards when the harvest was bountiful as a way of showing appreciation and recognition (Dewhurst; Guthridge &Mohr, 2010). In South Africa, recent developments in the way employees are managed in organizations have brought about the need to seriously consider employees as major stakeholders in organizations (Tchapchet et al, 2014).

In East Africa, Kenyan companies have been at the leading front in developing employee reward systems for enhancing employee performance (Kabak et al, 2014).

Within the context of Prison upon which this study is anchored, in Kenya for instance according to the study conducted, the reason why prisons cannot reform inmates is related to the poor working conditions of Prisons Staff (Omboto, 2003). The low remunerations for prisons officers had a negative bearing on their performance. Prisoners had limited access to rehabilitation services including counseling and capacity development that they will be equipped by the officers. Prisons officers are stressed and engage in vices such as corruption and mistreatment of prisoners (Ombina and Were, 2014). The key undertaking in Kenya was to ensure that Prison officers have the capacity and competency required to perform rehabilitation activities more effectively (Ombina, and Were, 2014). 

Since employees all over the world are regarded as the main source of competitive advantage, in 2005, the Uganda government through the Ministry of Public Service recommended performance management reforms towards realization of high quality and well satisfied work force. This entailed streamlining of the job descriptions for all staff, development of comprehensive staff training, development of a policy to ensure staff acquire the right knowledge, skills and attitudes as well as civil service pay reform strategy to increase staff remuneration in order to have a better pay for the public sector (Ministry of Public Service 2005). However, Uganda is still enmeshed in a labour crisis typified by industrial actions (Kagaari et al, 2013).
Uganda Prisons Service on the other hand under their Human Resource Manual (2013) defined started implementing aspects of enhancing Staff performance. These include provision of descent accommodation, provision of working uniforms including shoes and rain coats, promotions after every three years, in-service refresher courses, sponsoring them for further studies and paying their monthly salary in time among others. 

However, UPS Staff Assessment Report (March 2014) indicates that, there has been deteriorating standards of staff engagement, commitment to their duties, cooperation and   professional conduct as portrayed through lack of enthusiasm and morale for the job, absenteeism, stress, negligence, loss of prisoners and poor performance. Others are never alert on duty; some have no respect for their supervisors, including leaving the profession suddenly in search of greener pastures. 
This therefore showed the significance for the research into the influence of reward systems on employee performance in UPS in order to retain them in the service with high standards of job commitment, engagement and cooperation in order to have increased and quality productivity. The study therefore investigated how reward systems like financials rewards, recognitions and fringe benefits influenced employee performance in UPS.

1.2.2 Theoretical Background

There are a number of theories that can be used to study employee performance world over. However, for the purposes of this study, the “Expectancy theory” by Vroom (1964) and “Equity” theory by Adam Stacy (1963) were used. 

The “Expectancy Theory” details the relationship between performance and expectations and is given in two dimensions. One dimension is the expectation of an employee of reward equal to the input on the organization and other dimension is the expectation of the organization of an output by the employee equal to the reward given (Porter &Lawler, 1973).  This theory thus explains the balance relationship between reward system and employee performance as seen where each depends on the other such that performance depends on reward while at the same time reward depends on performance. This thus became the basis on which reward system operates in using rewards to optimally influence employee performance. 
According to the “Equity Theory”, employees expect fairness when being rewarded for the work done. This theory was developed from the Hertzberg’s job satisfaction theory and linked to the reward system by Adam Stacy. The argument in this theory is that, people work well in accordance to what they regard as fair. Employees consider whether management has treated them fairly, when they look at what they receive for the effort they have made. Maicibi (2003) agrees with this that employees expect rewards or outcomes to be broadly proportional to their effort. 

The researcher therefore considered the emergence of expectancy and equity theories as a basis on which reward systems can be used to optimally influence employee performance in Uganda Prisons Service. These theories therefore helped the researcher to understand the concepts under study more especially the reward system as the independent variable and how they related with the dependent variable.  

1.2.3 Conceptual Background

This study explored the concepts in the independent and dependent variables.  The independent variable is “Reward system” and was defined by features such as financial rewards which is measured as salary and wages, recognitions which is measured as acknowledgement, promotion and pay off and fringe benefits which is characterized as accommodation, meals and education. On the other hand, the dependent variable is “Employee performance” characterized as effectiveness measured as accuracy and professionalism level and efficiency measured as output level.

“Reward systems” according to Sziligyi (1981), are outcomes or events in the organization that satisfy work related needs. “Rewards systems” are much more than just bonus plans and stock options but while they often include intrinsic incentives, they also include extrinsic types like promotions, re-assignment, non-monetary bonuses, vacation holidays or simple “thank you” from a manager. Since high morale and productivity go hand in hand, it is however imperative on managers to reward employees when they hit organizational targets and stretched standards set by the organization. A properly administered system of rewards has the capacity not only to improve incentives for quality workmanship and staff performance but also strategically attract skilled employees to join the organization whereas the reverse may lead to unproductive performance and even to a high incidence of staff turnover (Wilson, 2004).
Zigon (1998) defines “rewards” as “Something that increases the frequency of an employee action”. This definition points to an obvious desired outcome of rewards and recognition to improve performance. Dewhurst et al (2010) defines “rewards” as both financial and nonfinancial benefits that are given to employees for good performance at work or for accomplishing assigned duties as stipulated in an organizational structure, strategies, policies and processes. Zaini; Nilufar and Syed (2009) define “employee rewards” as tangible financial benefits and services and other non-tangible benefits given to employees for playing their part in an organization. On the other hand, Maicibi (2007) defines “rewards” as the material and non-material payoffs to employees for performing tasks in the work place. They are intended to provide incentive to employees to perform their work with willingness and interest. Richard, Ryan and Deci (2010) say that organizational rewards significantly influence employee performance in organizations. Additionally, World at Work (2000) highlights that total rewards constitute employer tools that are used to lure, retain, motivate as well as satisfy its employees. Thompson (2002) argues that total reward typically encompasses numeric elements for instance salary, variable pay and benefits, nonetheless entail intangible non-cash components for instance learning and development, responsibility, career opportunities, work itself and quality of working life as provided by the organization. Rewards include the financial rewards, pay and benefits, promotions and incentives that satisfy employees to some extent but for committed employees, recognition must be given to keep them motivated, appreciated and committed (Danish & Usman, 2010).

Freedman (as cited in Danish and Usman, 2010) is of the view that when effective rewards are implemented within an organization, a favourable working environment is produced which motivates employees. Employees also take recognition as their feelings of value and appreciation and as a result it boosts up morale of employee. 
For the purpose of this study “reward system” included financial rewards, recognitions and fringe benefits.
Financial rewards are those in form of cash and include wages, bonuses and profit sharing among others (Armstrong, 2006). For most people, the most important reward for work is the pay they receive. Maslow (1943) states that salary/wages is one of the basic needs for employees to be satisfied with their work. Cox (2002) confirms this by saying money is important because of the things it can buy and it also symbolizes an employee worth. An organization pay is considered important because if managed effectively, money can improve motivation and performance. Poorly designed pay system can result in problems in areas such as turnover and low morale (Noe, 2007). Sule and Ugoji (2013); presumes that the best way to motivate workers today is pay them adequately, fairly and promptly.  This research drew attention to features of financial reward such as salary and wages.
Rukhamani et al. (2010) define recognition as the ability to identify and acknowledge an employee usually a senior manager or supervisor for a positive thing done in the course of their work. Wang (2014) argues that recognition is an intrinsic motivation that is essential in driving employees to feel valued. Some of the ways in which organizations can offer recognition to their employees include acknowledging the employee performance publically, promotion, providing employees with day off and good office space (Njambi, 2014). Some employees are average performing, while some others are intensely hard-working, as a result of which they make a huge difference in the organization’s status. Such employees can be rewarded by handing them over new responsibilities and duties, praising them publically and giving them days off (Njambi, 2014). Danish and Uthman (2010) affirm that recognition boosts employee morale which ultimately increases productivity in organizations. The study focused on acknowledgement, promotion and off duty. 
Bratton and Gold (2009) define fringe benefits as that part of the total reward package provided to employees in addition to base or performance pay. The common examples of fringe benefits given as a result of being an employee of an organization are in the form of hardship allowance in remote area, house rent allowance, medical benefits, provident funds, gratuity funds, pension funds, leave with pay, education allowance, and company cars among others. They are provided to motivate the workers and retain them for organizational efficiency and effectiveness (Monappa, 1999). This research drew attention to characteristic of fringe benefits such as accommodation, meals and education scholarship.

“Employee performance” can be said to be the effectiveness and efficiency to which employees of a given organisation carry out their day to day duties in order to meet the management and customer expectations (Pierce et al, 2004). It can also be said to be the level to which the employees apply their skills, knowledge and attitudes towards achieving desired results and meeting the specified objectives (Rehman, 2009). Bohnstedt & Larsen (2008) points out that employee performance is often indirectly measured using aspects of employee behaviour at work as speed, courtesy, etiquette, precision, time management, consistency and influence on other employees. Measurement of effectiveness is often subject to error rates or professionalism levels while efficiency is measured on how much work an employee can complete on a daily, weekly or even monthly basis within the available time and resources (Van Ryzin, 2004). The study drew attention on the features of employee performance as effectiveness and efficiency. 

It should be noted that employee performance is a concept that has been studied extensively but not much has been done in relation to reward system for employees of Uganda Prisons service. Therefore, it created a gap that prompted the researcher to carry out the study.
1.2.4 Contextual Background

The Constitution of Uganda (1995) provides for the establishment and leadership of UPS and the objectives of Uganda Prisons Service as spelt out in the Prisons Act (2006) as to professionalize and ensure development of the staff; ensure an adequate remuneration to its staff; and also ensure that the staffs have good living conditions including prisoners. The mission of the service is to contribute to the protection of all members of society by providing reasonable, safe, secure and humane custody and rehabilitation of offenders in accordance with universally accepted standards. In order to ensure that all persons in Uganda live in a safe and just society, UPS is committed to improve the capacity, welfare including building modern barracks and professionalism of the prisons service (UPS Strategic Investment Plan, 2012/17). 

UPS aspires to be a centre of excellence in providing human rights based correctional services in Africa. The Constitution of the Republic of Uganda obliges the UPS to be professional, disciplined, competent and productive and its members to be citizens of Uganda with good character recruited from every district of Uganda (The Constitution of the Republic of Uganda (1995). UPS has initiated a number of reforms aimed at transforming the Service into a modern correctional system and one of the initiatives are; professionalizing the service while improving the welfare and conditions of service as well as responding to new challenges and strengthening capacity of staff to effectively implement its mandate. UPS has developed a human resource development and management policy to ensure motivated, efficient, effective, competent and professional correctional staff in order to improve institutional performance (UPS Strategic Investment Plan, 2012/17). There is annual recruitment of over 500 warders/wardresses to increased custodial staff to prisoner ratio and every year, 13 senior level managers go for post graduate training in management courses at Uganda Management Institute, and training of staff under the 10th European Development Plan to promote professionalism and management accountability to ensure that UPS has a team of highly trained, professional and motivated staff, reinforced by critical need for attitudinal change (UPS Strategic Investment Plan, 2012/17).
The emerging gap is that, despite UPS efforts to improve staff performance, the UPS policies and practices for reward are still inadequate. This has resulted in high staff attrition (average 219 per year), staff de-motivation, poor service delivery (annual prisons farm contribution to feeding of prisoners remained at 25 percent), 5 out of 1000 inmates always escape, laissez faire attitude, disconnect between appraisals and promotions/demotions, and undermining the profession (rules and procedures not followed) (UPS Strategic Investment Plan, 2012/17).

Uganda Prisons Service, Kampala on the other hand is a security institution located in the South of Kampala, Luzira suburb near the shores of Lake Victoria and Port Bell landing site.  It is in Nakawa Division, located 12 kilometers from Kampala city center. 

This prison was built in 1927 to accommodate 660 prisoners. Currently it is holding 3,155 prisoners against 183 staff (Prisons Service Order III, 2016). The prison is charged with the mandate of ensuring safe custody and security of the most severely punished offenders. All prisoners in the whole country who have been condemned to suffer death are kept in Luzira Upper Prison together with those who have been convicted of capital offences and life sentences. The employees therefore in Luzira Upper Prison are expected to perform their duties effectively and efficiently to ensure that these high-profile prisoners do not escape. Efficiency in administration of sentences of imprisonment so as to ensure prisoners are released on the expected date is very important for employees in Luzira Upper prison to note. In 2013, Luzira Upper Prison registered two escapes and one attempted escape of prisoners. This was the first time since 1975 that a prisoner from this unit escapes (ugandaradionetwork.com (accessed May 7, 2018). That is why those employed in the maximum-security Upper are carefully selected based on their performance while at the training school (Uganda Prisons Performance Report, 2012/13). 

The security of prisoners in Luzira Upper Prison is also water tight and the kind of staff in this Prison are those that have mastered defensive and tactical skills together with weapon use to be in order to ensure tight security and combat any escape plan. The employees are also urged to keep alert at all times when handling the type of prisoners in Luzira Upper Prison (UPS Standing Orders Part II, 1964).

Security alertness is important to reduce on any chances of the prisoners escaping while the employees are on duty at the gates within the prison and during escorts to court. Employees at Upper Prison are expected to exhibit the highest level of discipline and commitment to duty because of the capital nature of offences committed by the persons in custody. In the year 2013, 13 officers were charged for indiscipline, late coming inclusive (Uganda Prisons Performance Report, FY 2012/13). Staff commitment and cooperation is low after observing that they report late for duty, they have low commitment to accomplish their duties in specified time and they have negative attitude towards responsibilities. There is high absenteeism rate (Luzira Upper Prison Report on Staff status, 2014). Prisoners in Luzira Upper Prison are highly connected, canning with high propensity to escape or elude the prison system yet the public expects such prisoners to be kept away from the society for the expected period and return when fully reformed. The employees in Luzira Upper Prison are expected therefore to have skills and attitudes to be in position to rehabilitate and correct the offending behavior of the prisoners. Therefore, these employees are equipped with vocational and human development skills sufficient to bring transformation in the lives of the prisoners (UPS Strategic Investment Plan, 2012/17). They are expected to uphold the highest level of integrity because the prisoners they are dealing with are special by virtue of the nature of their sentences and convictions. 

There is however no study that has been carried out with the intention of establishing whether effectiveness and, efficiency by staff are as a result of the influence of reward system on employee performance in Luzira Upper Prison in Kampala, Uganda. This inspired the researcher to carry out the study. 
1.3. Statement of the Problem

Luzira Upper Prison has put in place a reward management systems and structures of leadership as reflected in their Annual reports where best performers are noted to be rewarded or trained like in intelligence course, human rights trainings and many others in the struggle to ensure proper performance of employees of work at the station (Uganda Prisons Service Planning Unit, 2008). 13 senior level managers went for a post graduate training in management course at Uganda Management Institute (UMI) in the years 2013/14 including senior staff from Luzira Upper Prison to ensure UPS has a team of highly trained, professional and motivated leadership reinforced by critical need for to meet citizens’ expectation (UPS SIP, 2012-17). Uganda Prisons Service is also committed to providing descent accommodation, working uniforms including shoes and rain coats, promotions after every three years and paying their monthly salary in time among others to its staff so as to enhance employee performance (Human Resource Manual, 2013). 
Despite all this, there is still a manifesting challenge since 2011 where a number of employees are charged for poor performance (UPS Service Order, 2012). In reference to the Prisons Statistics, a fall in performance was registered at a rate of 10% of the employees, charged in 2011- 2012 followed by a big variation of 37.5% in the year 2017 –2018 in Luzira Upper Prison.  In the 2017-2018 annual report it was noted that the performance of personnel had become a challenge given the rise in the percentage of escapes by prisoners from 20% in 2012-2013 to 50.5% in 2018. This poor performance is in form of poor quality of work done and inefficiency. This could partly be a result of inadequate financial rewards, lack of recognition and fringe benefits. Attrition rate in UPS is at average 219 per year, staff de-motivation, poor service delivery (annual prisons farm contribution to feeding of prisoners remained at 50 percent), disconnect between appraisals and promotions/demotions, and undermining the profession (rules and procedures not followed) (UPS Strategic Investment Plan, 2016/20).  And this is probable that it could be attributed to their poor reward systems in perhaps financial reward, recognitions or fringe benefits. With such a trend, if no much intervention is introduced then the Uganda Prisons Service is at risk of losing most of the high-profile Prison prisoners and this will have serious implication on their mandate of safe custody and rehabilitation offenders as well as loss of trust and confidence in the Prisons Service by the public. This study therefore examined the influence of reward system to find out if could explain employee performance in Uganda Prisons Service in particular Luzira Upper Prisons.
1.4 Purpose of the study

The purpose of the study was to assess the relationship of reward system between employee’s performance in Uganda Prisons service; A case study of Luzira Upper Prison. 
1.5 Objectives of the study

i. To find out the relationship between financial rewards and employee performance in Luzira Upper Prison. 

ii. To investigate the relationship between recognition and employee performance in Luzira Upper Prison. 

iii. To examine the relationship between fringe benefits and employee performance in Luzira Upper Prison.  
1.6 Research Questions
i. What is the relationship between financial rewards and employee performance in Luzira Upper Prison? 

ii. What is the relationship between recognition and employee performance in Luzira Upper Prison?

iii. What is the relationship between fringe benefits influence employee performance in Luzira Upper Prison? 

1.7 Hypotheses of the study

i. There is a significant relationship between financial rewards and employee performance. 

ii. There is a significant relationship between recognitions and employee performance. 

iii. There is a significant relationship between fringe benefits and employee performance. 

1.8 Conceptual framework 

Independent Variable) (IV)
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Source: Adopted from the Vroom’s Expectancy Theory (1964) and modified by the Researcher. 

From the conceptual framework in Figure 1, The Dependent Variable  is employee performance which was measured by effectiveness and efficiency and the independent variables are reward system (financial rewards, recognitions and fringe benefits) and this portrays the fact that, if employees of Luzira Upper Prison are not accorded financial rewards as they expected at the time of employment, then this would directly affect their performance and this also applies to the recognitions process which is acknowledgement and promotion, way of managing the rewards in the service, thus when employees are deployed in Luzira Upper Prison, they have great expectations about how they will be rewarded in a way of acknowledgement and promotion but when they find that this aspect is mismanaged, then it may end up affecting the performance negatively and when it is well managed, then this would positively improve performance.

In the same way, the fringe benefits in Luzira Upper Prisons are that there are accommodation, vehicles and education; these may influence employees’ performance hence causing it to become high performance or low. This is in line with the Expectancy theory which dwells more on what employees expect and in turn it would influence their performance. If employees do not effectively receive the benefits they expect, then there would be poor performance which will manifest through ineffectiveness and inefficiency.
The researcher is aware of the moderating variables like reward policies and availability of funds among others but will not be the focus of this study saves for another research by other researchers.
1.9. Significance of the study 

The study findings may help to inform the Uganda Prisons Service management on ways of how reward system can be applied to improve employee performance. 
The study findings may also help members of parliament by availing them with information that they may use to make decisions that are more informed, as far as reward system and employee performance are concerned.
 Finally, the findings may be of great use to the academia, especially those who may wish to carry out further research on reward system and employee performance. It may build on the existing body of literature and knowledge. 

1.10. Justification of the study 

Since the aim of Uganda Prison Service is to be a centre of excellence in correctional service in Africa by keeping prisoners in safe, humane, secure custody and rehabilitate them to become useful and law-abiding citizen in society after release, it is important to understand the reward system influencing employee’ performance. Prisons Statistics show a fall in performance registered at a rate of 10% of the employees charged with disciplinary offences like neglect of duty in 2011- 2012, followed by a big variation of 35% in the year 2013 – 2014 in Luzira Upper Prison (Uganda Prisons Performance Report, FY 2012/13). This study will help bridge the gap between the employees and administration in as far as financial rewards, recognitions and fringe benefits will be concerned. 

Finally, the researcher was prompted to investigate the influence of reward system on employees’ performance in Uganda Prisons Service because no other related study had ever been undertaken at Uganda Prisons Service and in particular Luzira Upper Prison. 

1.11 Scope of the study

The section entails three scopes as indicated below:
1.11.1 Content scope
This scope investigated the influence of reward system on employee performance at Luzira Upper Prison in terms of financial reward in as far as salary and wages; recognitions in terms of acknowledgement and promotions and fringe benefits in terms of housing, meals and education in relation to employees’ performance. In this case, the reward system is independent variable and employee performance is the dependent variable.

1.11.2 Geographical Scope

This study was carried out at Luzira Upper Prison in Kampala, the Capital City of Uganda in Nakawa Division, located 12 kilometers from Kampala city center.  
1.11.3 Time scope

This study was limited for the period between 2011 and 2018. This is the period when the performance of employees became a challenge and begun to be felt and treated as a concern in the region and service at large.

1.12 Operational Definitions

Reward system is a prize given to employees as an inducement towards their performance (Obisi, 2003).

Financial rewards are those in form of cash and include wages, bonuses and profit sharing among others (Armstrong, 2006).

Recognition is defined as the ability to identify and acknowledge an employee usually by a senior manager or supervisor for a positive thing done in the course of their work (Rukhamani et al., 2010) 

Fringe benefits are defined as that part of the total reward package provided to employees in addition to base or performance pay (Bratton and Gold (2009). 
Employee performance is the effectiveness and efficiency to which employees of a given organization carry out their day to day duties in order to meet the management and customer expectations (Pierce et al, 2004).
1.13 Summary

This chapter discussed the background to the study, statement of problem, objectives, research questions, hypothesis, and significance of the study, justification, scope and operational definitions. History indicates that employee performance as we know today according to some experts can be traced back almost 200 years when the industrial revolution began to blossom in United States of America and the work environment all over the world has undergone considerable scope as well as nature of work changes which has resulted into a great impact on the performance of employees. Chapter Two looked at the different scholarly information about the topic of the research study.
CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

This chapter presents the reviewed literature which is an account of what has been published on a topic by accredited scholars and researchers. It presents a survey and discussion of the literature in a given area of study and concise overview of what has been studied, argued and established about a topic, and it is organized chronologically by the researcher. It is arranged according to the themes derived from variables of the study. The purpose therefore is to review a selection of existing literature as presented in journals, textbooks, the World Wide Web and articles related to employee performance of employees at Luzira Upper Prison. The chapter begins by giving a theoretical review of the key theories, a review of related literature and Summary of the literature review. This is done in accordance with the objectives of the study.
2.2 Theoretical Review

The study used Expectancy theory by Vroom (1964). The Expectancy Theory details the relationship between performance and expectations and is given in two dimensions. One dimension is the expectation of an employee of reward equal to the input on the organization and other dimension is the expectation of the organization of an output by the employee equal to the reward given (Porter & Lawler, 1973). This theory thus explains the balance relationship between reward system and employee performance as seen where each depends on the other such that performance depends on reward while at the same time reward depends on performance. This thus became the basis on which reward system operates in using rewards to optimally influence employee performance. 
Further Expectancy theory explains that in any given situation, the greater the number and variety of rewards that are available to employees, the greater is the probability that extra effort will be exerted in attaining the set goals or targets in the hope of getting the desired rewards (Boddy, 2008).

The theory is supported by instrumentality theory which states that employees work for specific instruments giving range of instruments to be used as rewards ranging from monetary, recognition and promotion (Berridge, 2001). 

Boron (1983) also argues that there is a close relationship between rewards and job performance. He notes that if successful performance does in fact lead to organizational rewards such performance could be a motivational factor for employees. Under such conditions, they can see that they may be motivated to exert higher levels of effort on the job.

On the other hand, the Equity Theory states that employees expect fairness when being rewarded for the work done. This theory was developed from the Hertzberg’s job satisfaction theory and linked to the reward system by Adam Stacy. The argument in this theory is that, people work well in accordance to what they regard as fair. Employees consider whether management has treated them fairly, when they look at what they receive for the effort they have made. Maicibi (2003) agrees with this that employees expect rewards or outcomes to be broadly proportional to their effort. 

In this regard, Boddy (2008) give the formula below to illustrate the comparison.

Input (A) =Input (B)

Reward (A) =Reward (B) 

Employee A compares the ratio of his/her input to his/her reward to that of employee B. If he/she feels the ratios are similar, he/she is bound to be satisfied with the treatment received. If he/she feels inadequately treated, he or she is bound to be dissatisfied. This dissatisfaction is likely to breed tension and frustration in such employees and their consequent performance may be negatively affected and this may perhaps further lower rewards (Boddy, 2008).

According to Janssen, (2001), managers who attempt to run a fair rewarding system seem to be more prosperous in performance rather than those who reward in an unfair manner. Porter et al., (1975), suggested that to achieve positive motivational properties, the organizations distributed incentive rewards have to be performance-dependent. 
From the above, Expectancy theory, Instrumentality theory and equity theory thus forms the basis of reward system which entails selecting the best reward instrument to be used at any given time and the duration and schedule in which it is to be used as well as the complementary reward instruments coming up with a reward policy and strategy to optimize employee performance. Administrators need to understand processes as it helps one to design better reward programs and better their performance.

These theories therefore helped the researcher to understand the concepts under study more especially the reward system as the independent variable and how they are related with the dependent variable.  

2.3 Reward systems and employee performance
Reward systems according to Sziligyi (1981) are outcome events in the organization that satisfy related needs. This definition points to an obvious desired outcome of rewards and recognition to improve performance. On the other hand Employee performance is a concept in the field of human resource management. “Performance management is a continuous process of identifying, measuring and developing the performance of individuals and aligning performance with the strategic goals of the organization” Aguinis, (2009). Rewards systems however, are often implemented within organizations as a key management tool that can contribute to a firm’s effectiveness by influencing individual behavior and motivating employees at work (Lawler and Cohen, 1992). Jacob (2005) citing Vander Post et al. (1997) reported that the organization’s reward system should be perceived by employees as reinforcing the notion that most employees are good performers and there should be a linkage between reward and performance.

Flynn (1998) argued that rewards keep high spirits among employees and boosts up their morale. Incentives, rewards and recognition are the key parameters of today’s motivation programs according to most of the organizations as these bind the success factor with the employee’s performance.

 To explain employee performance in Uganda Prisons Service, the researcher will review three dimensions of reward systems to include: financial reward, recognitions and fringe benefits.

2.3.1 Financial rewards and employee performance
According to Decenzo and Robbins (2002) financial rewards include wages, bonuses and profit sharing. Good remuneration has been found over the years to be one of the policies the organization can adopt to motivate workers. According to Barton (2002), efforts must be geared towards developing workers interest in their job in order to make them happy in giving their best to their work. 

The term salaries and wages are often used interchangeably in reference to financial rewards given to employees by employers. However, salaries and wages are not one and the same. Salaries are payment or compensation to permanent employees, or long serving contractual employees while wages are payments to casual or short-term contractual employees (Pratheepkanth, 2011). Its payment varies according to the grade of the job or for the level of skill required. It may also be expressed as monthly, annual, weekly, hourly rate salary (Armstrong 2009). For most people, the most important reward for work is the pay they receive. According to Cox (2002), money is important because of the things it can buy and it also symbolizes an employee worth. An organization pay is considered important because if managed effectively, money can improve motivation and performance. Poorly designed pay system can result in problems in areas such as turnover and low morale (Noe, 2007). 

Whereas Maslow (1943) states that salary is one of the basic needs for employees to be satisfied with their work, Herzberg (1993) believes that salary can prevent dissatisfaction of employees at the work place (Armtrong 2008). Lambert, Hogan, Balton, and Lubbock (2001) support this argument as they found out that financial rewards have a significant impact on job performance.

 Pratheekanth (2011) argues that salaries and wages can only enhance employee performance to a certain threshold. Once the threshold has been reached for individual employees, salaries and wages are no longer perceived as motivational or having capability to enhance performance. Advancing similar thoughts on the inadequacy of salaries and wages, Dobre (2013) notes that salaries only enhance employee performance when they still have need security and financial stability. However, at the point when an employee feels financially stable and secure, salaries or wages are no longer a factor that motivates or enhances their level of commitment or performance. Burton (2012) argues that although salaries and wages significantly enhance employee performance, the effect is usually measured on low cadre employees and rarely on mid-level to top level management to whom salaries are no longer a motivator for performance. Mayo said people’s work performance is dependent on both social issues and job content. Physical conditions or financial incentives had little motivational value (Dickson, 1973). From the various studies, the researcher concluded that financial rewards have a significant impact on job performance though the impact differs in terms of levels.
2.3.2 Recognition and employee performance
Rukhamani et al., (2010) define recognition as the ability to identify and acknowledge an employee usually by a senior manager or supervisor for a positive thing done in the course of their work. It is important that management identifies and recognizes their employees for their exemplary performance. Wang (2014) argues that recognition is an intrinsic motivation that is essential in driving employees to feel valued. 

Danish and Uthman (2010) maintain that employees take recognition as their feelings of value and appreciation and this boosts employee morale which ultimately increases productivity in organizations. Flynn (1998) asserts that rewards and recognition programs keep high sprit among employees, boost up their morale. Baron (1983) argues that employees recognized and acknowledged in terms of their identification and working capacity their performance is very high.

Some of the ways in which organizations can offer recognition to their employees include acknowledging the employee performance publicly, providing employees with day off and providing them with good office working space (Njambi, 2014). Tumwet et al. (2011) in her study on effects of employees’ incentive on performance in private universities in Kenya focusing on Kabarak University found that the use of social recognition such as compliments results in enhanced performance. This even more effective if done consistently and equitably. Recognition therefore is a significant motivator to performance since it not only enhances employees’ impetus to good performance but also enhances employee management relationship (Hafiza et al., 2011). Armstrong (2008) is of the view that when effective rewards and recognition are implemented within an organization, favorable working environment is produced which motivates employees to excel in their performance. 

According to Herzberg as cited by Armstrong (2008), people are satisfied when they get promoted. Mullins (2007), report that promotional opportunities, the potential for growth lead to joyful work place and a strong sense of accomplishment and job performance.  This view is supported by Drakfke and Kossen as cited in Bull (2005) that many people perform well when they believe that their future prospects are good. According to McCormick and Ilgen as cited in Bull (2005), employees who perceive that promotional decisions are made in a fair and in a just manner are likely to exhibit high level of performance in their jobs. 
However not all employees wish to be promoted due to the fact that promotion entails greater responsibility and tasks of a more complex nature for which some individuals may consider themselves un prepared for. Therefore, for such individual’s promotion is contingent on the personal and career aspirations (Newstrom and Davis, 2002). Deeprose (1994) is of the view that “Good managers recognize people by doing things that acknowledge their accomplishments and they reward people by giving them something tangible”. Fair chances of promotion according to employee’s ability and skills make employee more loyal to their work and become a source of pertinent workability for the employee.

Robbins (2001) asserts that promotions create the opportunity for personal growth, increased levels of responsibility and an increase on social standing, which increase employee motivation. Similarly, the recognition which is a central point towards employee motivation adores an employee through appreciation and assigns a status at individual level in addition to being an employee of the organization (Barton, 2002). The researcher concluded that recognition is a significant motivator to performance since it not only enhances employees’ impetus to good performance but also enhances employee management relationship. 
2.3.3 Fringe benefits and employee performance 
Bratton and Gold (2009) define fringe benefits as that part of the total reward package provided to employees in addition to base or performance pay. Fringe benefits focus on maintaining (or improving) the quality of life for employees and providing a level of protection and financial security for workers and for their family members. Like base pay plans, the major objective for most organizational fringe compensation programs is to attract, retain and motivate qualified, competent employees (Bernardin, 2007). Mathis and Jackson (2003) continue to state that an employer that provides a more attractive benefits package often enjoys an advantage over other employers in hiring and retaining qualified employees when the competing firms offered similar base pay. In fact, such benefits may create “golden handcuffs,” making employees more reticent to move to other employers. 
The common examples of fringe benefits given as a result of being an employee of an organization are in the form of hardship allowance in remote area, house rent allowance, medical benefits, provident funds, gratuity funds, pension funds, leave with pay, education allowance, and company cars among others. They are provided to motivate the workers and retain them for organizational efficiency and effectiveness (Monappa, 1999).
Business Dictionary (2016) defines housing as building or building structure complying with requirements of laws and regulations and where the individuals with their families may live. Similar definition for the concept “housing” is provided in Macmillan Dictionary (1996) where the housing is defined as buildings for people to live in. 
Melnikas (1998) considers that more attention should be focused on the benefits and costs of housing, i.e. having the housing comfortable, convenient and appropriate can enable employees to be at ease at the place of work and concentrate in the delivery of quality services.
Employers have also found that educational and tuition aid assistance benefits are highly desired by employees. These programs have been found to aid employee retention and recruitment. The program normally covers some or all costs associated with formal education courses and degree programs, including the costs of books and laboratory materials (Mathis, 2003). Employers offering education assistance may allow employees to work flexible schedules so that class and work obligations can be integrated or they may provide reimbursement for all or part of tuition expenses (Monappa, 1999). Education assistance to employee will not only motivate the employee to remain in the organization but also increase on their skills and commitment towards work hence increased productivity (Storey, 1995). An organization can reduce unwanted employee turnover and related recruiting, hiring, and training costs by shifting these costs from developing new employees to keeping experienced employees (Mathis, 2003). 
On the other hand, meals or discounted cafeteria plans may also be offered to employees as fringe benefits. Employers recognize that the cost of lunch or dinners when employees work late can add up quickly and, as such, meals are provided by some employers at no cost to the employee (Esien, 2002). Some organizations also provide overtime allowance to employees if they work more than fixed working hours. This enables the employees to spend more time and concentrate on duty hence increased productivity (Esien, 2002).

In Kenya fringe benefits are made either to reimburse an officer for the expenses incurred directly or indirectly in the execution of his/her duties, or to compensate him/her for services rendered over and above the normal job requirements. The objective of these benefits is to attract and retain qualified and competent employees. It works on the premise that people will give their best productivity if their personal non-work needs are taken care of (Andrews, 2009). 
 A tailored benefit can be worth as much to an employee as a pay raise. Such a benefit is practical because it probably costs no more than worker unrest and diminished productivity and it is probably less costly than a comparable pay increase (Harris, 2000). Cole, (2002) says that the work-related benefits are linked closely to the day-to-day operational requirements of the organization in relation to its members. Thus, employees need to be adequately nourished during the working day, properly trained to justify their responsibilities and provided with adequate means of transport when on the organization business. According to Blomstrom (1964), fringe benefit plans should be operated in such a way that employees take pride in them. He stated: "Pride in the plan helps in building employee loyalty, quality service delivery and efficiency”. 
The researcher concluded that employees need to be adequately nourished during the working day, properly trained to justify their responsibilities and provided with adequate means of transport when on the organization business in order to give their best productivity.
2.4   Summary of Literature Review

From the literature reviewed, a lot of arguments have been put forward trying to explain employee performance. However, much has not been written by scholars about the influence of reward systems on employee performance in Uganda Prisons Service. Further, the literature reviewed did not clearly explained the relationship and the influence of the three constructs namely financial rewards, recognition and fringe benefits on employee performance in Luzira Upper Prison. Besides, it was hard to get current literature related to the research topic. Guided by these identified gaps, it is on this basis that the researcher went to the field collected and analyzed data to produce authentic and reliable information which was used to support employee performance in Uganda Prisons Service.

CHAPTER THREE

METHODOLOGY

3.1 Introduction

This chapter presents methodology with specific focus on the research design, accessible population, sample,s size and techniques, data collection methods and instruments, quality control (validity and reliability), procedures for data collection, data analysis, measurement of variables and closes with ethical considerations. 
3.2 Research Design

A research design is a plan through which the researcher obtains research participants or subjects in order to collect information from them (Welman & Kruger, 2001: 46). When developing a research design, it is important for the researcher to consider the purpose of the research, the theoretical paradigm informing the research, the context or situation within which the research is carried out and the research techniques employed to collect and analyze data (Durrheim, 2006: 37). All these aspects were considered in the process of conducting this research. 

This study used a correlational case study design that employed both quantitative and qualitative methods to examine the influence of rewards system on employee performance in Uganda Prisons Service. Case study research design will be preferred because it’s an ideal methodology when a holistic, in-depth investigation is needed for collecting data from a sample population that tests attitudes and preferences as advanced by Tellis (1997). However, the quantitative approach will be use to produce results in form of descriptive statistics such as frequencies, percentages and the mean. On the other hand, the qualitative approach will complement the quantitative approach by providing in-depth information for qualitative analysis as argued by Fassinger and Morrow (2013). Case studies will enable the researcher to have a critical analysis and evaluation of the subject under study. Also because of limited time and resources, it was appropriate to select a particular case to investigate as this gave a picture of similar cases as Best and Khan (1998) advice.
3.3 The Study Population 

Welman and Kruger (2001) state that the population in a research study is related to the study object and can be individuals, groups, organizations, human products and events and even the conditions to which they are exposed. This study population covered 162 employees. These include; 03 Heads of Department who are 01 Inspectorate, 01 Head of Policy and Planning, 01 Head Staff Administration and Counselling, 19 Senior Officers among whom are the   Officer in charge 01, Deputy Officer in Charge 01, and 17 other senior officers since they are the people who participate directly in decision making and problem solving of matters pertaining employee’s performance. More data was collected from In-charge sections (03) and Junior Officers (152). 

The Inspectorate ensures adherence to standard and quality service delivery within UPS. The Head of Research is responsible for provision of factual information that is used to influence the design of policies in UPS. Head of policy and planning makes policies, projections and plan for the Department. Head of Staff Administration and Counseling deals with errored staff and the issue of fringe benefits. The Officer in Charge is the administrative head of the Prison unit. Therefore, is the one that implements the policies including the rewarding system of UPS. Deputy Officer in Charge is the one that does the roles of the O.C in the absence therefore he equally supervises the implementation of the policies. Senior officer are officers expected to have deeper understanding of the UPS policies and they are operational staff on ground to enforce routine work. In-charge sections are officer who spend most time with the junior thus are able to easily identify whether the reward systems are making impact. The junior officers are the ones most affected by the policies more so the reward system since they are engaged in the day to day details of the UPS work.

3.4 Determination of Sample Size

Sampling is the process of selecting a sufficient number of elements from the population so that a study of the sample and an understanding of its properties or characteristics would make it possible for us to generalize such properties or characteristics to the population elements (Sekaran, 2003). 

The study used sampling because it reduces the time the study took; reduce the cost and other human resources. 
The sampled respondents were interviewed in order to elicit the required responses that in turn were used for data analysis and therefore make the research study a success. It is argued that a sample size that is usually over 50 respondents is adequate enough to enhance desirable findings about the phenomenon under study (Schostak, 2002). The sample was selected from each group to ensure that the proportions of the sample in each category are the same in order to enhance a good flow of information to avoid other groups being misrepresented.  The sample size was selected using a mathematical population table of Krejcie and Morgan for determining sample size from a given population. According to Morgan, a sample size of 50% and above is appropriate. The sample was preferred because of its greater accuracy, being less time consuming and cost effective.

Table 2: Illustration of the types of sampling techniques and specification per category

	Category
	Total Population
	Target population
	Sample Size
	Sampling Techniques
	Instruments

	Heads of Department
	06
	03
	03
	Purposive sampling
	Interview guide

	Senior Officers
	21
	19
	14
	Purposive sampling
	Interview guide

	In-charge sections
	03
	03
	03
	Purposive sampling
	Interview guide

	Junior Officers
	256
	152
	108
	    Simple Random
    sampling    
	Questionnaires

	Total
	286
	162
	128
	
	


Source: Luzira Upper Prison employees’ list (2018) 
The selection of the sample sizes was based on Krejcie and Morgan of 1970 mathematical table and the target population was derived from the Institutions data bank which bears all details of personnel in the Institution. 
3.5 Sampling Techniques and Procedures 
The sampling techniques depended on the research designs which are both qualitative and quantitative. Therefore, both random and non-random techniques was used or Probability or non-probability-based sampling. 

3.5.1 Simple random sampling

Simple random sampling is a form of sampling where every element in the population has a known and equal chance of being selected as a subject (Sekaran, 2003). The study adopted the probabilistic sampling techniques specifically the simple random sampling techniques to select junior officers (48) in the Luzira Upper Prison. The technique was used because it can help to obtain a larger sample and minimizes sampling bias (Mugenda & Mugenda, 2003)

3.5.2 Purposive Sampling Techniques 

This is where sampling is confined to specific types of people who can provide the desired information (Sekaran, 2003). The purposive sampling a non-probabilistic was employed to select Senior Officers (Officer in Charge, Deputy Officer in Charge and other senior officers) then in-charge sections, targeted for their expertise and experience that they have regarding the management of Luzira Upper Prison. In addition, the technique supports smaller groups that provide informative data (Sekaran, 2003).  It is argued that sampling saves time and money, labour and the research findings was generalized to the populations from which samples are selected (Kothari, 2005).

3.6 Data Collection Methods

Wright and Crimp (2000) mention that research data can be collected in two ways: primary data and secondary data.  Primary data involves the information that is obtained by the researcher herself for the purpose of the study and Secondary data involves data that is readily available and that builds upon previous research and information. Although secondary data has been restricted to a minimum, both primary and secondary data was used for the purpose of this research and they include: 
3.6.1 Questionnaire Survey

A questionnaire survey is a research method that is contains different formats of questionnaires for example; the Likert scale opens and closed-ended questions that enable a research obtain information from a targeted sample (Babbie, 2007). This method aided the collection of primary data from the employee at Luzira Upper Prison which involved use of semi-structured questionnaires. Using this method was tagged appropriate since it provided respondents with all alternatives to select from the most appropriate answers and another section of the questionnaire required obtaining quantified responses. Bordens & Abbott (2011) realized that the use of questionnaire enables the collection of data from a large number of respondents and enables respondents give sensitive information without fear of revealing their personal identity 

3.6.2 Interviews

 Interview is where an interviewer is physically present to ask the questions and to assist the respondent through probing in answering them (Glicken, 2003). The researcher had a face- face interface with Heads of Department, Senior Officers, Officers-in- Charge, Deputy Officers in charge and In-charge Sections in order elicit qualitative primary data. This method allowed a degree of freedom and adaptability in getting information from the interviewee. The researcher was able to ask probing questions based on the responses to pre-constructed questions. The method of interview was deemed appropriate as it allowed the gathering of vital information (Sekaran, 2003). This enabled in-depth exploration of the views of the respondents (Turner, 2010).

3.6.3 Document Review

Documentary review is the analysis of documents that contain information about the phenomenon an individual wish to study (Glicken, 2003). This method enabled the researcher to obtain secondary data in Luzira Upper Prison. This involved critical examination of recorded information from Luzira Upper Prison related to issues and subjects under investigation. This enabled the researcher accessed data at a convenient time, and above all, obtained data that are thoughtful in that the informants had given attention to compiling them. Review of documents enabled study past issues, guaranteed high quality information, and was less costly and convenient (Sarantakos, 2005). Documents reviewed included: Uganda Prisons Service Employees’ Pay Roll Sheet to supplement on numeric data (Amin, 2005). 

3.7 Data Collection Instruments

More than two data collection instruments were used. These involved the use of questionnaires and interview guide. According to Sekaran (2003) because almost all data collection instruments have biases associated with them, collecting data from multiple sources lend vigor to research. This explains why the researcher used multiple data collection instruments. The researcher used both primary and secondary sources of data. All focused on financial rewards, recognitions and fringe benefits in relation to employee performance in Luzira Upper Prison.

3.7.1 Questionnaires.

A questionnaire is a tool for collecting and recording information about a particular issue of interest made up of a list of questions with clear instructions (Dooley, 2001). 

The researcher used close ended questionnaire. The use of questionnaire enabled the collection of data from a large number of respondents and enabled respondents give sensitive information without fear of revealing their personal identity (Bordens and Abbott, 2011). The instrument comprised questions  which required yes and no responses, open ended questions and questions based on Rensis Likert’s (1932) scale statement having five category response continuum through one (1) to five (5) from strongly disagree to strongly agree will be used, that is 1 = Strongly Disagree (SD), 2 = Disagree (D), 3 = Not sure (NS), 4 = Agree (A) and 5 = Strongly Agree (A) will be used. These were distributed to junior officers.
3.7.2 Interview Guide

An interview guide is a tool for collecting and recording information about a particular issue of interest made up of a list of questions where an individual physically asks the respondents to respond to a list of questions (Drew, Hardman & Hart, 1996). 
Qualitative data was collected by used of an interview guide was structured in a way that allowed flexibility. By this kind of instrument; the researcher ensured that the same general areas of information were collected from each interviewee in a conversational approach that allowed a degree of freedom and adaptability in getting information from the interviewee. The researcher was able to ask probing questions based on the responses to pre-constructed questions. This enabled in-depth exploration of the views of the respondents (Turner, 2010). The interview guide was conducted for Heads of Department, Officers in charge, Deputy Officers –in- charge, senior officers and In-charge Section due to the nature of their areas of responsibility in the Luzira Upper Prison.
3.7.3 Documents Review Checklist 

Relevant Luzira Upper Prisons document such as employees’ Pay Roll Sheet was reviewed to establish employee performance in Luzira Upper Prisons. 

3.8 Data Quality Control

3.8.1 Validity

Validity refers to the ability of the scale to measure the intended results (Hoyle, Harris and Judd, 2002). In this case, the researcher measured the validity of the instrument by conducting a pre-test before the actual research began. The questionnaires and interview guide were administered to similar respondents in Luzira Prisons that are not selected for the study. The result for quantitative data was review and a coefficient of validity index (CVI) was computed using the formula:

CVI = No. of items rated relevant X 100
   

          Total no. of items in the question

Table 2 Validity of the Questionnaire

	Variable
	Validity results (%)
	Number of items

	Employee performance
	22.4
	10

	Financial rewards
	12.2
	05

	Recognitions
	22.0
	09

	Fringe benefits
	22.4
	10

	Total
	79
	34


Source: Field Data

According to Table 2 above, the content validity Index is 79% greater than 70%, considered valid for data collection (Amin 2005). Therefore, instruments used in the study were valid to measure the issues intended to measure. The validity of qualitative data was checked by different individuals and supervisors and the items were ringed true and free from personal bias.
3.8.2 Reliability

Reliability refers to the consistency or dependability of measuring instruments (Leary, 2004). Reliability also refers to obtaining the same results at different times from the same subject when the experiment is conducted under similar condition. The reliability of the instruments used during the research was checked using the internal consistency method recommended by Mugenda and Mugenda (1999). 
The instruments were pretested on 10 (ten) respondents who were not included in the sample for the study but considered to have full knowledge about the functioning of employees at Luzira Upper Prison. Reliability for quantitative data was determined using Crombach’s coefficient Alpha, which was computed using the computer program SPSS. Internal variable reliability was computed and results presented in table 3 below which included: factors of the independent variable thus financial rewards, recognitions and fringe benefits. 
Table 3 Reliability of the Questionnaire

	Variable
	Cronbach's Alpha
	Number of Items

	Employee performance
	0.987
	05

	Financial rewards
	0.977
	09

	Recognitions
	0.989
	10

	Fringe benefits
	0.984
	10

	
	0.996
	34


 Source: Field Data
From the Table 3 above, Alpha values of 0.996 were attained above the recommend 0.70 (Amin 2005) implying that the tool was suitable for finding out relationship between reward systems and employee performance in Luzira Upper prison. Reliability of qualitative data was determined through inquiry audit and raw data verification. The qualitative tools were also found to be reliable for finding out the relationship of reward systems on the effectiveness and efficiency of employee in Luzira Upper Prison. 
3.9 Procedure for Data Collection

The researcher obtained a letter from Uganda Management Institute introducing him to Luzira Upper Prison and specifying that information being collected is solely for academic purposes. After obtaining permission, the researcher proceeded with data collection and began with giving questionnaires to selected respondents in Luzira Upper Prison and then conducted interviews with the Officer in Charge, Senior Officers, Deputy Officer in Charge, In-charge sections, Heads of Departments.
3.10 Data Analysis 

Data analysis is a process of inspecting, cleaning, transforming and modeling data with the goal of highlighting useful information (Amin, 2005). In other words, it is the process of extracting, compiling, and modeling raw data for purposes of obtaining constructive information that can be applied to formulating conclusions, predicting outcomes or supporting decisions in business, scientific and social science settings. 

Bell (1993), found out that hundred separate pieces of interesting information will mean nothing to the researcher or reader unless they are recorded, analyzed and interpreted. The researcher used both qualitative and quantitative analysis. 
3.10.1 Quantitative Data Analysis

This is a data analysis that describes or summarizes the data using descriptive statistics (Mugenda and Mugenda, 2003). Quantitative data collected by use of questionnaire was converted into numerical codes. The numbers generated was analyzed using computer package, the Statistical Packages for Social Sciences (SPSS) version 16, where percentages and frequency tables were used to present results. Quantitative technique was justified because of its ability to process data very fast and analyzed in huge amounts, high reliability, and accuracy of computation. The Pearson Linear Correlation Coefficient established the relationship between categorized variables (Mugenda and Mugenda, 1999). Simple regression analysis was used to find out the extent to which the independent variables explain the dependent variables, that is to say the linear regression analysis was used to establish the extent of variability in employee performance explained by each independent variable. Correlations was used to test the strength of the relationships between variables that are highly correlated to rewards system as selected and included in the factors that were responsible for employee performance at Luzira Upper Prison. Editing was done to avert confusion as recommended by Sekaran (2003). Data was classified and reduced from detailed form to a summarized and easily understandable form, for example tabulation that made it easy to compute average, totals and percentages as recommended by Sekaran (2003).
3.10.2 Qualitative Data Analysis

This refers to non-empirical analysis where the researcher is interested in analyzing information in a systematic way in order to come to some useful conclusions and recommendations (Mugenda and Mugenda, 2003). Qualitative data analysis realized through used of content analysis qualitative data were reorganized into themes (Sekaran, 2003). After, similar information was arranged together and a report was written. Non-numeric data constituted developing explanations in form of quotes.
3.11 Measurement of variables

The researcher used nominal, ordinal and Likert type of rating scales of measurement as they were appropriate for the study (Mugenda & Mugenda, 2003). The background characteristics such as marital status, gender and terms of employment was measured using the nominal scale. The ordinal scale was linked to a five- point Likert type scale (1- (Strongly disagree), 2- (Disagree), 3- (Not sure), 4 – (Agree) and 5- (Strongly agree) which measured financial rewards, recognitions and fringe benefits as key study dimensions and employee performance as the problem. The choice for the ordinal scale was that it carries numerical scores which were used to obtain respondent’s attitude. Mugenda (2003) and Amin (2005), argued that the Likert scale measures individual behavior, their values and attitudes towards a given phenomenon.

3.12 Ethical considerations
The Researcher put the following ethical issues into consideration before carrying out the study; -
An introductory letter was obtained from Uganda Management Institute granting permission to proceed with data collection after the proposal has been approved. 

The researcher then proceeded to Luzira Upper Prison and sought consent from all the respondents to participate in the study and encouraged them to volunteer at ones will. In addition, every research respondent was ethically handled. Oka and Shaw (2000) argued that it was important for researchers to zero down on ethical issues especially in qualitative research as it seems complex. This implored the researcher to observed respondent’s confidentiality and not distorts the key components of a report. 
CHAPTER FOUR

PRESENTATION, ANALYSIS AND INTERPRETATION OF FINDINGS

4.1 Introduction

This chapter presents data collected using the questionnaire and interviews. The corresponding interpretations also follow each presentation. The results of the study are presented according to the study objectives and research questions. The findings in this chapter were also arrived at by analyzing and interpreting the data using SPSS and Microsoft Excel Software. All the responses are presented in terms of frequencies, percentages, mean, standard deviation, Pearson correlation matrices, and regression models, which are displayed in tables. The statistical data from quantitative part of the questionnaire data was analyzed based on a Likert’s scale of 1-Strongly disagree to 5-Strongly Agree scale rate.
4.2 Response rate 

The response rates of respondents who constitute the sample used in this dissertation are summarized in Table 4 below.

Table 4: Response Rate

	Nature of Response
	Frequency
	Percentage

	Respondents

	Response for questionnaires
	96
	88.9%

	Non-response for questionnaires
	12
	11.1%

	Response rate for interviews
	10
	50%

	Non-response rate for interviews
	10
	50%

	Total response rate
	106
	82.8%

	Total non-response rate
	22
	17.2%

	Total respondents
	128
	100%


Source: Primary Data

The total of respondents was 128 where 96 questionnaires were returned, and 10 interviews were conducted. The response rate was 82.8% higher than the recommended 67% (Mugenda and Mugenda 1990). Therefore, the results were considered representative of what was obtained from the population. 
4.3 Attributes of respondents 

To determine the general attributes of the respondents, frequency tables were used. These attributes included gender, age distribution, qualification and duration/ period in prison.

Figure 2: Title of respondents
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Source: Primary source
According to Figure 2 above, the highest percentage (90.6%) of the respondents were Junior Officers while the senior officers had the lowest percentage (9.4%) because the junior officers are the majority in the Institution and do most of the work in the Station and affected by the reward systems that influence performance.
Figure 3: Gender of respondents

[image: image2]
Source: Primary data
Results in figure 3 further reveal that Males dominated the sample by contributing 73.6 % of the respondents, suggesting that the majority of the respondents (78) were male among employees of Luzira Upper Prison. Although male respondents formed the highest percentage in the study, the views of both male and female prisons officers were well represented.
Figure 4: Education of the respondents

Source: Primary source
Figure 4 also shows that most of the respondents at Luzira Upper prisons had certificates 57(53.8%). These certificates are either O’ Level or A’ level certificate. This was closely followed by those who had diplomas who are 26(24.5%) the same as those who belonged to none of the above academic qualifications. This means that all the respondents were literate and therefore were able to digest, judge as well as read and write. The implication is that, the respondents were all informed about what is expected of them.
Table 5: Length of Service of the respondents

	Length of Service


	Less than 2 years
	50
	47.2%

	
	2-5 years
	30
	28.3%

	
	6-9 years
	16
	15.1%

	
	10 years & above
	10
	9.4%


Source: Primary source
Table 5 shows that majority (47.2%) of the respondents had spent less than two years employed in Luzira Upper Prison.  28.3% of the respondents had spent between 2years to 5 years, 15.1% had spent between 6 years to 9 years and 9.4% had spent 10 years and above in Luzira Upper Prison. This suggests that the majority of the respondents have not spent a long time working in Luzira Upper Prison. This may be due to the transfer policy in the Prison Service that stipulates that one should not serve for more than three years and also due to the recent training of the biggest number of recruit warders and wardresses that finally led to big numbers being posted to Luzira Upper Prison.
Figure 5: Age groups of the respondents

Source: Primary data
It was also noted in Figure 5 that 41 (38.7%) respondents who were the majority were within the age group 21-30 years. 32 (30.2%) respondents where within the age group 31 – 40 years while only 21 (19.8%) were within 41 -50 Years and 12(11.3%) were within the age group of 51 & above years. This means that majority of the employees are youths and still young in the service with high expectations from the in terms of their career growth.
4.4 Empirical findings on reward system and employee performance
Data was collected using a 5 likert scale where 5 = Strongly Agree, 4 = Agree, 3 = Not Sure, 2 = Disagree and 1 = Strongly Disagree. In this study, strongly agree and agree were taken to mean agree; strongly disagree and disagree were taken to mean disagree. The mean, standard deviation, and frequencies were also used for the analysis. A mean of above 3 implies that respondents agree with the statements put to them. A mean of 3 implies that respondents were not sure while a mean of less than 3 indicates that the respondents disagreed with the statements put to them. A standard deviation close to 1 showed that respondents agree with the statements put to them and standard deviation close to zero showed that respondents disagreed with the statements. 
The independent variable, reward systems was conceptualized as financial rewards, recognitions and fringe benefits. These formed three objectives of the study which included: to find out the relationship between financial rewards and employee performance in Luzira Upper Prison, to investigate the relationship between recognition and employee performance in Luzira Upper Prison and to examine the relationship between fringe benefits and employee performance in Luzira Upper Prison. 
4.4.1 Financial rewards and employee performance
4.4.1.1 Descriptive statistics for the relationship between financial rewards and employee performance in Luzira Upper Prison. 

The findings from this question were gathered from questionnaires and interview guide from respondents and their views on how financial rewards relate to employee performance. The variable was measured using 5 items. 
Table 6: Employees views on financial rewards on employee performance 
	No
	Statement
	SDA 
%
	DA
%
	NS
%
	A  
%
	SA 
%
	Total %
	Mean
	STD

	1.
	I am fairly paid for the work I do
	15.6
	15.6
	29.2
	27.1
	12.5
	100
	3.08
	1.237

	2.
	My pay is competitive compared to similar jobs in other organizations.
	21.9
	25.0
	15.6
	27.1
	10.4
	100
	2.79
	1.337

	3.
	The salary/wages I receive is enough.
	42.7
	31.3
	13.5
	8.3
	4.2
	100
	2.00
	1.133

	4.
	My salary/wages motivate me to perform well.
	27.1
	35.6
	6.8
	18.6
	11.9
	100
	2.52
	1.369

	5.
	My pay is the significant factor in my decision to perform effectively and efficiently.
	24.0
	18.8
	16.6
	12.5
	28.1
	100
	3.02
	1.556

	
	Average
	
	
	
	
	
	
	2.682
	1.326


Key: SDA= Strongly Disagree, DA= Disagree, NS=Not Sure, A=Agree, SA =Strongly Agree 
Source: Field Primary data



Table 5 above revealed an overall mean of 2.682, which implied that the respondents averagely disagreed to the majority of the questions put to them.  A standard deviation of 1.3264 suggests that the respondents agreed to the statement put to them. 
Looking at the questionnaire item on whether employees are paid fairly for the work they do, 38(39.6%) respondents who are the majority were agreeable with the statement. 28(29.2%) were not sure of whether they were fairly paid for the work they do. 30(31.2%) respondents disagreed with the statements. The rating was confirmed by a good mean value of 3.08 and a standard deviation of 1.237, supports the statement that employees in Luzira Upper Prison were paid fairly for the work they do.
From the interview with the Head of policy and planning, he revealed,

“Payment in Uganda Prisons Service is budgeted and based on the ranks. However much work an employee does, the payment is not normally equated to the work done” (Key Informant A, 7th, November 2018). 
This means that employees in Luzira Upper Prison are somehow not fairly paid according to the work they do since payment is based on ranks.
The different statistics implied some employees are paid fairly for the work they do while others are not.
In determining whether employees pay is competitive compared to similar jobs in other organizations 45(46.9%) respondents are disagreeable with the statement, 15(15.6%) are not sure while 36(37.5%) agreed with the statement. A mean value of 2.79 shows that respondents disagreed to the statement put to them and a standard deviation of 1.337 indicates that the views from respondents concerning the statement were similar. 
From the interview with Head of Staff Administration and Counselling, he revealed,

“Employees expect to be compensated adequately for the effort they put in their job and that they always compare their wellbeing with their friends in other stations and similar Institutions” (Key Informant B, 7th, November 2018).   
This means that employees’ pay is not competitive compared to similar jobs in other organizations since they are not adequately compensated for the effort they put in their job and that they always compare their wellbeing with their friends in other stations and similar institutions.  
From the Uganda Prisons record reviewed, the lowest employee from Luzira Upper Prison is paid 466,000 Uganda shillings and the highest employee in ranks paid 2,200,000 Uganda Shillings (Uganda Prisons Service Employees’ Payroll Sheet, 2018/2019).
The different statistics implied that employees pay in Luzira Upper Prison is not competitive compared to similar jobs in other organizations. 
In order to find out whether the salary/wages employees receive is enough, 71(74%) respondents disagreed that the salary/wages employees receive is enough, 13 (13.5%) were not sure, while 13(12.5%) agreed that the salary/wages employees receive is enough. A mean value of 2.00 and a standard deviation of 1.133 confirmed the fact that salary/wages employees receive is not enough.
This was further supported in the interviews as Officer-in- Charge Upper Prison said,

“Most staff are applying to leave the Service or be transferred to other stations because the standard of Living in Luzira Upper Prison is too high that the little salary cannot sustain them. The security of Luzira Upper Prison is too tight that it hardly gives a staff time to venture in any business to supplement the income. This has made life hard for some to sustain their families. Currently 01 staff disappeared from duty due to financial constraints and has been declared a deserter” (Key Informant D, 8th, November 2018). 
This means salary/wages employees receive is not enough since most staff are applying to leave the Service, be transferred or engage in other business to supplement the income.
The different statistics implied the salary/wages employees receive in Luzira Upper Prison is not enough.

In determining whether salary/wages motivate employees to perform well, 60 (62.7%) disagreed with the statement while 29(30.5%) agreed with the statement and only 7(6.8%) respondents were not sure if salary/wages motivate employees to perform well in Luzira Upper Prisons. This is confirmed by a mean value of 2.52 and a standard deviation of 1.368 meaning that respondents disagreed to the statement that was put to them and their views were closely the same. 
In order to find out whether pay is the significant factor in employees’ decision to perform effectively and efficiently, majority of the respondents who were 41 (42.8%) disagreed with the statement, 39 (40.6%) agreed, 16 (16.6%) were not sure. This rating was confirmed by a good mean of 3.02 and a standard deviation of 1.556, hence disagreeing with the statement that pay is the significant factor in employees’ decision to perform effectively and efficiently in Luzira Upper Prison.
4.4.1.2 Correlation results for relationship between financial rewards and employee performance

To establish whether financial rewards have a relationship with employee performance in Luzira Upper Prisons a correlation was computed, examined and interpreted using Pearson product moment correlation coefficient. The results are detailed in the table below. 
Table: 7 Correlations between financial rewards and staff performance                                                      
Correlations

	
	
	Financial rewards
	Employee performance

	Financial rewards
	Pearson Correlation
	1
	.923’’

	
	Sig. (2-tailed)
	
	.000

	
	N
	96
	96

	Employee performance
	Pearson Correlation
	.923’’
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	96
	96


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

Source: Field Primary data

Results in the Table 7 above show that there is a positive relationship between financial rewards and employee performance at Luzira Upper Prison as indicated by .000. This relationship is significant since the significance of .000 is less than 0.01. Thus, the hypothesis, which states that, “There is a significant relationship between financial rewards and employee performance” was accepted. The positive result means that the more the financial rewards, the more employee performance improves.
4.4.1.3 Regression analysis results for relationship between financial rewards and employee performance
Further analysis was conducted using regression to determine the effect of independent variable on employee performance. Regression analysis is employed and the results of each independent variable with employee performance are summarized in the table below.

Table 8: Financial rewards and employee performance

Model summary

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

	1
	.923a
	.853
	.851
	.453


a. Predictors: (Constant), Financial rewards

Source: Field Primary data

From the summary in table 7 above, adjusted R Square value is 0.851 between financial rewards and employee performance in Luzira Upper Prison, suggesting that financial rewards alone predicted 85.1% of the variance on employee performance and 14.9% can be explained by other factors.

4.4.2: Recognitions and employee performance
4.4.2.1 Descriptive statistics for the relationship between recognitions and employee performance in Luzira Upper Prison.
The findings of this question were gathered from questionnaires and interviews from respondents. The relationship between recognitions on employee performance in Luzira Upper Prison was measured using 9 items. The results are displayed in Table 9.  
Table 9: Employees views on recognitions on employee performance

	No
	Statement
	SDA %
	DA

%
	NS %
	A 

%
	SA %
	Total %
	Mean
	STD

	1.
	I get recognition for my performance at Luzira Upper Prison
	25.4
	10.2
	13.6
	33.9
	16.9
	100
	3.07
	1.460

	2.
	I get appropriate recognition when I have done something extra ordinary.
	12.5
	12.5
	25.0
	33.3
	16.7
	100
	3.29
	1.247

	3.
	Leadership in Luzira Upper Prison appreciates employee effort when tasks are accomplished.
	6.8
	13.6
	11.8  
	45.8
	22.0
	100
	3.61
	1.182

	4.
	I receive praise and recognition for my performance.
	18.8
	15.6
	28.1
	25.0
	12.5
	100
	2.97
	1.293

	5.
	Expression of thanks and appreciation are common in my unit/department.
	10.4
	14.6
	24.0
	33.3
	17.7
	100
	3.33
	1.228

	6.
	I am always given day off as a reward for good performance.
	4.2
	12.0
	6.6
	51.4
	26.4
	100
	3.82
	1.086

	7.
	The Institution rewards their employees with promotion for their good performance.
	4.2
	11.5
	18.7
	45.8
	19.8
	100
	3.66
	1.055

	8.
	Promotion is fair and based on performance.
	24.0
	11.5
	26.0
	24.0
	14.5
	100
	2.94
	1.383

	9.
	The recognition for performance in Luzira Upper motivates employee to work effectively and efficiently.
	1.0
	14.6
	22.9
	37.5
	24.0
	100
	3.69
	1.029

	
	Average
	
	
	
	
	
	
	3.376
	1.218


Key: SDA= Strongly Disagree, DA= Disagree, NS=Not Sure, A=Agree, SA =Strongly Agree 
Source: Field Primary data

Table 9 reveals an overall mean of 3.376, which implies that the respondents generally agreed to the majority of the questions relating to the relationship between recognitions and employee performance. The overall standard deviation was 1.218, which implies that the deviation from the standard was by a small margin.
The respondents were asked whether employees get recognition for their performance at Luzira Upper Prison, a total of 49 (47.5%) respondents agreed with the statement while 34(35.6%) disagreed and 13 (13.6%) respondents were not sure. This rating was confirmed by a mean value of 3.07, hence agreeing with the statement that employees get recognition for their performance at Luzira Upper Prison. A standard deviation of 1.460 implies that respondents’ views were similar and hence agreed to the statement put to them.
This was more assented to with the interview with the Deputy Officer-in-Charge Upper prisons, who revealed,
“Reward committee is constituted which composed of the Officer-in-Charge and all senior officers at the station. This committee selects employees for reward basing on among other outstanding performance of an employee for example if one is much vigilant in security issues like at the gate and retrieved contrabands or recapture an escapee”(Key Informant E, 8th, November 2018).
 This means employees get recognitions for their performance at Luzira Upper Prison.
The different statistics implied that employee get recognition for their performance at Luzira Upper Prison.

In order to find out whether employees get appropriate recognition when they have done something extra ordinary, majority of the respondents that is to say 48(50%) agreed with the statement. 24 (25.0%) respondents were not sure of whether they get appropriate recognition when they have done something extra ordinary. It is only 24(25%) respondents who strongly disagreed with the statement.  The rating was confirmed by a mean value of 3.29 meaning that respondents generally agreed with the statement put to them and a standard deviation of 1.247 indicates that views were not so dispersed.

However, from the interview with Assistant Superintendent of Prison, he revealed,

“Luzira Upper Prison managers’ value staff recognition and has awards like end of year party in appreciation of what staff have done throughout the year. However, these aren’t valued highly by the staff. Staff feel that they aren’t fully recognized. Employees feel good managers shouldn’t wait for formal awards as a way of recognizing good performance but should know that staff may be satisfied by simple complements like “thank you”, “well done” or even a handshake” (Key Informant F, 8th, November 2018). 
This means that employees get recognition when they have done something extra ordinary though they do not value the recognitions as appropriate. 
The different statistics implies that some staff feel they aren’t recognized appropriately for the work they have done extra ordinarily.
In determining whether leadership in Luzira Upper Prison appreciates employee effort when tasks are accomplished, 65(67.8%) of the respondents agreed with the statement while 20(20.4%) disagreed and 11(11.8%) were not sure of whether leadership in Luzira Upper Prison appreciates employee effort when tasks are accomplished. An average means of 3.61 and standard deviation of 1.182 shows similarity in views expressed by respondents. The respondents generally agreed with the statement that leadership in Luzira Upper Prison appreciates employee effort when tasks are accomplished.

Respondents were also asked if they receive praise and recognition for their performance, the results showed that 27 (28.1%) of the respondents were not sure. However, 36 (37.5%) agreed with the statement that they receive praise and recognition for their performance while only 33 (34.4%) respondents disagreed with the statement.  A fair mean value of 2.97 and a small standard deviation of 1.293 confirm agreement with the statement.
On whether expression of thanks and appreciation are common in the unit/department, majority of the respondents i.e. 49(51%) were agreeable with the statement. 24(25%) respondents disagree with the statement, 23(24.0%) are not sure. Mean value of 3.33 shows that most respondents agreed to the question while a standard deviation of 1.228 confirms agreement with the statement.

From the interview with the Officer-in-Charge Upper Prison, he revealed,

“Employee are appreciated through promotion from one rank to another, verbal appreciation, incentives like allowances for escorts and court duties, parties and giving them timely feedback on issues” (Key Informant D, 8th, November 2018).
This means that expression of thanks and appreciation are common in Luzira Upper Prison.
The different statistics implied leadership in Luzira Upper Prison appreciates employee effort when tasks are accomplished.
On whether respondents are always given day off as a reward for good performance, majority of the respondents i.e. 74(77.8%) were agreeable with the statement. 16 (16.2%) respondents disagree with the statement, 6(6.6%) are not sure. Mean value of 3.82 shows that most respondents agreed to the question while a standard deviation of 1.086 confirms agreement with the statement.
On the issue of whether the Institution rewards their employees with promotion for their good performance, 63(65.6%) of the respondents agreed, 15(15.7%) disagreed and 18(18.7%) were not sure. This means that majority of the respondents were satisfied that the Institution rewards employees with promotion for their good performance as compared to only 15.7% who disagreed with the statement. This is confirmed by a mean value of 3.66 meaning that respondents generally agreed to the statement put to them and a standard deviation of 1.055 confirms with the statement.

From the interview with the senior officer in-charge general administration, he revealed,

“Much as reward strategies are minimal, there is promotion of staff in ranks for outstanding performance. Staff are appreciated and given commendations by Commissioner General of Prisons. Staff are considered for leadership positions for example, recommended to be officer-in-charge of any given station and other good assignments that may come on the way. There is also appreciation in terms of end of year parties, and incentives that is court and escort allowances” (Key Informant H, 8th, November 2018).
This means that employees in Luzira Upper Prisons are rewarded with promotion for their good performance.
The different statistics implied that Uganda Prisons Service rewards their employees with promotion for their good performance.
Looking at the questionnaire item such promotion is fair and based on performance. The results from the study revealed that, of the total respondents, 38.5% of the respondents agreed as shown by the statistics while 35.5% disagreed and 26.0% were not sure. The rating was confirmed by a mean value of 2.94 and a standard deviation of 1.383, supporting the statement that promotion is fair and based on performance. 

However, from the interview with the Senior Officer, he revealed,

“The promotion process wasn’t fair to the staff and that the process of identifying the employees’ potential isn’t based on personal attributes, experience and quality of performance. Sometimes Supervisors recommend staff depending on the personal relationship they have with them.  This demotivates and discourages them from putting in a lot of effort in their work” (Key Informant G, 8th, November 2018).
This was further supported in the interviews as Head of Staff Administration and Counseling said,

“The management takes every employee as a family. There is non- discrimination based on tribe, gender and color among others. There is a gender sensitive policy. Promotion is based on discipline, hard work and dedication to work. Employees concerns are listened to and timely feedback given” (Key Informant B, 7th, November 2018). 
This means that though promotion is fair and based on performance, some employees feel the process was unfair.
From the statistics above, fair promotion based on performance is a key attribute which should be upheld by managers in Luzira Upper Prison in order to improve employee performance.
In determining whether recognition for performance in Luzira Upper motivate employee to work effectively and efficiently, the study revealed that; of the total respondents, 61.5% of the respondents agreed as shown with the statistics while 15.6% disagreed and 22.9% were not sure. A mean value of 3.95 shows that respondents agreed to the statement put to them and a standard deviation of 1.029 indicates that the views from respondents concerning the statement were similar. 
This was more assented to with the interview with the Assistant Superintendent of Prison in- charge staff discipline Upper Prisons, who revealed,
“Promotions elevate workers to more leadership responsibilities which change their attitude towards work and they become more hardworking and committed towards their duties. They improve on discipline, time management and teamwork for example a Corporal or Sergeant does not behave like a warder” (Key Informant I, 8th, November 2018). 
This means recognition for performance in Luzira Upper motivate employee to work effectively and efficiently.
The different statistics implied recognition is key in the motivation of employees to work effectively and efficiently.
4.4.2.2 Correlation results for relationship between recognitions and employee performance 
Table 10: Correlation between recognitions and employee performance in Luzira Upper Prisons

Correlations

	
	
	Recognitions
	Employee performance

	Recognitions
	Pearson Correlation
	1
	.992’’

	
	Sig. (2-tailed)
	
	.000

	
	N
	96
	96

	Employee performance
	Pearson Correlation
	.992’’
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	96
	96


**. Correlation is significant at the 0.01 level (2-tailed).
Source: Field Primary data

From Table 10 it is indicated that there is a statistically significant positive relationship between recognitions and employee performance (r =.000, P< 0.01). The study therefore accepted the hypothesis that there is a significant relationship between recognitions and employee performance. From the findings above, it shows that as recognitions increases, it means employee performance will improve in Luzira Upper Prisons since they are committed toward work and they know they will be recognized. 
4.4.2.3 Regression analysis results for relationship between recognitions and employee performance
Table 11: Recognitions and employee performance

Model summary

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

	1
	.992a
	.985
	.985
	.145


a. Predictors: (Constant), Recognitions

Source: Field Primary data 
According to the regression Table 11 above shows adjusted R Square = .985 between recognitions and employee performance in Luzira Upper Prison which is suggesting that recognitions alone predicted 98.5% of the variance on employee performance and the 1.5% can be explained by other factors. 
4.4.3: Fringe benefits and employee performance
4.4.3.1 Descriptive statistics for the relationship between fringe benefits and employee performance in Luzira Upper Prison.
The findings of this question were gathered from questionnaires and interviews from respondents. The relationship between fringe benefits on employee performance in Luzira Upper Prison was measured using 10 items. The results are displayed in Table 12.  
Table 12: Employees views on fringe benefits on employee performance

	No
	Statement
	SDA %
	DA %
	NS %
	A %
	SA %
	Total %
	Mean
	STD

	1.
	Managers offers fringe benefits to improve employee performance in Luzira Upper Prison
	4.2
	10.4
	15.6
	26.0
	43.8
	100
	3.95
	1.182

	2.
	Houses at Luzira are offered to all employees to enhance their performance.
	12.0
	24.0
	30.0
	21.0
	13.0
	100
	2.99
	1.227

	3.
	Better accommodations enhance employee performance in Luzira Upper Prison.
	3.1
	19.0
	5.4
	50.0
	22.5
	100
	3.71
	1.114

	4.
	Managers in Luzira Upper Prison provide meals to employees during working hours
	41.2
	35.8
	4.1
	13.5
	5.4
	100
	2.05
	1.217

	5.
	The meals provided allows employees to concentrate on work
	17.7
	27.1
	23.9
	24.0
	7.3
	100
	2.76
	1.212

	6.
	Managers in Luzira Upper Prison pays for the extra time of work
	37.5
	22.9
	11.4
	18.8
	9.4
	100
	2.40
	1.395

	7.
	Extra time paid increase employee productivity
	9.4
	4.2
	30.2
	40.6
	15.6
	100
	3.49
	1.105

	8.
	The institution offers education scholarship for good performance.
	5.0
	10.2
	30.5
	40.7
	13.6
	100
	3.47
	1.025

	9.
	Education scholarship improve effectiveness and the efficiency of employees
	16.9
	20.3
	12.6
	20.4
	28.8
	100
	3.25
	1.487

	10.
	Education assistance motivate employees to remain in the service
	23.7
	32.2
	16.9
	15.3
	11.9
	100
	2.58
	1.319

	
	Average
	
	
	
	
	
	
	3.065
	1.2308


Key: SDA= Strongly Disagree, DA= Disagree, NS=Not Sure, A=Agree, SA =Strongly Agree 

Source: Field Primary data


From Table 12 above reveals an overall mean of 3.065 which implies that the respondents generally agreed to the majority of the questions, suggesting a relatively an average level of fringe benefits in Luzira Upper Prison and an overall standard deviation of 1.2308 which is close to 1 implying that respondents agreed with the statement put to them.
The respondents were asked whether managers offer fringe benefits to improve employee performance in Luzira Upper Prison. The results from the study revealed that, of the total respondents, 69.8% of the respondents agreed as shown by the statistics while 14.6% strongly disagreed and 15.6% were not sure. The rating was confirmed by a good mean value of 3.95, hence supporting that managers offer fringe benefits to improve employee performance in Luzira Upper Prison. A standard deviation of 1.182 implies that respondents’ views were similar and hence agreed to the statement put to them. 
In determining whether houses at Luzira are offered to all employees to enhance their performance, the study revealed that; of the total respondents, 36% of the respondents disagreed as shown with the statistics while 34% agreed and 30.0% were not sure. A mean value of 2.99 and a standard deviation of 1.227 confirm the consent agreement among the respondents to the statement. 
From the interview with the Head of Staff Administration and Counselling he revealed, 

“The Service reward best performers with decent accommodation although Luzira Upper Prison has not yet witness this among the staff apart from promotion. All staff in Luzira Upper Prison however, are accommodated though the accommodation may not be decent. All these is intended to create a good working stress free environment where staff and their families live comfortably. A stress-free environment enable staff to report for duties with a lot enthusiasm hence good performance” (Key  Informant B, 7th, November 2018). 
This means houses at Luzira are offered to all employees not to enhance performance but create a good working stress free environment where staff and their families live comfortably. 
The different statistics implies houses at Luzira are necessarily not offered to all employees to enhance their performance but as part of staff welfare.

In order to find out whether better accommodations enhance employee performance in Luzira Upper Prison; respondents were asked to state the extent to which they assented with the above. 72.5% of the respondents agreed that better accommodations enhance employee performance in Luzira Upper Prison while 22.1% disagreed and 5.4% were not sure. This rating was confirmed by a mean value of 3.71 and a standard deviation of 1.114 meaning that respondents agreed to the statement put to them pertaining to the item better accommodations enhance employee performance in Luzira Upper Prison.
In determining whether managers in Luzira Upper Prison provide meals to employees during working hours, the study revealed that of the total respondents, 18.9% of the respondents agreed while 77% disagreed and 4.1% were not sure. The rating was confirmed by a mean value of 2.05 and a small standard deviation of 1.217 indicates that views were not so dispersed. 
Further interview with the Officer-in-Charge revealed,

“Although meals are not given provided during working hours, Luzira Upper Prisons staff get food stuff quarterly i.e. 120 kilograms of posho and 40 kilograms of beans and 2-4kilograms of meat per staff. This meant to allow them concentrate on their work without worrying about their family’s welfare” Key informant D, 8th, November, 2018. 

This means employees in Luzira Upper Prison are not provided with meals during working hours though they get quarterly food stuff.
The different statistics implies managers in Luzira Upper Prison do not provide meals to employees during working hours.
In order to find out whether the meals provided allows employees to concentrate on work, respondents were asked to state the extent to which they concurred with the above. 31.3% of the respondents agreed that the meals provided allow employees to concentrate on work while 44.8% disagreed and 23.9% were not sure. Mean value 2.76 shows most respondents disagreed to the question while a small standard deviation of 1.212 points that respondents’ views were closely the same. 

In determining whether managers in Luzira Upper Prison pays for the extra time of work, the study revealed that of the total respondents, 60.4% of the respondents disagreed while 28.2% agreed and 11.4% were not sure. A fair mean value of 2.40 and a small standard deviation of 1.395 confirm agreement with the statement. This implies that respondents disagreed to the question that managers in Luzira Upper Prison pays for the extra time of work. 
In an interview with Assistant Superintendent of Prisons In-Charge Labour,

“Staff of Uganda Prisons Service, Upper Prison inclusive is expected to be on duty 24 hours as per Standing Orders Part I. Payment for the extra time work is not budgeted for except allowances for outside work done” (Key informant J, 8th, November 2018). 

This means employees of Luzira Upper Prisons are not paid for the extra time work except allowances for outside work done.
The different statistics implies managers in Luzira Upper Prison do not pay for the extra time of work.
In order to find out whether extra time paid increase employee productivity, respondents were asked to state the extent to which they assented to the above. 56.2% of the respondents agreed that extra time paid increase employee productivity while 13.6% disagreed, and 30.2% were not sure. This good rating as confirmed by a mean value of 3.49 means that respondents generally agreed to the statement put to them and a small standard deviation of 1.105 indicates that views were not so dispersed. 
In determining whether the institution offers education scholarship for good performance, the study revealed that of the total respondents, 54.3% of the respondents agreed while 15.2% disagreed and 30.5% were not sure. Mean value of 3.47 shows that most respondents agreed to the question while a small standard deviation of 1.025 points that respondents’ views were closely the same.
This was further supported in the interviews as Officer-in- Charge Upper Prison said,

“Staff are always identified on merit and good performance to go for courses such as command and leadership course, post graduate administration, master’s in public administration and human resource management in public among other courses. 01 staff in Luzira Upper Prison is currently undertaking studies in Bugema University sponsored by Uganda Prisons Service” (Key Informant D,8th, November 2018). 

This means staff of Luzira Upper Prison are offered education scholarship for good performance.
The different statistics implies the institution offers education scholarship for good performance. 
In order to find out whether education scholarship improves effectiveness and the efficiency of employees, respondents were asked to state the extent to which they concurred with the above. 49.2% of the respondents agreed that education scholarship improve effectiveness and the efficiency of employees while 37.2% disagreed and 12.6% were not sure. This rating was confirmed by a mean value of 3.25 and a standard deviation of 1.487 hence showing similarity in views expressed by respondents that education scholarship improves effectiveness and the efficiency of employees. 
In determining whether education assistance motivate employees to remain in the service, the study revealed that of the total respondents, 27.2% of the respondents agreed while 55.9% disagreed and 16.9% were not sure. Mean value of 2.58 shows that most respondents disagreed to the statement that education assistance motivate employees to remain in the service and a standard deviation of 1.319 points that respondents’ views were closely the same. 
4.4.3.2: Correlations results for relationship between fringe benefits and employee performance in Luzira Upper Prison
To establish whether there is a significant relationship between fringe benefits and employee performance a correlation was computed, examined and interpreted using Pearson product moment correlation coefficient. The results are detailed in the Table 13. 

Table 13: Correlation between fringe benefits and employee performance in Luzira Upper Prison

 Correlation 

	
	
	Fringe benefits
	Employee performance

	Fringe benefits
	Pearson Correlation
	1
	.971’’

	
	Sig. (2-tailed)
	
	.000

	
	N
	96
	96

	Employee performance
	Pearson Correlation
	.971’’
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	96
	96


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

Source: Field Primary data


From table 13 above it is indicated that there is a statistically significant positive correlation between fringe benefits and employee performance in Luzira Upper Prison (r =.000, P<0.01). The study therefore confirmed the hypothesis that there is a significant relationship between fringe benefits and employee performance. The implication of the findings above shows that the more fringe benefits for staff, the better the performance of the staff becomes. Thus, the management of Uganda prisons Service should continue considering enhancing fringe benefits for staff at Luzira Upper Prison in order to motivate staff to work towards realization of the expected standards of work performance.
4.4.3.3 Regression analysis results for relationship between fringe benefits and employee performance
Further analysis was conducted using regression to determine the relationship of the independent variable on employee performance. Regression analysis is employed and the results of each independent variable with fringe benefits are summarized in the table below.

Table 14: Fringe benefits and employee performance

Model summary

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

	1
	.971a
	.943
	.942
	.282


a. Predictors: (Constant), Fringe benefits

Source: Field Primary data

From the summary in table 14 above, adjusted R Square value = 0.942 between fringe benefits and employee performance in Luzira Upper Prisons, which is suggesting that fringe benefits alone predicted 94.2% of the variance in employee performance and the 5.8% can be explained by other factors.
Table 15: Summary of overall regression analysis

Coefficients a 

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.012
	.050
	
	-.239
	.812

	
	Financial rewards
	-.284
	.057
	-.309
	-4.979
	.000

	
	Recognitions
	.917
	.064
	.920
	14.303
	.000

	
	Fringe benefits
	.377
	.107
	.371
	3.536
	.001


a. Dependent Variable: Employee performance

From the table 15 above, it shows that, with a unit change of independent variable (rewards systems), it results in 1.01 of the dependent variables (financial rewards, recognitions and fringe benefits). This shows that, there is a positive significant relationship meaning an increase in rewards systems will greatly influence employee performance in Luzira Upper Prisons.

Table 16: Overall Model summary

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

	1
	.994a
	.988
	.988
	.130


a. Predictors: (Constant), Financial rewards, Recognitions, Fringe benefits
The regression Table 16 above represents the overall regression results between the independent variable and the dependent variable. The model summary reveals that correlation coefficient (R) using the predicators financial rewards, recognitions and fringe benefits are .994 R square and adjusted R Square is .988.

This implies that only 98.8% (.988*100%) variation in employee performance can be explained by financial rewards, recognitions and fringe benefits while the remaining of the variations can be explained by other factors.
This chapter was concerned with analyzing, presenting and interpreting data got from respondents in Luzira Upper Prisons, Kampala, Uganda objective by objective. From the above analysis, it gives the conclusion that, reward system: financial rewards, recognitions and fringe benefits were found to have a significant positive relationship on employee performance. The next proceeding chapter looked at summary, conclusions, discussions and recommendations.
CHAPTER FIVE

SUMMARY OF FINDINGS, DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter presents the summaries of the findings, discussions, conclusions derived from the findings and recommendations that arose from the hypotheses of the study and that will help in improving staff performance in Luzira Upper Prison. Based on the findings of the study, areas for further study are also suggested. This chapter is presented in sections that include summary, discussions, conclusions and recommendations as below. The study set out to examine the following; 
5.2 Summary of findings

This research was carried out to answer certain research question. An analysis of the data collected on the relationship of reward systems between employee’s performances in Luzira Upper Prison is carried out in detail below in a bid to answer each research question. 
5.2.1 The relationship between financial rewards and employee performance 

The responses of the respondents on the relationship between financial rewards and employee performance are captured in chapter four above and an analysis of the same follows. 

An analysis of the findings revealed that there was a statistically significant positive correlation between financial rewards and employee performance in Luzira Upper Prison (r = .000, P<0.01). This implies that financial rewards have a significant positive influence on employee performance in Luzira Upper Prison. The results in Table 6 also revealed a mean of 2.682 indicating that most respondents disagreed to items that were on the questionnaire while a standard deviation of 1.3264 reflects how there were no much variations on the views of the respondents about financial rewards and employee performance. 
5.2.2 The relationship between recognitions and employee performance 

Analysis below summarizes the data collected on recognitions and employee performance provided in Luzira Upper Prison and revealed that there is a statistically significant positive correlation between recognitions and employee performance (r =.007, P< 0.01). These results indicate that recognitions have a significant positive relationship on employee performance. The results also revealed a mean of 3.376 indicating that most respondents agreed to the items that were on the questionnaire while a small standard deviation of 1.218 reflects how there were no big variations on the views of the respondents about the relationship between recognitions and employee performance in Luzira Upper Prison.
5.2.3 The relationship between fringe benefits and employee performance 

The study indicated that there is a statistically significant positive correlation between fringe benefits and employee performance in Luzira Upper Prison (r =.001, P<0.01). This means that fringe benefits have a positive correlation i.e. contributes positively to employee performance in Luzira Upper Prison. The results also revealed a mean of 3.065 indicating that most respondents agreed to the items that were on the questionnaire while a standard deviation of 1.2306 reflects how there were no much variations on the views of the respondents about fringe benefits and employee performance.
5.3 Discussion of the findings

5.3.1 The relationship between financial rewards and employee performance in Luzira Upper Prison. 
From the findings of this study, there is a significant positive relationship between financial rewards and employee performance. The findings corroborate with Lambert, Hogan, Balton, and Lubbock (2001) argument that financial rewards have a significant impact on job performance. According to Cox (2002), money is important because of the things it can buy and it also symbolizes an employee worth. Maslow (1943) supported this argument saying that salary is one of the basic needs for employees to be satisfied with their work. This is supported by instrumentality theory which states that employees work for specific instruments (Berridge, 2001). However, according to Noe (2007), poorly designed pay system can result in problems in areas such as turnover and low morale. 

Burton (2012) argues that although salaries and wages significantly enhance employee performance, the effect is usually measured on low cadre employees and rarely on mid-level to top level management to whom salaries are no longer a motivator for performance. 
5.3.2 The relationship between recognition and employee performance in Luzira Upper Prison. 

The findings indicated that there is a significant positive relationship between recognitions and employee performance in Luzira Upper Prison. This finding was consistent with Hafiza et al., (2011) that stated that recognition is a significant motivator to performance since it not only enhances employees’ impetus to good performance but also enhances employee management relationship. This was in line with equity theory which states that, people work well when they look at what they receive for the effort they have made.

Wang (2014) also confirm that recognition is an intrinsic motivation that is essential in driving employees to feel valued. Danish and Uthman (2010) maintain that employees take recognition as their feelings of value and appreciation and this boosts employee morale which ultimately increases productivity in organizations. Flynn (1998) further asserts that rewards and recognition programs keep high sprit among employees, boost up their morale. Baron (1983) confirmed it by saying that employees recognized and acknowledged in terms of their identification and working capacity their performance is very high. 
5.3.3: The relationship between fringe benefits and employee performance in Luzira Upper Prison. 
 The findings indicated that there is a significant positive relationship between fringe benefits and employee performance in Luzira Upper Prison. The findings are in agreement with the Expectancy theory that holds that in any given situation, the greater the number and variety of rewards that are available to employees, the greater is the probability that extra effort will be exerted in attaining the set goals or targets in the hope of getting the desired rewards (Boddy, 2008). Maicibi (2003) agrees with this that employees expect rewards or outcomes to be broadly proportional to their effort. 
Mathis and Jackson (2003) continue to state that an employer that provides a more attractive benefits package often enjoys an advantage over other employers in hiring and retaining qualified employees when the competing firms offered similar base pay.

According to Monappa (1999), the common examples of fringe benefits given as a result of being an employee of an organization are in the form of hardship allowance in remote area, house rent allowance, medical benefits, provident funds, gratuity funds, pension funds, leave with pay, education allowance, and company cars among others and they are provided to motivate the workers and retain them for organizational efficiency and effectiveness. Melnikas (1998) considers that more attention should be focused on the benefits and costs of housing, i.e. having the housing comfortable, convenient and appropriate can enable employees to be at ease at the place of work and concentrate in the delivery of quality services. 
Blomstrom (1964) asserts that fringe benefit plans should be operated in such a way that employees take pride in them. He stated: "Pride in the plan helps in building employee loyalty, quality service delivery and efficiency”. 

5.4. Conclusions
The following conclusions were drawn from the study findings objective by objective. 
5.4.1 The relationship between financial rewards and employee performance in Luzira Upper Prison. 

The findings revealed that financial rewards had a positive significant relationship on employee performance in Luzira Upper Prison. Therefore, the researcher concluded that financial rewards positively relate to employee performance but it is also imperative to identify financial rewards issues like making employees’ salary and wages competitive and enough compare to similar jobs in other organizations in order to motivate employees to perform effectively and efficiently. Having rewards systems that influence employee performance will help to enhance employee performance. 
5.4.2 The relationship between recognition and employee performance in Luzira Upper Prison. 
The research revealed positive significant positive relationship that recognitions have on employee performance. The researcher therefore concluded that recognitions are a central ingredient of employee performance since it motives employees to perform well. There are however some key learnings to note which included, recognition of employees by way of praise and having fair promotion based on performance. 
5.4.3 The relationship between fringe benefits and employee performance in Luzira Upper Prison.  

The study revealed a statistically significant positive correlation between fringe benefits and employee performance in Luzira Upper Prison. The researcher therefore concluded that, fringe benefits positively influence employee performance. However, the issue of offering houses at Luzira to all employees, providing meals to employees during working hours and expansion of education scholarship by the institution needs to be addressed in order to improve the effectiveness and the efficiency of employees.

5.5 Recommendations

The following recommendations have been suggested basing on the findings and conclusions drawn from the study. 
5.5.1 The relationship between financial rewards and employee performance in Luzira Upper Prison. 

Luzira Upper Prisons management should pay their employees salary/wages which is adequate and competitive compared to similar jobs in other organizations since the study finding show that financial rewards is able to account for 85.1% of the variability in employee performance. 
5.5.2 The relationship between recognition and employee performance in Luzira Upper Prison. 
Luzira Upper Prison management should always recognize staff performance by way of praise. Promotion should be fair and based on performance because its motive employees to perform well since the study findings show that recognitions is able to account for 98.5% of the variability in employee performance. 
5.5.The relationship between fringe benefits and employee performance in Luzira Upper Prison. 
Luzira Upper Prisons managers should offer houses to all employees since it is found that it enhances their performance. They should provide meals to employees during working hours and the institution should expand education scholarship to enhance the effectiveness and the efficiency of employees since the study findings show that fringe benefits is able to account for 94.2% of the variability in employee performance.

5.6. Areas for further research
Due to resource limitations namely time and finance, the study was restricted to reward systems as a possible variable with a relationship on employee performance at Luzira Upper Prison. There is need for investigation on other factors (Not driven by financial rewards, recognitions and fringe benefits) that influence employee performance in other prisons other than Luzira Upper Prison since reward systems only account for 98.8% contributions on employee performance and the unknown factors account for 1.2% basing on the findings. In addition to practical implications, the study also contributed to existing literature.
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APPENDICES

Appendix i: Questionnaire on reward systems and employee performance at Luzira Upper Prison

Dear Respondent, 

The researcher is a student of Master of Public Administration at Uganda Management Institute (UMI), Kampala, Uganda. He is undertaking a research to generate data and information on “Reward systems and employee Performance in Luzira Upper Prison”. The information you will provide is entirely for academic purposes and will be treated with utmost confidentiality. Your name and address are not required for this purpose to ensure confidentiality. Thank you for your cooperation. 

SECTION A.
BACKGROUND INFORMATION
Please circle the appropriate response against your choice and fill in the relevant black spaces below

1. What is your sex?              (1)     Male             ( 2)  Female

2.  What is your age group?
  (1)   21-30 years       (2) 31- 40 years    (3) 41 – 50  (4)   51 and above.  

3.   What is your length of service within Luzira Upper Prison?

      (1)  Less than 2 years    (2)    2-5 years    (3)   6-9 years   (4) 10 and above years.

5. What is your highest education level?
  

(1) Postgraduate Diploma (2)   Bachelor’s Degree (3) Diploma (4) Certificate

5) None of the above     
6.   What is your job title?  

SECTION B:

 THE INDEPENDENT VARIABLE: REWARD SYSTEMS
i) Financial rewards

In this section please tick in the box that corresponds to your opinion/view according to a scale of 1 = Strongly Disagree, 2 = Disagree, 3 = Not Sure, 4 = Agree, 5 = Strongly Agree
	No
	Statement
	1
	2
	3
	4
	5

	1.
	I am fairly paid for the work I do
	
	
	
	
	

	2.
	My pay is competitive compared to similar jobs in other organizations.
	
	
	
	
	

	3.
	The salary/wages I receive is enough.
	
	
	
	
	

	4.
	My salary/wages motivate me to perform well.
	
	
	
	
	

	5.
	My pay is the significant factor in my decision to perform effectively and efficiently.
	
	
	
	
	


ii)  Recognitions

In this section please tick in the box that corresponds to your opinion/view according to a scale of 1 = Strongly Disagree, 2 = Disagree, 3 = Not Sure, 4 = Agree, 5 = Strongly Agree
	No
	Statement
	1
	2
	3
	4
	5

	1.
	I get recognition for my performance at Luzira Upper Prison
	
	
	
	
	

	2.
	I get appropriate recognition when I have done something extra ordinary.
	
	
	
	
	

	3.
	Leadership in Luzira Upper Prison appreciates employee effort when tasks are accomplished.
	
	
	
	
	

	4.
	I receive praise and recognition for my performance.
	
	
	
	
	

	5.
	Expression of thanks and appreciation are common in my unit/department.
	
	
	
	
	

	6.
	I am always given day off as a reward for good performance.
	
	
	
	
	

	7.
	The Institution rewards their employees with promotion for their good performance.
	
	
	
	
	

	8.
	Promotion is fair and based on performance.
	
	
	
	
	

	9.
	The recognition for performance in Luzira Upper motivates employee to work effectively and efficiently.
	
	
	
	
	


iii) Fringe benefits
In this section please tick in the box that corresponds to your opinion/view according to a scale of 1 = Strongly Disagree, 2 = Disagree, 3 = Not Sure, 4 = Agree, 5 = Strongly Agree
	No
	Statement
	1
	2
	3
	4
	5

	1.
	Managers offers fringe benefits to improve employee performance in Luzira Upper Prison
	
	
	
	
	

	2.
	Houses at Luzira are offered to all employees to enhance their performance.
	
	
	
	
	

	3.
	Better accommodations enhance employee performance in Luzira Upper Prison.
	
	
	
	
	

	4.
	Managers in Luzira Upper Prison provide meals to employees during working hours
	
	
	
	
	

	5.
	The meals provided allows employees to concentrate on work
	
	
	
	
	

	6.
	Managers in Luzira Upper Prison pays for the extra time of work
	
	
	
	
	

	7.
	Extra time paid increase employee productivity
	
	
	
	
	

	8.
	The institution offers education scholarship for good performance.
	
	
	
	
	

	9.
	Education scholarship improve effectiveness and the efficiency of employees
	
	
	
	
	

	10.
	Education assistance motivate employees to remain in the service
	
	
	
	
	


SECTION C: DEPENDENT VARIABLE: EMPLOYEE PERFORMANCE
In this section please tick in the box that corresponds to your opinion/view according to a scale of 1 = Strongly Disagree, 2 = Disagree, 3 = Not Sure, 4 = Agree, 5 = Strongly Agree
	No
	Statement
	1
	2
	3
	4
	5

	1.
	Managers offers fringe benefits to improve employee performance in Luzira Upper Prison
	
	
	
	
	

	2.
	Houses at Luzira are offered to all employees to enhance their performance.
	
	
	
	
	

	3.
	Better accommodations enhance employee performance in Luzira Upper Prison.
	
	
	
	
	

	4.
	Managers in Luzira Upper Prison provide meals to employees during working hours
	
	
	
	
	

	5.
	The meals provided allows employees to concentrate on work
	
	
	
	
	

	6.
	Managers in Luzira Upper Prison pays for the extra time of work
	
	
	
	
	

	7.
	Extra time paid increase employee productivity
	
	
	
	
	

	8.
	The institution offers education scholarship for good performance.
	
	
	
	
	

	9.
	Education scholarship improve effectiveness and the efficiency of employees
	
	
	
	
	

	10.
	Education assistance motivate employees to remain in the service
	
	
	
	
	


I sincerely thank you for your time and cooperation. I request that you check to ensure that all questions are answered.

Thank you.

Yours Sincerely,

Ahimbisibwe Ben Nyanzi Nicomedie

Researcher/Student 

Uganda Management Institute
Appendix ii: Interview guide for inspectorate, Head of Research, In- Charge Planning, In-Charge Staff and Counseling, officer in-charge and Deputy Officer in-Charge, Senior Officers and In-charge sections.
i. How do you gauge your employees’ performance?

ii. What can be done to enhance employee performance?

iii. Is there any influence of reward systems on employee performance?

iv. What motivates the employees in Luzira Upper Prison to work harder?

v. How are employees rewarded for their outstanding performance in this Luzira Upper Prison?

vi. How are employees selected for Rewards?

vii. What reward management policies are used at this prison?
Viii What do you feel can be added to the current reward systems at this Luzira Upper Prison? 
ix. Do you think there is equal treatment of staff when it comes to Rewards in terms of payments,       recognition and fringe benefits?
Appendix: iii documentary review data collection check list
1. Salary structure, (2018/19)
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