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ABSTRACT 

The study was entitled "Reward Systems and Employee Perfom1ance in Uganda Police, a case of 

Po li ce Headqua11ers- aguru, Kampala". This study examined the relationship between the 

independent and dependent variables. This was init iated because, despite efforts by the 

go ,·crn mcnt of Uganda through the managers in police to invest in developing its employees, 

im prove their moral and knowledge base, through remunerations such as good pay and other 

11011-lllOI1e tary rewards, there is still decreasing employee perfonnance, slow speed of service, 

laxity in job accomplishment and inefficiency of service in the Uganda police force. The guiding 

objec ti , ·cs of the study were to: examine the extent to which payment influences job 

accompli shment ; assess the effectiveness of promotions on the quality of services delivery and 

c\·aluatc the ex tent to which employee career advancement influence the quality of services 

dc li \ 'Cred in Uganda police. This study adopted a cross sectional survey design, in which both 

qualitati , ·e and quantitative data was u~ed. The study population comprised of accessible 150 
employees according to police force (Uganda) and a sample si ze of 132 respondents was selected 

n·om top management, middle level and junior officers. The key findings were: there was a 

negative corre lation between payments and job accomplishment ( -0.359). This meant that 

payments did not influence job accomplishment in Uganda police force. The study indicated a 

positi,·c correlation betw een promotions and service quality to be 0.372. Promotions were so 

important in the bid to improve quality of service deli very. Any improvements in the criteria of 

a\\'ardin g promotions could lead to substantial improvement in the quality of service delivery. 

The study finall y showed a linear relationship between employee career advancement and 

scn ·icc quality with an overall , R square value of .374. This led to a conclusion that employee 

career advancement contributed 0.374 variations in service quality. Thus any improvem ents in 

the above promotions and career advancement would lead to 37.4% improvements in service 

qualit y. Thi s again means that there is a multiplicity of factors other than rewards that are 

responsible for service quali ty in Uganda police force and should therefore be attended to. The 

study recommends that there should be a well streamlined payment system; alignment between 

payments and job accomplishment; use of a mix of financial and non-financial rewards; officers 

sho uld be gi ven chance to indicate how best they should be rewarded; employees shou ld be 

C\ aluate and appraised periodical ly to ensure that any improvements in performance are 

rc\\'arded; po lice needs to be sensitized in 'order to realize that thei r work should not be based on 

pay onl y. 
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1.0 Introduction 

CHAPTER ONE 

INTRODUCTION 

This stud y examined the relationship between rewards and employee per formance in a public 

sector service organization using Uganda Police Force headquarters as a case study. Employee 

performance was taken as a dependent variab le and rewards were taken as the independent 

,·ariablc. In the independent variab le, rewards represented three dimens ions which were pay, 

promot ion and career advancement. 

1.1 Background to the Study 

Human resource provides a basis for an organization to achieve sustainab le competitive 

ad,·antage. Organizations are operating in a dynamic and competitive business environment, thus 

they need to develop strategies to acq uire and retain the competent workforce. Human asset is 

considered to be the most important asset of an organization and in order to get the efficient and 

crfccti ve result from human resource, motivation is necessary (Zaman , 20 11 ). Many approaches 

suc h as goa l setting approaches, measurement and feed back approach, job des ign approach and 

rc\\'arcl and recognition approach have been developed and adopted in the world with the aim of 

increasing employee performance. On the other hand Hafi za et a l. (201 1) indicated that working 

cond itions, worker and employer relationships, training and deve lopment, job security and 

compan ies overa ll poli cies and procedures for rewarding employee have an impact on employee 

performance. 



IIO\\eYer a large number of researches such as; Pratheepkanth , (20 11 ) & Zaman (2011) noted 

that reward systems cause satisfaction of employees which directly influences their performance. 

According to Perry (2006) , rewards refer to all f01ms of financial returns and tangible services 

and bene fits an employee receives as part of an employment relati onship. "Reward is the benefi t 

that arises from performing a task, rendering a service or discharging a responsibility", Zaman 

( 20 I 1 ). Rewards can be categorized into two broad areas, namely extrinsic rewards and intrinsic 

re\\'ards. Extrins ic rewards are usuall y financial or tangible rewards which include pay, 

promotion, interpersonal rewards, bonuses and benefits (Zaman, 20 II ). Perry (2006) defined 

intrinsic rewa rds as the psychological reward that is experi enced directly by an employee. The 

aim of this paper was to identify the relationship between extrinsic rewards, intrinsic reward and 

employee performance of a public sector organization in Uganda. 

Aji Ia and Abio la (2009) suggest that reward package can influence employee performance. 

Based on their findings they concluded that reward systems help to increase employee 

performance by enhancing employee ski lls, knowledge and abilities in order to achieve 

organ izat ional objectives. According to the Allen and Kilmann (2001), reward practices play a 

, ·i ta! role in improving employee perfom1ance and to achieve organizationa l goals. As mentioned 

ea rli er, many researchers identi fied that employee rewards directly attach to employee 

per formance. If organi zation fails to reward employees, it wi ll directly affect or decrease 

employee performance and an efficient reward system can be a good moti vator but an inefficient 

re\\'a rd system will demoti vate the employees and this w ill in turn lead to low performance, 

internal conflicts, absenteeism, high turnover, lack of commitment and loyalty, lateness and 

increased number of gri evances (Eisenberger, 2011). Therefore, organization needs to develop 
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strategic reward system for employees in order to retain competent employees which will result 

into obta ining susta inable competitive advantage. 

In the context of the study, Today, Uganda Police derives its powers and mandate from the 1995 

Constitution under ar1icle 211 , 212 and the Police Act. Uganda Police mandates include: Protect 

I i fe and property, Preserve law and order Prevent and detect crimes and Community Policing. 

there is one Police officer, serves 863 people, a ratio which is too far below the required 

international standards. This means that the police force is understaffed and therefore 

O\'Crworkccl. Such heavy workload requires enough motivation to sustain performance. 

L'nfortunate ly, the police force is one of the worst paid institutions in the country and this has 

had a big tol l on the perf01mance standards, (Nangobi, 2014). angobi (2014) noted that crime 

had gone up four times because of the inadequate personnel needed for community policing and 

thus an indicato r of poor perfom1ance. The root cause however seems to be poor pay while 

potential recruits shun the police as a means of survival (employment) and those w ithin the force 

do not give their best as they are poorly rewarded. This caused the need for further investigations 

to , ·erify the extent to which reward system s retarded performance of the po lice force. 

1.2 Statement of the Problem 

It is a \\'CI I-known fact and clear to most authors (Nangobi, 2014; E isenberger,2011; Allen and 

l(i lmann200 I ),that rewards in terms of pay bonus, benefits, promotions, recognition, career 

ach"anccment, responsibility and leaming ·oppot1unity result into good employee performance in 

terms of employee perfonnance, job accomplishment, speed of service, efficiency of service 
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and Quality of Service. Good performance is a lso regulated by personal traits of employees, 

Employee ex pectations and Inter-organization comparisons. 

In an effo rt to attract and retain the best workforce, the government of Uganda throu gh the 

managers in the police force has invested in developing its em ployees; improve thei r morale and 

the kno\\'l edge base through remunerations such as good pay, and other non-monetary rewards . 

Th is is ev ident in a special media publication by Wallmark Limited (2014) which revealed that 

the current government manifesto recognized the achievements of Uganda Police Force in the 

fields of administration, infrastructure development, transp011 and equipment, human resource 

de,·e lopment and personne l wei fare . This publication further reveals that this was intended to 

conso lidate and build these achievements to move the police force forward as a way of 

maintaining law and order in the Country. 

llowever, it's mysterious to note that perfom1ance of the Uganda police force has not seen major 

improvements despite the existence of such reward systems. This has mani fested itself in the 

dec reasing employee perform ance, slow speed of service, laxity in job accomplishment and 

ineffic iency in service delivery. Wall Mark Ltd (20 14), cwTently the Po lice strength stands at 

-+ 1.000 personnel against the estimated population of 35.4 million, which means that l Police 

orficer. ser\'eS 863 people against the UN recommended ration of l :500. 

Thus, if the issues of reward are not addressed 111 time, they could result into a devastating 

situation of the police in tem1s ofperformance. 

It is this si tuation that set the researcher in motion to do a thorough investigation and examine 

the relationship between the reward system s and employee performance in the Uganda Police. 
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1.3 General Objective 

To examine the ex tent to which reward systems influence employee performance in the Uganda 

Po li ce. 

1.4 Re earch Objectives 

1. To examine the extent to which payments influences job accomplishment in the Uganda 

police. 

ii. To assess the effectiveness of promotion on tl1e quality of service delivery in tl1e Uganda 

police. 

111. To evaluate the extent to wh ich .employee career advancement influences the quality of 

sen·ices delivery in Uganda Poli ce. 

1.5 Research Question 

1. To what ex tent does payment influence job accomplishment in the Uganda police? 

11. What is the relationship between promotion and quality of service del ivery in the Uganda 

police? 

iii. Hovv does en1ployee career advancetnent infl uence the quality of service delivery 1n 

Uganda Police? 

1.6 Scope of the Study 

The scope of the study was categorized under subject content, geographical location and time 

frame. 
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I .6. I C ontent Scope 

There are numerous fac tors that are likely to infl uence the employee performance, but this 

research study focused on different types of rewards, both monetary and non-monetary. The 

monetary rewards include pay in fonn of salary, wages, bonuses and allow ances . The non-

monetary rewards included promotions and employee career advancement. Both monetary and 

non-monetary rewards constituted to independent va1i ables. T he employee performance in form 

of job accompli shment and quality of service deli very in Uganda police were the dependent 

,·ariables. 

I .6.2 Geographical Scope 

The sltldy was a case study research which was conducted at Uganda Police Headquarters, 

~a guru. 

I .6.3 T ime Scope 

T he study covered a specific time period_ from 2010 to 2014 for a period of 5 years in which 

Uganda Po lice had serious issues of perfom1ance. 

1. 7 S ignificance oftb e Study 

The content and results of thi s study will be important to the Uganda police fo rce and other 

stakeholders who recognize employees as a vital human resource that need to be harnessed and 

de,·e loped. 

It '' ill also expose the weaknesses of the area o f study thus, servmg as a mmor for self-

asses ment of managers and employees' performance. Thi s w ill also provide needed criticism to 

serve as a wakeup ca ll for improvement and offer advice on restructuring of the organization if 

need be. 
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1.8 Conceptual Framework 

f\ ncr a careful study of the variables, the following conceptual model was fotmulated to 

illustrate the relationship between the reward systems and employee performance. 

Figu re 4.1: C onceptual Framework 

INDEPENDENT VARIABLE (IV) DEPENDENT VARIABLE (DV) 

Reward Systems Employee Performance 

• Pay 
• Promotions 

• Job Accomplislm1ent 
• Quality of service delivery 

• Career Advancement 

INTERVENING VARIABLE 

• Personal traits of emp loyees 

Source: (Researcher}, A dapted from, Zaman, (2011); Hashim,( 2011) and modified by tlze 

researcher 

The study was guided by various concepts likely to affect employee perfonnance in Uganda 

police developed into a conceptual fram ework which showed the re lationshi p between the 

idcn ti ficd \'ariables. lt presented the linkage between variables and how they affect employee 

performance. 

From the conceptual frame work, it was clear that rewards are most likely to innuence employee 

performance. Th is was because rewards play a v ital role in the li fe of an employee as his/her stay 
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depends entire ly on it once employees are not motivated at workplace, their performance IS 

likely to reduce. 

There \\'as also a relationsh ip between staff training and development and employee 

pcrfot111ance. According to David (1986), argues that training helps employees to learn jobs 

quickly. effectively thus improving their performance at work, help attract good workers and 

creates an attitude more receptive to coping with change. Training is looked at as an important 

moti,·ator contributing to performance in the organizati ons. 

The relationship between the independent variable and dependent variable was moderated by the 

personal traits of employee. Reward systems in form of pay, promotions and career advancement 

ha,·c been identified as the independent variable (IV), while employee performance in form of 

job accomplishment and quality service delivery as dependent variable (DV) 
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1.9 Defini tion of Key T erms 

Reward S~·stems 

Reward systems are outcomes or events m the organization that satisfy work related needs. 

Rc\\'ards systems are much more than bonus plans and stock options. They often include intrinsic 

incenti ves and extrinsic types like promotions and re-assignment. 

Emp loyee Performance 

IVIington and Hall (2003), define employee performance as the mode of conduct or behavior. 

Z uhail (20 I 0), defines employee ·performance as the functi oning and presentation of the 

employee. Therefore, the more good perfonnance wou ld be the better ranking the employee 

'' ould get in the company. Kakuru (2005), emphasized that employee performance is looked at 

interms ol competiti ve performance, qual ity of service, feasibi lity sources, utilization and 

an notation. 

Sa laries and \Vages 

Money has been the major mechanism for rewarding performance but very little is known about 

how it works. To understand how money modifies performance, the preference or taste of the 

person being rewarded must be known or understood and tllis makes it a challenge for most 

managers. Money cannot be a powerful motivator, when employees cannot see a connection 

bct\\'een performance and merit increases. To make this clear in the minds of employees, a well 

des igned appraisal system should be adopted. The clarity does not just happen; managers must 

"ork hard at communicating the performance - financial reward connection, (Lawler, 1988). 
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Bonus Plans 

Bonus plans arc very essential part of reward systems in an organization. This is so because they 

arc related to the current performance of employees as it is an extra amount of money added to 

an employees' pay. These bonus plans are initi ated in order to enhance performance and 

errecti,·eness or employees on thei r job. 

Fringe Benefits 

Bene fits are the programs an employer uses to supplement the cash compensation that employees 

recei,·e. These programs are designed to protect the employee and his/her family from financial 

risk and these include pensions, s ick pay, insurance cover, company cars and annual holidays. 

The major financia l fringe benefits in many organ izations are the pension plan. For most 

employees, opportun ity to participate in the pension plan is a valued reward. 

Promotion 

Promoti ons for employees do not happen often, if you are given promotion in your job, you are 

gi' en a more important job or rank in the organ ization that you work for. Cri teria used are 

most ly performance and seniority and if perfom1ance can be accurately assessed, it is often given 

s ignifi cant weight in promotion reward allocation. Extrinsic rewards are predominantly used by 

most organi Lations; others use intrinsic rewards or non-financial rewards which include personal 

growth. respons ibil ity and completion of task, achievement of goals, and employee autonomy 

o, ·er job. 
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2.1 Introdu ction 

CHAPTER TWO 

LITERATURE REVIEW 

The chapter focuses on the review of literature related to the subject of the study on the key 

concepts and variables identified in the conceptual frame work . T his covers the theoretical 

r'C,·ie'' and examines the theories essent,ial for an understanding of the relationship between 

rewards in fonn of pay, promotion and employee career advancement as independent variables 

and employee perfonnance in fonn of job accomplishment and quality of service del ivery. 

This is done in accordance with the objectives of the study. 

2.2 Theoretical review 

There arc many theories on motivation but Herzberg two factor theory was used fo r the purpose 

of this stud y on employee perfom1ance. 

\lugenda and Mugenda (2003) defines a theory as a system explaining phenomena by stating 

contracts and laws that inter-relate these constructs to each other. This study on the re lationship 

bet,,·een rewards in fonn of pay promotion and career advancement and employee performance 

based on Herzberg's motivation hygiene theory developed in 1957 as cited in Am1strong (1 998). 

ll crzbcrg was principally interested in job satisfaction. In hi s analysis, he wanted to know which 

job facto rs created feelings of satisfaction within employees and which created dissatisfaction. 

Acco rding to Herzberg the factors that produced satisfaction are motivators and those that 

produce di ssatisfaction were labeled as hygiene factors. 
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ll crzbcrg' s two factor theory has been chosen in order to see how different rewards can work as 

a moti,·ato r leading to satisfaction when present or as a hygiene factor leading to dissatisfaction 

among employees when they are not present. 

The most frequen t occurring motivators were; achievement, recognition , the work itself, 

responsibil ity, advancement and promotion. To him, the motivators create satisfaction by 

fulfilli ng individual 's needs and personal growth. 

The hygiene factor include: Company policy and administration, supervtswn, salary, 

interpersona l relations, working conditions and job security. 

To Her7berg, the two dimensions work hand in hand in such a way that once the hygiene areas 

arc add ressed, the motivators will promote job satisfaction and encourage perfom1ance. 

In general, basing on Herzberg ' s contentions that a job should have sufficient challenges to 

utili ze the fu ll ability of the worker. Workers who demonstrate increasing leve ls of ability should 

be given more responsib ility and that if a job designed cannot use the full abilit ies of an 

employee. then the organization should consider automating the task or replacing the worker 

'' ith lower level of skills for the job. 

In short. the main implication ofthis theory is that for employee to be truly satisfied and perform 

above minimum standards, motivators have to be built into the job. Intrinsic I motivator factors 

<m.: based on the individuals need for personal growth which results into employee perfom1ance, 

motivators create j ob satisfaction. Both of these factors are important in explaining employee 

moti,·ation. ln order to motivate and improve on employees' perfom1ance, the company must 

enrich the content of work that it asks its employees to do. Armstrong ( 1996). 

There has been disagreement among the recent researchers, whether the two factor theory 

actual ly is in reality or not. According to Dubrin (2002), he noted a problem with Herzberg 
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theory in the some employees show no interest in such motivators as opportunity for growth and 

advancement but may be interested in others. 

However, despite the criticism cited, the theory is still instrumental in explaining the relationship 

between motivation I satisfaction and employees' perfonnance in organizations. Dubrin (2002). 

2.2 .1 Concept of Reward System and Performance 

Reward systems in an organization can either be intrinsic or extrinsic. 

F:xtrin sic rewa rd systems 

This is also known as financial re:"'ards. These include salaries, bonuses, allowances and 

benefi ts. lt is a well known fact that, rewards are linked with perfonnance of employees in any 

organization . 

Thi s is because employees are generally rewarded on the basis of the value of the job, their 

Personal contribution and performance. According to Victor Vroom 's Expectancy theory, 

(Victor .H. Vroom (1960) employees will be motivated to exert a high level of effort when they 

bel icYc that, effo1i will lead to good performance appraisal and followed by organizational 

rewa rds such as bonus, Salary increment wh ich later satisfy goals. Before rewards are 

adm in istered, there are certain criteria and processes which may be followed, rewards processes 

suggested by model indicate that, the motivation to exert effort is not enough to cause acceptable 

perrormance. Performance results from a combination effort of an individual and that person's 

abi lity, skil l and experience. In most organizations, perfonnances of individuals are evaluated 

e ither formally or infom1ally and distribute it amongst the two types of rewards i.e. intrinsic and 

ext ri nsic because of the evaluation. Most organizations now estab li sh conditions under rewards 

i.e. the reward that are part of their behavior. 
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Intrinsic R ew ards Systems 

This mostly refers to the autonom y an Employee has over the Job. Most people want jobs that 

provide them with the ri ghts and privileges to make decisions. People want to operate without 

being c losely supervised or monitored . A feeling of autonomy could result from the freedom to 

be \\'hat the employee considers best in a particular situation, in jobs that are high ly structured 

and controlled by management, it is difficult to create task that lead to a feeling of autonom y 

(McClelland, 196 1). 

Achievement of task is som ething wh ich you have succeeded in doing, especially after a lot of 

effort. Ach ievement is also a self - admini stered reward that is derived from reaching a 

cha ll enging goal. According to McClelland (1961) some people seek challenging goals while 

others seck moderate goals . Jn goal setting, programs, di fficult goals may result in high level of 

indi vidual performance than moderate ones. 

2.3 Conceptual R eview 

2.3. 1 F:xtent to wh ich Payment influences j ob accomplishment 

Acco rding to Sz ilzgyi (1981 ), rewards can therefo re be defined as something gtven m 

recognition of service, effort or achievement. They can either be in monetary or non-monetary 

terms. Reward systems are the planned acti vities that organ izations implement in order to 

motiYatc their employees or ind ividuals to achieve the set goals of the company. Managing 

human resource wh ich is the most valued asset of an organization has received much attention 

recent ly because much more cou ld be gained from a better handling of human resource within 

organi zation. Therefore, rewards systems are outcomes in the origination that sati sfy work -

related needs for employees. Most organi zations view their systems of rewarding employees as 
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an additiona l cost of doing business which should not be so because it is very salient to reward 

employees and the outcome is that it motivates them to put in more efforts,~ and ability 

- '\ \ --- •rRSf\ 
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Rc\\'ards is one of the important elements to motivate employees for contributing their best effort 

to generate innovation ideas that lead to better business functionality and further improvise 

company performance both financial and non-fi nanciall y. According to Dewhurst et al.(2010), 

there are other means to reward employees that do not j ust focus on financial compensation. 

Some of these include the praised that employees are able to acquire from their managers, the 

. 
opportunity to take on important projects or tasks, and even leadership attention. 

According to Zaman (201 1), Human resource is the most important factor which brings 

competiti\'e advantage by contributing. their knowledge, skills and capabilities to the 

organiLation. The existing literature reveal that human resource can be preserved within the 

organization and optimally utili zed through inspiring it using di fferent strategies such as working 

cond ition, leader's influence, training and development, learning culture, organization reputation 

and rewards. Among those strategies reward is a key factor. (Agwu, 2013: Heng, 2012: Yapa, 

2002). Accordi ng to Pitts (1995) Reward is the benefits that arise from perfom1ing a task, 

rendering a service or discharging a responsibility. "The principal reward for perfonning work is 

pay. many employers also offer reward packages of which wages and salaries are only a part. 

The packages typically include: bonuses, pension schemes, health insurance, allocated cars, 

beneficial loans, subsidized meals, profit sharing, share options and much more" (Agwu, 2013). 

15 



l: mp loyees will give their maximum when they have a fee ling or trust that their efforts will be 

rc\\ ardcd by the management. There are many factors that affect employee performance like 

"ot-1-: ing conditions, worker and employer relationship, training and development opportunities, 

job securi ty, and company's overa ll policies and procedures for rewarding employees, etc. 

Among all those factors which affect employee perfotmance, motivation that comes with 

rC\\ ards is of utmost importance. Motivation is an accumulation of different processes which 

in lluence and direct our behavior to achieve some specific goal (Baron, 1983). Rewards can be 

extrins ic or intrinsic, exttinsic rewards are tangible rewards and these rewards are external to the 

job or task perfom1ed by the employee. External rewards can be in terms of sa lary or pay, 

incentives, bonuses, promotions, job security, Intrinsic rewards are intangi ble rewards or 

psycho logical rewards like appreciation, meeting the new challenges, positive and caring attitude 

n·om employer, and job rotation after attaining the goal. 

In hi s spcci fication of the "wage-perfom1ance" hypothesis, Stiglitz posited a number of reasons 

why an increase in the wage rate may have a positive effect on labour performance and hence 

labour retention. These reasons fall within the general framework of "efficiency wage" models 

o f' the labour market Akerlofand Yellen (1936), Katz (1 986), Carmichael (1 990). 

Barga ining explicitly over some "target" level of performance (that is performance bargaining) is 

sa id to have a positive effect of the firm by improving morale and cooperation among workers 

and management and by inducing management to alter production methods and introduce more 

enic icnt \\'Orking practices and hence improving perf01mance of employees in the organization 

(Freedman and Medoff, 1984). 
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Opsahl and Dunnette (1966) noted that, w hile employees profess to value many types of rewards 

(such as recognition) more than pay, ' they behave as if they value money' . The extant 

compensation research literature (Heneman, 1992) provides evidence that pay, in its various 

fo rms, affects employee-organization relationships. 

Cons istent with reinforcement and expectancy theories, most of this research concludes that 

\\'hen high performance results in high pay increases, performance is reinforced and more likely 

to be repeated in the future. Lawler & Jenkins (1992) in a major review of the compensation 

literature. stated that ' Our sense is that there is relatively strong evidence that individual 

incenti,·es, merit pay and bonuses, and gain sharing (all rein forcers for past performance) can 

contribute to higher performance under the right circumstances. Most compensation managers 

impl ici tl y assume (or perhaps hope) that high pay levels will maintain and enhance future high 

perfo rmance (Kanter, 1987). 

Benefi ts are emphasized for their impact on greater emplo yee efficiency, performance as well as 

morale boosting. Offering benefits depends on compensation policy where the organization 

otTers the best for the best expectations (Davar, 1996). Employee performance can be influenced 

''here management cares about employee welfare (Mullins, 1999), he cites that if employees are 

\\'Orried about housing, job security and welfare, for example, their effort will be wasted in 

thi nking about the fulfillment of these things and not work. Fleet (1991) expounds more on the 

, ·ic,,·_ noting that effective rewards should satisfy the basic needs of the employees. In the 

opi nion o f Hunt ( 1986), tangible benefits like gifts and prizes have ab undant motivation value 

for employees and thus their retention in organization they work. 
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Good remuneration has been found over the years to be one of the policies the organization can 

adopt to increase their workers performance and thereby increase the organizations productivity. 

A I so. \\'i rh the present global economic trend, most employers of labour have realized the fact 

that for thei r organ izations to compete favorably, the performance of their employees goes a long 

\\ ay in detennining the success of the organization. On the other hand, performance of 

employees in any organization is vital, not only for the growth of the organization, but also for 

the grO\Yth of indiv idual employees (Meyer and Peng, 2006). An organization must know who 

arc its outstanding workers, those who need additional training and those not contributing to the 

efficiency and \\e)fare of the company or organization. Also, performance on the job can be . 
assessed at all levels of employment such as: personnel decision relating to promotion, job 

rotation, job en richments etc. (Aidis, 2005; Meyer and Peng, 2006). 

Basic Pay practice is one ofhuman resource management practice which nom1ally refers to pay, 

\\age. sa lary etc. The basic pay has an important role in implementation of organization 

strategies. First, an institution can attract and retain high quality employees. Second, by tying pay 

to performance, the institution may elicit specific activities and level of performance from 

employee, (Henri, 2007). 

Acco rding to Verhees (2012), Basic pay practice is very significant for the organi zations and 

firms can at tract employees to apply for the job at recruitment. On the other hand, the employees 

ha ve to retain the high performance ofwork in order to show their quality of work otherwise will 

lose their work. 
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Kotelnikov, (20 I 0), noted that pay and pay related variables have a modest effect on service 

qualit y. Their analysis also included studies that examined the relationship between pay, a 

person 's perfo m1 ance and tumover. They concluded that when high performers are insufficiently 

rewarded, they leave and or reduce commitment and effort. They cite findings from Mi lkovich 

and ewman ( 1999) that where collective reward systems replace individual incentives, their 

introd uction may lead to higher tumover among high perfom1ers. 

Likewise. Manjorie (2007), observed the impact of HRM practices and pay inequality on 

\\ orkers job satisfaction. On their study employ many HRM practices such as work organization, 

recruitment and pay practice as independent variables and job satisfaction as dependent 

\·ariab lcs. The result shows that pay practice is positively associated with job satisfaction and 

performance. Furthem1ore, on their works clarify satisfaction with pay is high where sen iority 

and indi vidual performance- related schemes are in place. 

Amstrong (2009), maintained that the key issue in retention is the amount of total compensation 

relative to levels offered by other organizations. "Organizations that have higher levels of 

compensation," he wrote, "have lower turnover rates and larger numbers of individuals applying 

to \\'Ork for them ." Furthermore, he argued, high wage workplaces may create a "culture of 

excel lence". Whatever their circumstances, companies that have successfully incorporated 

compensation and benefits into their retention efforts have a clear understanding of their business 

objecti\'CS and use compensation as a tool for influencing organizational and employee behaviour 

(:\1onis. 2007). For example, pay systems and practices can have a major impact on employee 

retention by motivating membership oriented behaviour (commitment). Pay systems may also 
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a ffect knowledge sharing and transfer if sharing, teamwork, suggestions are rewarded or 

recognized. 

Meyer and guyen (2005) and Egwurudi (2008). State that, the performance of workers has 

become important due to the increase concern of human resources and personnel experts about 

the lc,·cl of output obtained from workers due to poor remuneration. This attitude is also a social 

concern and is very imp01tant to identify problems that are obtained in industrial setting due to 

nonchalan t attitudes of managers to manage their workers by rewarding them well to maximize 

their perfom1ance. 

Workers tend to perf01m more effectively if their payments are related to perfom1ance which is 

not based on personal bias or prejudice, but on objective evaluation of an employee 's merit. 

Though several technique of measuring job performance has been developed, in general, the 

speci fie technique chosen varies with the· type of work. For achieving prosperity, organization 

des igns di fferent strategies to compete with their ri vals and for increasing the performance of the 

organizations, (Sara et al, 2004). 

A very few organizations believe that the human personnel and employees of any organization 

arc its main assets which can lead them to success or if not focused well, to decline. Unless and 

un ti l. the employees of any organization are satisfied with it, are motivated for the tasks 

fulfi llment and goals achievement and encouraged, none of the organization can progress or 

achieve success. All these issues call for research efforts, so as to bring to focus how an 

appropriate reward package can jeer up or influence workers to develop pos itive attitude towards 

their job and thereby increase their perfonnance, (Houran, 201 0). 
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Em ployees want to eam reasonable salary and payment, and desire their workers to feel that is 

\\'hat they are getting (Houran, 20 1 0) . Money is the fundamental inducement; no other incentive 

or moti,·ationa l technique comes even close to it with respect to its in fl uential value (Sara et al, 

200-.J.). It has the supremacy to magnetize, maintain and motivate ind ividuals towards higher 

pcrfom1ance. 

Frederick Taylor and his scientific management associate described money as the most 

rund amental fac tor in moti vati ng workers to attain greater productivi ty (Adeyinka et al, 2007). 

Research has suggested that reward· now cause sati sfaction of the employee which directly 

innuences perfo rmance of the employee (Ka limullal1 et a! 2010). Payment Rewards are a 

management too ls that hopefull y contributes to firms' perfonnance by influencing individual or 

group behm·ior. 

All firm s use pay, promotion, bonuses or other types of rewards to mo ti vate and encourage high 

lc,·c l performances of employees (Reena et al, 2009). To use salaries as a motivator effectively, 

managers must consider salary structures which should include importance organization attach to 

c<1ch job, payment accord ing to performance, personal or special allowances, fringe benefits, 

pensions and so on (Adeyinkaet a l, 2007). 

Kat/, in Sinclai r, et al. (2005), noted that, to use salaries as a motivator effectively, personnel 

managers must consider fo ur m ajor components of a salary structures. T hese are the job rate, 

" ·hich relates to the importance the organization attaches to each j ob; payment, which 

encourages workers or groups by rewarding them according to their perfonnance; personal or 

spec ial allowances, associated w ith factors such as scarcity of pa11icular skills or certain 
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categori es of in fo rmation professionals or librarians, or with long service; and fringe benefits 

such as hol idays w ith pay, pensions, and so on. It is also important to ensure that the prevailing 

pay in o ther li brary or in fo m1ation estab lishments is taken into consideration in detem1ining the 

pay structure of their organization. 

Akin toye (2000) asserts that money remains the most significant motivational strategy. As far 

back as 191 l, Frederick Taylor and hi s scientific management associate described money as the 

most importan t factor in motivating workers to achieve greater performance. Taylor advocated 

the establ ishment of incenti ve wage systems as a means of stimulating workers to higher 

performance, commi tment, and eventuall y satisfaction. Money possesses significant motivating 

po,,·er in as much as it symbolizes intangible goals like security, power, prestige, and a feeling of 

acco mpli shment and success. 

Kat!. in Sinclair, et al. (2005) demonstrates the moti vational power of money through the 

process of job choice. He explains that money has the power to attract, retain, and motivate 

indi\·iduals towards higher perfom1ance. For instance, if a librari an or infom1ation professional 

has another job offer wh ich has identical job characte1isties with his current job, but greater 

finan cial reward , that wo rker would in all probability be motivated to accept the new job offer. 

Banjoko ( 1996) states that many managers use money to reward or punish workers. This is done 

through the process of rewarding employees for higher productivity by instill ing fear of loss of 

job (e.g., premature retirement due to poor performance). The desire to be promoted and earn 

enhanced pay may also moti vate employees. 

Money is described as the most fundam ental factor in motivating workers to attain greater 

productivity (Adenyinka et al (2007). This is corroborated with evidence which established a 
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positive relationship between financial rewards and employee job satisfaction and performance 

in various regions of the world (Kamalian et al. 201 0). Kamal ian et al. (20 1 0) observed that all 

businesses use pay, promotion, bonuses and other types of rewards to motivate and encourage 

employees to perfom1. Adeyinka et al (2007) however caution that for money or salary to be an 

ciTccti,·e motiYator, it must be based on the importance that is attached to the job role and the 

performance of the employee. Otherwise basing such incentives on seniority or experience alone 

can pro,·e to be a de-motivator. 

ll assan ct al (2005) noted that all employees want to eam reasonable pay in return for their 

ciTorts. According to Kabasomi (2004), monetary reward is the fundamenta l inducement for 

employees, wi th "no other incentive or motivator coming even close to it". Kabasomi fmther 

notes that money has "the supremacy to magnetize, maintain and motivate individuals towards 

higher perfom1ance" This is consistent with the findings of Mumanyire (2005), which showed 

that monetary incentives such as salaries, allowances, bonuses, duty allowances and other 

monetary rewards were found to be the most important motivator among Ugandan teachers. 

Stewart (20 I 0) examined the extent to which financial incentives such as salaries and allowances 

afiCcted the motivations of employees in information and communication technology firms. The 

study established that a financial reward system tended to promote corporate entrepreneurship. 

Si mi larly. Dieleman (2006) assessed the effect of salary and allowances on job satisfaction and 

perfonmmce among British workers and concluded that these financial incentives had a 

significant effect on staff performance. These findings agree with other studies which concluded 
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that financia l incentives and promotion were important in employee motivation and perfom1ance 

(Analoui. 2000; Jibowo, 2007). 

Riz\\'an (20 I 0) found out that the most influential factor that affected the performance of 

employees was the job itself, followed by payment and promotions in that order. Rizwan's 

findings corroborate the findings of a study by Arnolds and Venter (2007) which was conducted 

among employees at manufacturing and clothing retail fim1s in the USA. In this study, Arnolds 

and Venter (2007) found out that the most important individual motivational reward for senior 

managers was a paid holiday and for frontline employees, retirement plans. However, the most 

important motivational reward for both categories of employees was found to be fringe benefits 

such as paid holidays, sick leave and housing loans. 

Dielcman et al (2006), fo und out that the most valued incentives by the employees were 

promotions, financial allowances, leave, and participation in decision making, whi le the least 

,·,dued incentives were verbal appraisal, letters of thanks and fi nancial al lowances for work at 

distant and isolated areas. onetheless, the study identified financial incentives as the most 

important motivators to the employees. 

The p<~ y ri se must not be so large that the requ ired level of effort puts workers off and they go 

elsewhere or workers do not co-operate when teamwork is required and employees engage in 

non-productive activi ties, (Lazear 1998). 

2.3.2 T he effectiveness of promotion on quality of service delivery 

According to the Wikipedia, the free encyclopedia,(2014), a promotion is the advancement of an 

employee's rank or position in an organizational hierarchy system. Promotion may be an 
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employee's reward for good perfom1ance, i.e., positive appraisal. Before a company promotes an 

employee to a particular position it ensures that the person is able to handle the added 

responsibilities by screening the employee with interviews and tests and giving them training or 

on-the-job experience. A promotion can involve advancement in terms of designation, salary and 

benefi ts. and in some organizations the type of job activities may change a great deal. The 

oppos ite of a promotion is a demotion. 

The ad,·ancement of an employee from one job position to another job position that has a higher 

salary range, a higher level job title, and, often, more and higher level job responsibil ities, is 

ca lled a promotion. Sometimes a prpmotion results in an employee taking on responsibility for 

managing or overseeing the work of other employees. Decision making authority tends to rise 

\\'ith a promotion as well. 

Visually. a promotion moves an employee's job up one level on an organizational chart. The new 

reporting relationships are displayed as vertical lines to boxes below the new level of the 

employee following the promotion. 

According to Waldman (2007), a promotion can involve advancement in terms of designation, 

salary and benefits, and in some organizations the type of job activi ti es may change a great deal. 

In many companies and public service organizations, more senior positions have a different title: 

an analyst who is promoted becomes a ."principal analyst"; an economist becomes a "senior 

economist" ; or an associate professor becomes a "full professor" . The amount of salary increase 

associated with a promotion varies a great deal between industries and sectors, and depending on 

the parts of the hierarchical ladder an employee is moving between. In some industries or 

sectors. there may be only a modest increase in salary for promotions; in other fields, a 

promotion may substantially increase an employee's salary. 

Promotion stimulates self-development and creates interest in the job. According to Yoder, 

(20 12) "promotion provides incentive to initiative, enterprise and ambition; minimizes discontent 
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and unrest; attracts capable individuals; necessitates logical training for advancement and forms 

an effec tive reward for loyalty and cooperation, long service etc." The purposes and advantages 

of. promotions are to: 

• recogniLe employee's perfom1ance and commitment and motivate him towards better 

performance; 

• develop competitive spirit among employees for acqumng knowledge and skills for 

higher leve l jobs; 

• retain ski lled and tal ented employees; 

• reduce discontent and unrest; 

• To fi ll up job's vacant position that is created due to retirement, resignation or demise of 

an employee. In this case next senior employee will be promoted to the vacant job. 

• utili ze more e ffectively the kn_pwledge and skills of employees; and 

• attract sui table and competent employees. 

T he same is true with benefits and other privileges; in some industries, the promotion only 

changes the title and salary, and there are no additional benefits or privileges (beyond the 

psycho-soc ial benefits that may accrue to the individual). In some not-for-profit organizations, 

the va lues of the organization or the tightness of funding may result in there being only modest 

sa lary increases associated with a promotion . ln other industries, especially in private sector 

companies, a promotion to senior management may carry a number of benefits, such as stock 

options. a reserved parking space, a comer office with a secretary, and bonus pay for good 

per formance, (Waldman 2003, 2007). 

Acco rding to Prendergast (1999), Different organizations grant the hiring and promoting 

managers different levels of discretion to award promotions. In some parts of the private sector, 

the senior management has a very high level of discretion to award promotions, and they can 

promote employees without going through much procedures or formalities such as testing, 

sc reening. and interviewing. In the public sector and in academia, there are usual ly many more 

checks and ba lances in place to prevent favoritism or bias. In many Western public service 
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bod ies, when a manager wants to promote an employee, they must follow a number of steps, 

such as advertising the position, accepting applications from qualified candidates, screening and 

interviewing candidates, and then documenting why they chose a particular candidate. In 

academia, a similar approach is used, with the added safeguard of including several layers of 

commi ttee rev iew of the proposed promotion using committees which include members of other 

facu lt y and experts from other universities. 

There is no need for tasks, responsibilities and output rates to differ between pre- and post­

promoti on jobs for firms to profit from promotions. Workers can be promoted because those left 

behind are motivated to supply mqre effort and invest in hard to veri fy specific human capital by 

the prospect of a wage rise upon their. own promotion later on (Lazear and Rosen 1981; 

Malcomson 1984; Rosen 1986; Prendergast 1993, 1999; Waldman 2003, 2007). 

'Xorkers enter at one level and are promoted if they wm a promotion tournament. The 

promotions are similar to prizes in sports tournaments. The promotions are prizes for past efforts, 

not future potenti al (Lazear and Rosen 1981). Even if individual output and specific human 

capi ta l investments cannot be measured with any precision, it is often possible to identify who is 

the best wo rker with relative perfom1ance evaluation, which is a common reason for running 

promot ion tournaments (Lazear and Rosen 1981). Observing the actions and the outputs of 

competing employees performing similar tasks provides infonnation to employers on what has 

been done and what could be done. 

There can be a gap between the contribution of the best worker and that of the next best, and so 

on, that is large enough to be perceived without being quantifiable. These gaps are indicators of 
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who is exerting most effort and investing more in the specific human capital, albeit often 

otherwise unverifiab le human capital is needed to underpin success. To induce greater employee 

effort and human capital investment, the best performer (highest scorer) is promoted to a better 

paid job. In addition to motivating workers promoted to the higher level, the prospect of future 

promoti on is a prize to motivate those left behind at the lower levels (Prendergast 1993, 1999; 

Waldman 2007). 

To effecti vely encourage workers to work harder, there must be a fair but not overly generous 

chance of promotion and a reasonable pay rise or a lower chance of promotion and a much larger 

pay rise (Lazear 1998). Higher level jobs may be handsomely paid not because of a higher 

outpu t, but to act as a prize to encourage effort at the lower levels. There must be regular job 

turnover so that follow-up promotions keep hope ali ve among the junior workers . 

A promotion is viewed as desirable by employees because of the impact a promotion has on pay, 

aut hority, responsibil ity, and the ability to influence broader organizational decision making. A 

promotion raises the status of the employee who receives a promotion which is a visible sign of 

esteem rrom the employer. 

;\ promotion is a form of recognition for employees who make significant and effective work 

contri butions. Consequently, a dilemma atises in organ izations since repeated promotions 

generally place an employee in a management role. Employers are challenged to provide 

alt erna tive career paths for employees who deserve the benefits and recognition provided by a 

promoti on, but do not aspire to manage the work of other employees. 
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lndi,·idual contributors must be eligible for promotions that recognize and reward their role as 

contributors. A promotion is a powerful communication tool about what is valued within an 

organization. Thus, a promotion must be available to employees who play any role in the 

contribution ofwork and value. 

1\ study by Oudejans (2007) established that "motivators" or intrinsic job factors such as 

promoti on and recognition were more valued at the higher levels of the organization, while at the 

lo\\'er occupationa l leve l, "hygiene factors" or extrinsic job factors such as salaries and 

a llowances were more valued. The study concluded that given the variations at the way 

moti,·ati on is perce ived at the different layers of the organization, employers should pay attention 

to both ex trinsic motivators (such as pay) and intrinsic motivators (such as promotion) if they are 

to get the best out o f their staff 

T he above fi nding agrees with Maicibi (2003), who found out that whereas rewards such as 

medical al lowances, contributory pension schemes, free life insurance and subsidized canteens 

''ue found to be an important motivator for all categories of University staff in Uganda, salary 

" ·as found to be a job satisfier for junior staff and not a strong satisfier for senior staff Both of 

these fi ndings seem to contradict the assertion by Kabasani et al. (2004) that money is the 

" funda mental inducement for employees, with no other incenti ve or motivator coming even close 

to it' '. 

In thei r study on promotion and perfom1ance evaluation practices of uni versi ty staff in Pakistan, 

:Vluhammad and Memon (2012) found out that compensation had a greater influence on staff 

performance than had promotion. According to the study, the more financial compensation the 
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teachers got, they better they perfom1ed. On the other hand, measures such as promotion were 

not va lued as importantly as financial incentives. The study attributed this attitude to the fact that 

most promotion and performance evaluation procedures were vague and not properly 

imp Iemen ted. 

Ahmad ct al. (20 12) did a study on Human Resource Management practices in order to examine 

their relationship with the perceived perfonnance of employees in private and public sector 

banks. The study found out that promotion and performance evaluation practices were positively 

correlated with employee perfonnance. However, another study by Manzoor (2012) found out 

that training, compensation and employee participation had a stronger influence on financial 

performance of banks as compared to incentives such as promotion. 

Promotion effects in the different style taking as ladders as motivator but sometime as prize and 

sometime as taking as incentive and recruitment. more talented workers are usually high 

productivity its assigns according to their skills quickly move toward talented workers. There are 

some other purpose of the promotion its can help as rewards as past employee effort, promote 

investment in the some specific manner in human capital and low turnover. There are pre post 

and post promotion jobs for the fim1 taking as profit from promotion in the organization worker 

arc promoted because they think their status are increase as well as wage rate specially increase 

later on. It is time of need that regular job turnover are the rising star having some little bit 

clisad\·antages for seeking the older jobs with the fim1 wage structure are seen as a whole. 
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Promotion were regular prize offered for encouraging more efforts at the lower level. The 

reward ing of team and individual effort provision and the accumulation of human capital. It is 

the structure of wages wi thin the firm rather than individual current wages and productivities that 

can be impot1ant to the overall productivity of the firm. Some proper rewards are being promoted 

and sorting employees into senior jobs that better matching their own relative abilities and skills 

for accumulating human capital. 

Promotion increase the productivity of the employee its enhanced commitment 111 the work 

pcrfonnancc good impact on the psychological satisfaction and subordinate toward he works and 

get max imum capabi liti es of the exploited less. 

l 'nclear promotion policies can create conflicts and high tumover rates among employees who 

don ' t understand why co-workers received a promotion instead of them. Problems may not end 

there if vague promotion procedures also appear discriminatory. Employers can avoid such 

eli rricu ltics by creating a transparent promotion policy and consistently applying that policy's 

standards to each employee seeking advancement. 

An effective promotion policy focuses on advancing employees based on their skills and 

performance. not favoritism. Companies risk putting people in jobs they can't handle when 

promotions aren' t based on workers' abilities. Moreover, employers who don ' t base employee 

a(h ·ancemcnt on job performance cou ld face lawsuits if workers assert that the promotion 

process is discriminatory. In such cases, workers would have to show that an employer violated 

Tit le V II of the Civil Rights Act. The legislation prohibits companies from denying job 

promotions based on workers' age, gender, race or other characteristics. 

Se tting Criteria 
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It's im port ant to detem1ine the minimum criteria for advancement and make employees aware of 

the standards they need to meet to earn promotions. For example, employees may need to work 

"ith a company fo r at least two years before they' re eligible for any type of promotion, or meet 

certain quotas to advance within a company. Salespeople, for instance, may need to meet 

monthl y sales goals to be considered for promotions. Employers can bo lster motivation among 

employees by encouraging the advancement of qualifi ed workers to higher positions before 

hiri ng fi·om outside the company to fill such jobs. 

2.3.3 Extent to which Career Advancement influences the Quality of Service Delivery 

The manner and feelings of employe~' s towards their work and work place; the positive attitude 

and behav iors of employees indicates job satisfaction or employee satisfaction. Self-esteem is 

o ften de fi ned as parallel to job satisfaction (Valencia, 2008). The extent to which employee ' s 

needs arc fulfilled and the extent to which employees achieve that satisfaction from his/her work 

areas arc generally called morale (ValenCia, 2008). The degree of job satisfaction will always 

depends upon intrinsic and extrinsic motivating factor provided to them, quality of guidance and 

supervision, wo rk place and work group to which employees succeed or loose to achieve his/her 

goa ls (Valcncia,2008). 

Accord ing to Kepner & Karl (2001), Career mapping tools are gaining prominence as a way to 

communicate and guide employees and their managers through productive di scussions of career 

mh·ancement opportunities and to facilitate development planning di scussions. This is in 

response to the growing recognition that employees place a high value on an organization 's 

ahi lit) to demonstrate commitment to employee advancement. Career growth element is an 
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important dri ver of employee engagement but neglected by many employers, investing m 

employee's careers can also be a cost effective way of increasing employee engagement. 

Dess ler (2003) adds to the notion of career development and employee productivity when he 

emphas izes that those HRM activities that support employee development, promotion from 

\\·ithin a career advancement should be devised to enhance employee motivation. Wayne (2006), 

notes thai promotions help satisfy employee' s needs for security, belonging and personal growth. 

Promoted individuals tend to increase their commitment; conversely those who are by passed for 

promot ion feel they have not been. treated fairly, their commitment decreases and their 

absenteeism increases. Tzabber et al. , (2003) observe that employee and performance evaluation 

take a central part in overall organizational career strategy and practice. 

The Public sector provides training and development to enable career opportunities and prepare 

employees for changing organizational needs with the aim of developing a competent work 

force. But they lose scarce-skilled talent because they are unable to accelerate career growth. The 

Distri cts are now working to provide attractive career paths and career opportunities so that 

people w ith scarce skills will stay after the District has invested in their training. However they 

h<l\·e fa il ed to achieve this due turnover of the employees in Public sector. Although literature 

has di scussed career growth and development their effect on employee performance has not been 

disc usscd. 

Staff trai ning and development Interpersonal relationship in the organization, Ahuja (1998) in 

agreement with Ann strong, added the aspect of job security as a function of training. Training 

there fore reinforces job satisfaction and increased competences. The absence oftraining in an 

organizati on means that employees are not acquitted with the skills required, Cascio (1998), 
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Armstrong ( 1995), put up another view that the absence of training implies failure of the 

organ i7ation to retain its staff. There are many fom1s of training but however, this stud y focused 

on induction and professional, in respect of encouraging employees' perf01mance. 

Continuous Professional Training, Armstrong (1999), defines professional training as the kind of 

traini ng which empowers the employee to perform more superio r and complex tasks than they 

\\"Crc able to do before. It usually takes place over a re latively long time lasting from six months 

to severa l years w ith most if not all of it off job. Most private and non-government organizations 

seldom sponsor thi s type of training. 

There is debate in the performance of employees to w hich profess ional training promotes 

employee performance. Dovlo and Martineau (2004) argued that over sees professional training 

results into high staff turnover since its beneficiaries from the less developed world do not return 

to the ir countries of origin. Atuheirwe (2006), in agreement with Dovlo and Martineau added 

th81 tra ining is looked at as expensive and makes employees attractive to other organizations. 

OrganiLations spend quite an amo unt of money to train but later their employees find their levels 

e lse"·here at the cost of the company. 

Lindener ( 1998) holds a different v iew motivated employees he lp organizations to survive since 

they are more productive. Professional training in the long run tends to be a cost saving device 

lor the o rgani zation. This is because the training of a well-motivated staff wi ll be effectively 

applied and this in tum through increased performance will considerably reduce the need for 

hiring additional man power. 
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2 . .3.-t Pe rso na l traits of employees 

lnd i\·idual characteristics show how economic im perati ves and familial constraints rem 

headquarters the desire for the status-quo. Individuals w ho are a househo ld ' s primary earner are 

likely to work had. For the same reasons, we expect that employees from larger households will 

\\'Ork harder to support their families (Blau & Kalm, 2001 ). In so doing perfom1ance levels must 

a lso be high such that employers are kept impressed but less likely to happen in government 

education institutions with employees on govemment pay roll since it takes a long process to 

have such persons removed fro m their jobs. 

Among the ind ividual-leve l variables, the role of education has been w idely tested. A consistent 

finding is that more educated employees are more likely to exit and therefore tend to lender less 

e fforts compared to those with average level of education (Cotton & Tuttle, 2006), although 

Curry. McCarragher, and Dellmann-Jenkins (2005), found the opposi te result among social 

sen ·ice employees. The basic logic for these findings is that educati on provides an externally 

legitimated measure of human capital that is accepted in other organ izations, and therefore 

inc reases the ease of movement of the employee that largely affects their performance levels. 

2 . .3 .5 Worker 's attitude 

Both managers pin point two distinctive areas which can influence the attitudes of their 

employees. These were the positi ve aspects and the negati ve aspects which they both have taken 

remarks of. The general and human resource managers both agreed on the positive side that, 

good working conditions influenced the employees to extent their duties after the normal 

" ·orki ng period . The human resource manager convin-cingly acknowledge the fact that the 

speedy attendance by the head offi ce in li stening to all complains put forth by the employees and 

prompt actions taken works positively to shape employees atti tude. one the less, the human 

resource managers made a negative remark on the base salaries of employees which he considers 

not sati s factory. 
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\\ 'hen employees efforts are not recognized it affects their attitude and out puts within the 

company. On the part of the general manager time factor affects the attitudes of some chief of 

center. there are under pressure to summit their reports wi thin a very short period 

2A urn mary of literature review 

Various stud ies that summarize the laboratory and field studies have concluded that financial 

incenti,·es, in genera l, do increase employee performance, but the finding comes with significant 

qualifications. A review of 39 studies indicated a positive con-elation with performance quantity 

and no relationship with quality. A review of 128 studies which examined the effects of extrinsic 

rc'' ards. such as pay, and extrinsic rewards, such as interest in the job itself, significantly 

underm ined intrinsic motivation. The thinking here is that when pay becomes the important goal, 

an indi,·idual's interest tends to focus on the goal rather than the performance of the task which 

is an important source of intrinsic satisfaction (Giancola (2010). 

In add ition. various psychologists have noted a major shortcoming of research supporting the use 

or financial incentives, most of it deals with si mple tasks and may not apply to professionals and 

managers. 

1\ s is true with most unconventional ideas, the unconventional pay system receives almost no 

attention from compensation professionals, except to warn about the dangers inherent in its use. 

At times, these professionals seem to overlook the studies showing that pay is not as important as 

organizational, career, and job factors for motivating and engaging employees. Tt is very possible 

that companies that provide competitive salary levels, no financial incentives and do a good job 

ol addressing non-pay motivational and engagement factors could achieve the same performance 

lc,·cls as companies that rely primarily on financial incentives, such as merit pay plans 

(G iancola.20 I 0). 
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J.O Introduction 

CHAPTER THREE 
METHODOLOGY 

This chapter covers the methods that the researcher used to catTy out the study. It covers the 

resea rch design, population of the study, sample size and selection, data co llecti on methods and 

instruments, data analysis and measurement of variables. 

3. 1 Research Design 

The study utili zed a case stud y design that used both qualitati ve and quanti tative approaches. The 

design is simple, less time consurl]i ng and cost effectiveness. The design adopted les of 

qu <ll itative than qua ntitative approaches. This is supported by Amin (2005), who establ ished that, 

the usc of mixed methods helped to research a problem from all sides, aids to foc us on a single 

process and confirms the data accuracy. Qualitative method facili tated in building the theories to 

ex plore new areas thro ugh thorough examination of the phenomenon. Quantitative approach 

a llo,,·s stati sticall y measuring and analyzi ng numeric data for objecti ve results, (Mugenda & 

.'vlugcnda, 2005). 

J.2. Study Population 

lhc study population comprised of 10 top Management, 50 middle leve l officers and 90 junior 

orficers. giving a total number of 150 officers from police headquarters, aguru Kampala. These 

people were selected because they are believed to have information about the employees' 

performance. 
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3.3 Sa mple size and Selection 

3.3.1 Sa mple size 

The sample size was determined using the Sample Determination Table developed by Krejcie 

& Morgan ( 1970). Therefore, out of a population of 150 people, a sample si ze of 132 

respondents was selected. The sample was considered by the researcher to be useful in providing 

adequate, valid and reliable data since it was drawn from both managers and employees thus 

a llowed comparison of views. 

Table 3.1 : Showing a sample size • 

1 Respondents Accessible Population Sample Sampling technique 

~ 

I Top managemen t offi cers 10 6 Purposive samp li ng 

I 
I Middle level officers 50 42 Simp le random sampling 

r .lun iorolfi cers 90 85 Simple random sampling 

[TOTAL 150 132 

Top management invo lved the senior managers of the institution who make final decisions as 

ex pla ined in the study population , middle level officers are those involved in the management of 

the personnel of the institution and junior officers are those who carry out the daily operations of 

the insti tution. 
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3.3.2 Sampling Techniques and Procedure 

imple random sampling involved selecting respondents randomly in order to avoid bias 

( Mugcnda and Mugenda, 2003). In conducting simple random sampling a list of employees was 

got from the human Resource Department at Uganda Police Headquarters to determine the 

appropriate number of respondents involved in the study. Infonnation of respondents of each 

category \\'as written on pieces of papers the numbers in each respective sample size category 

"as im·oh·ed in the stud y. 

Top management officers were selected using purposive form of sampling, since they are key 

informants, wh ile the middle and junior staff officers were se lected randomly because of the 

bigger number of the population. 

Simple random sampling was used to select respondents who participate in the study in order to 

eli minate bias. Simple random is a probabi lity based sampling method in which every unit of the 

target population has an equal chance of being selected. 

J.-1 Data Collection Methods 

Data was collected using three key methods: the questionnaire method, the interview method and 

content analys is of documentation method. 

3.4.1 Question naire Survey Method 

The researcher administered the questionnaire in person to the respondents. This method was 

selected due to the fact that it was time saving, many respondents were covered within a short 

t imc and sensitive questions were confidentially answered by respondents. The questionnaire 

method gave ti me to the respondent to think and analyze the questions asked before giving an 

appropriate answer 
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3.4.2 Interview method 

Face to face interviews with the help of an interview guide were conducted with the key 

informants such as top management staff, middle level officers and junior police Officers. The 

researcher believed that these people would provide rich information in regard to the study. As 

Sekaran (2003) noted, the advantage with face- to- face or direct interview is that the researcher 

can adopt the questions as necessary, clarify doubts and ensure that the responses are properly 

understood, by repeating or rephrasing the questions. 

Interviews were used, since they are appropriate in providing in-depth data, required to meet 

spec i fie objectives of the study and respondents were interviewed on how reward systems have 

affected employee performance. Interviews were used because they allow clarity in questioning 

;mel arc quite flexible compared to questionnaires. 

J.4.J Documentary Review 

In seeking for more qualitative data, the researcher also canied out rev1ews of existing 

documents, related to human resource reports, performance reports, journals, text books and 

other relevant sources. This gave an overview ofhow much has been addressed in this line. 

3.5 Data Collection Instruments 

3.5.1 Questionnaire forms 

Meyer. ( 1 999) observed that semi-structured questionnaires were used to collect data when 

respondents are many in number. The questionnaires were used to collect data from top 

management and technical staff in supervision unit 
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3.5.2 Interview Guide 

Meyer, ( 1999) noted that interview schedules are used to collect in-depth qualitative data from 

respondents, especially when the respondents are considered as key informants and literate 

enough to read and write required answers. Therefore, Pre-designed structured face- to -face 

i nt ervie~vv were conducted by the researcher on key infom1ants (Mugenda and Mugenda, 1999) 

\\'3S deemed to generate very impot1ant data for the study. 

3.6 Va lidity and Reliability of Instruments 

3.6.1 Validity 

. 
· Va lidi ty is the accuracy and meaningfulness of inferences, which are based on research results. It 

is the degree to which results obtained from the anal ysis of the data actually represents the 

phenomenon understudy. Therefore validity looks at how accurately the variables of the study 

(M ugencla and Mugenda 2003). The study adopted a content validity wh ich is the degree to 

\\·hich data col lected using particular instruments represents a specific domain of indicators or 

content of a particular concept. Thus; 

Content va lidity index = N umber of relevant items 
Total number of items. 

Example; 

Rating sca le used for rating items 

0 = Not necessary, 1 = useful , 3 =essential 

To calculate the content Validity Ratio (a score for individual scale item) 

CVR = ne- N/2 

N/2 

Where 

41 



C'VR = Content Validity Ratio. 

nc - Number o l experis who rated an item as "essential". 

N -= Total number of experts. 

Example: Out of I 08 experts rated an item as essential. 

The CVR would be 8-5/5 = 0.6 

T he content , ·al idity index (CVI) is the mean of CVR for all retained items. 

To ensure content validity of instruments, the researcher constructed instruments with the items 

that measured variables of the study.· 

3.6.2 Reliability 

Accord ing to Mugenda and Mugenda (2003), R eliability refers to the measure of the degree to 

'' hich resea rch instruments yields consistent results after repeated trials. In testing the re liability 

or instruments, the study adopted the test-retest method which involved administering the same 

in . truments twice to the same group of subjects and this was done by selecting an appropriate 

gro up or respondents, the researcher administered the instruments to respondents and then re 

administered the same instruments to another group after a week and the results of the two 

periods were corre lated to obtain the coeflicient of reliability. If the coefficient is 0.8 and more 

as recommended by Mugenda and Mugen<;la (2003), the instrument will be considered reliable. 

'\"' '~ 
Exa mple: Given variablex11 ... , .. xk and x 0 = L .! : i 1• and Cronbach ' s alpha was defined to be 

k (E~::/orl:xtlx) J - k l 2:f=t. rar(xJ)) -- --- 1-----
k - 1 . tar(r ) k - 1 \ rar( x )) \ ' 0 . ' '· 0 ' 
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Let x; = I; + ej where each ej is independent of tj and all the ej are independent of each other. 

I 

Also let xo = 2.....,:, : ' ,. and t0= 2:::.:::..: f_.~ _ Then the reliability of x 0 ~a where a is Cranach's 

al pha .. r, refers to the measured values, the t)s the true value and the e1 is the measurement error 

,·a I ues. 

Commonly-accepted is that an alpha of 0.7 (some say 0.6) indicates acceptable reliability and 0.8 

or higher indicates good reliability. Very high reliability (0.95 or higher) is not necessarily 

desirable. as this indicates that the items may be entirely redundant. (These are only gu idel ines) 

The actual value of Cronbach's alpha depends on many things. For example as the number of 

items increases, Cronbach 's alpha tends to increase too even without any increase in internal 

consistency. 

The researcher also consulted the supervisor fo r proper guidance after which the researcher pre-

tested the instruments and after pretesting ambiguous questions were subjected to removal or 

polishing for preciseness and conciseness. 

The goa l in designing a reliable instrument is for scores on similar items to be related (internally 

consistent), but for each to contribute some unique information as wel l. 

3.7 Data Process ing, Analysis and Presentation 

In the stud y. the instruments used yielded both qualitative and quantitative data. After 

respondents answered questionnaires and interviews, raw data was cleaned, sorted and 

condensed into systematically comparabfe data. Data analysis was done using the Statistical 

Package for Social Sciences (SPSS), which helped to summarize the coded data and produce the 

required stati sti cs in the study. 
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3.7. 1 Qualitative data Analysis 
The qualitative data obtained through the use of interviews was reviewed thoroughly. 

information from the interviews was sorted and classified into themes and categories in support 

or hypothesis. In analysis, the researcher used narrative statements depicting the relationship 

between the themes and categories. This was followed by evaluation and analysis to determine 

the adeq uacy, credibility, usefulness and cons istency of the infom1ation. Responses from 

inteJYiewees and findings from questionnaires were analyzed and conclusions done. 

J.7.2 Quantitative data Analysis 
The use or quantitati ve data collected by the use of questionnaires was converted into numerical 

codes. The anal ysis yielded relational and inferential statistics that were used to test the 

hypothesis. They were summari zed using descriptive stati stics to enable the researcher to 

meaningrul ly interpret the distribution of scores using a few categorical variables like gender, 

IC\'C I or education of respondents and their age as suggested by Mugenda and Mugenda 

( 1999).The cross tabulation was used to produce a chi-square to show the variance between 

\ ariablcs. In testing the relationship between variables, the Pearson correlation technique and 

regression analysis was computed to examine the rela ti onship between the variable. 
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CHAPTER FOUR 

PRESENTATION, INTERPRETATION AND ANALYS IS OF FINDINGS 

4.0 In troduction 

This chapter contains introduction, the presentation, interpretation and analysis of findings. The 

presentation fo ll ows the order of objectives which include the extent to which payment 

innuences job accom plishment in the Uganda police, the effectiveness of promotion on quality 

or sen·ice deli very in the Uganda pol ice and Extent to which career advancement influences the 

quality o f service deli very in Ugand a. 

4.1 Demographics 

The study exp lored the demographics of respondents and this was intended to ensure that the 

respondents had the desi red characteristics. The next section below gives an account of the 

findings on the demograph ics of respondents including gender, age bracket, education and 

number of years spent in service in the Uganda police. 

4.1.1 Gender of Respondents 

The study exp lored the gender of respondents to detennine if the sample and the study was 

gender sensitive. 
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Ta hlc -L I : Gender of R espondents 

l Frequency Percent C umulative percent 

I Male 53 58.9 58.9 

Female 37 41. 1 100.0 

Tota l 90 100.0 
Source: Primary Data 

Table -+.1, indicates that males were 53 (58.9%) while females were 37 ( 41 .1 %). This shows that 

males \\'ere the majority in the study. Implying that Uganda police has more males than females. 

Generally, Women in the Uganda police have typically been outnumbered by men. Hence, 

despite \\·omen being undetrepresented in the police the study was not di scriminati ve. 

4. I .2 Age Bracket of Respondents 

The study also ex plored the age of the respondents. This was intended to ensure that the 

respondents are mature enough and would give dependable resu lts and also to determine the age 

structure of the respondents. 

Table -L2: Age bracket of R espondents 

:\gc Frequency Percent Cumulative percent 

15-1 <) 25 27. 8 27.8 

20-24 13 14.4 42.2 

25-29 28 31.1 73.3 
f 

130-34 12 13.3 86.7 
1
35-49 12 13.3 100.0 

Total 90 100.0 
out'Ce: pr ima ry data 

Table -+.2, indicates that respondents w ithin the age bracket of 18-20 were 25 (27.8%),the age 

bracket of 21-25 got 13 (14.1 %), those with 26-30 years of age were 28 (3 1.1 %), in the 31-35 
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age bracket 12 respondents( 13 . I%) were obtained and the same resu Its were obtained for the age 

bracket o f 36-40. T hi s implies that the respondents were spread across different age groups. This 

also means that the police force has staff of different ages and shows a well-balanced workforce. 

It al so indicates a ray of hope where the young force beefs up the old force thus making a strong 

and dependable force. 

-L 1.3 Ed ucation level of res pondents 

The study al so explored the education level of respondents. This was intended to ensure that the 

respondents had the necessar y academic qualifications that could enable them to answer the 

pert inent questi ons in the study. 

Table 4.3: Ed ucation Level of R espondents 

1 Ed uca tion leve l Frequency Valid percent C umula tive per cen t 

Primarv 11 12.2 12.2 

Secondary 10 11.1 23.3 

Ccrti fica tc 34 37.8 6 1.1 

Diploma 11 12.2 73.3 

Dcuree =- 11 12.2 85.6 

Masters 11 12.2 97.8 
1--

Above masters 2 2.2 100.0 

Tota l 90 100.0 
Source: primary da ta 

Table 4.3, indicates that respondents havi ng primary education were 11 (12.2%). Those with 

secondary education were l 0( 11.1 %, certificate were 34 (37.8%), those with Diplomas were 

I I ( I 2.2%) and the same results were obtained for degrees, and masters w hil e those above 

masters were 2 (2.2%). This means that the police force has staff of different levels of education. 

T hi s also implies that the respondents had quite acceptable academic achievements to enable 
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them to respond to the questions in the study. It a lso indicates that the police has qualified staff 

that can render the necessary services expected of them. 

4.1.4 Number of Years spent in service in the police force 

The study also explored the number of years the respondents had spent in service in the police 

force. This was intended to ascertain if the respondents had enough experience in the affairs of 

the police rorce that could enab le them to respond from an infom1ed point of view . Accordingly, 

resu lts on this analysis are indicated in table 4. 

T ab le 4.4: How long have you worked /b een in the Uganda police? 

I Ou ration (yea rs) F r equency Percent C umulative percent 
~ 

1-2 20 22.2 22.2 

3-4 34 37.8 60.0 

5-6 18 20.0 80.0 

More than 6 18 20.0 100.0 

Tota l 90 100.0 
Source: prima ry da ta 

Table 4.4. indicates that respondents were of di fferent experiences, those with 1-2 years of 

experience were 20 (22.2%), with experience of 3-4 were 34 (37.8%), those with experience of 

5-6 years were 18 (20%) and those with rnore than 6 years of experience were 18 (20%). This 

means that most of the respondents had experience with the poli ce force of at least 3-4 years 

,, ·hi ch made them very legible to participate in the study. It also implies that the views were 

obtained rrom respondents who had quite good experience with police thus making their views 

qu ite dependab le. It also indicates that, the police staff turnover is qui te acceptable since the 

po lice fo rce retained staff for quite a long duration which al so has a bearin g on ex perience and 

improved service quality. 
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4.2 T he extent to which payment influences job accomplishment in the Uganda police 

The first objective of the study was to establish the extent to which payment influences job 

accomplishment in the Uganda police. Accordingly, several questions were put to the attention 

o f the respondents and the options varied from 1= strongly di sagree, 2=disagree, 3=not sure, 

-+=agree and 5=strongly agree. The interpretation of the resul ts is based on the mean and the S.D. 

Table 4.5: The ex tent to which payment influences job accomplishment in the Uganda 

pol ice 

Descriptive statistics 

Std. 

. N Minimum Maximum Mean Deviation 

Payments have generally influenced job 
90 1 5 2.49 1.400 

accomplishment in the Uganda police. 

Payments given to Uganda police 
employees are good enough to motivate 

90 1 2 1.56 .500 
them to put in more efforts to accomplish 

1
theirjobs. 

I Payments have enabled police to generate 

I innovative ideas that lead to better business 90 l 3 1.57 .735 

~1nctionality. 

Payments are one of the most important 
lc lcmcnts to motivate Uganda police staff in 

90 1 2 1.46 .501 
cont ributing their best effort in the 
accompli shment of their job. 

rPayments have ensured staff retention 
within the police force and enabled 

90 1 2 1.59 .495 
jopti mum uti I ization of staff talents in 
Jaccompl is hi ng their job. 

TOTAL 14 8.67 3.631 

Source: primary data 

Table 4.5, it explores whether Payments have infl uence on job accomplishment in the Uganda 

po lice and the results were (Mean=2.49, S.D=l.400). This means that majority disagreed, 

implying that payments have influence on job accomplishment. 
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It was also investigated whether Payments given to Uganda pol ice employees are good enough to 

mot ivate them, the results on this were (Mean=1.56, S.D=.500). 

This means that majority of the respondents disagreed that the payments to Uganda police are 

not good enough to motivate them to put in more efforts to accomplish their job. Thus the force 

is genera ll y not well motivated. 

It was further explored whether Payments have enabled police to generate innovative ideas that 

lead to better business functionality and the results on this were (Mean= 1.57,S.D=.735). This 

means that majority disagreed that innovative ideas were common in the police force and this 

could be linked to payments and as such business functionalities had not substantially improved. 

Another factor looked into was on whether Payments are one of the most important elements to 

moti vate Uganda police staff in contributing their best effort in accomplishment of their job and 

results on thi s were (Mean= 1.46, S.D=.501). This means that majority of the respondents 

disagreed that payments were a key motivator to the Uganda police staff in contributing their 

best e ffo rt. This however does not imply that payments are not important; it rather implies that 

payments were not contributing to motivation since they were noted by most respondents as not 

being adeq uate. 

On the issue of whether Payments have ensured that staff retention within the police force and 

enabled opti mum uti li zation of staff talents, results were (Mean= 1.59, S.D=.495), implying that 

majori ty of the respondents disagreed that staff retention was up to the required levels and 

according to the respondents, this was linked to payments. 

In te n icw with management revealed that Police pays an average salary relatively equal to the 

market wage , however the experience difficult in maintaining desirable job accomplishment, 
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because sta rr think that they are poorly paid which has kept some officers to engage in bribery 

most espec ially traffic officers. This has instead increased dis-service in the police force. 

-L) The Effectiveness of promotion on qua lity of ser vice d elivery in Uganda Police 

The second objective of the study was about effectiveness of promotion on quality of service 

deli,·ery in Uganda Police. Accordingly in relation to promotions, several questions were put to 

the atlcntion or the respondents and the options varied from 1 = strongly disagree, 2=disagree, 

3 not sure. 4=agree and 5=strongly agree. The interpretation of the results is based on the mean 

and the S. D. 

Tah le 4.6: T he E ffectiveness of p romotion on qua li ty of serv ice delivery in Uganda Police 

Descriptive statistics 

Std. 

Minimum Maximum Mean Deviation 

To most po li cemen in the Uganda police . 
90 1 

promotion is the most important motivator. 
5 3.94 .709 

• 
The promotions in the Uganda police have 

90 1 5 4.23 .671 
!aided perronnance management 

!The promotions of the Uganda police are used 

to e\·aluatc the performance of employees' at 90 1 3 1.72 .687 

all le, ·e ls. 

The Uganda police use both financial and non-

financ ial rewards which is a good feature of a 90 I 5 3.82 1.295 

rc\\'ard system. 

tarrs in the Uganda police interpret 
90 1 5 1. 72 .687 

u1romotion policies as being fair & justly. 

Promotions ha,·e improved the morale of 
90 1 5 1.59 .495 

employees in the Uganda police. 

Source: Pr imarv data 
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Table -L6, investi gates whether promotions in the Uganda pol ice is the most important motivator 

and the results were (Mean=3 .94, S.D=.709). This means majority of the respondents agreed that 

promotion is a good motivator in the police force and it was an important contributing factor to 

the perfo rmance. 

Another factor that was considered in the study was whether promotion as one of the rewards in 

the Uganda po lice has aided perfom1ance of management and the results on this were 

(Mean=4.23, S.0=.67l). This means that majority of the respondents agreed that promotion of 

employees as one of the rewards was aiding perfotmance al though much more improvements 

were still needed to achieve the required motivation levels w ithin the Uganda police force. 

The st udy also asked respondents fo comment on whether promotion as one of the rewards in 

Uga nda po li ce is used to evaluate the employee's perfonnance at all levels and the results on this 

\\'ere (Mean= ! . 72, S.D=.687), implying that promotion as one of the reward were not used in the 

police force as a measure of performance, it is however known that performance should be 

related to rewards. 

The study also asked respondents to comment on whether the Uganda po lice uses both financial 

and non-financial rewards as a good feature of a reward system and results on this were 

( 0-lean- 3.82,S.D=.l.295). The majority of the respondents agreed that there was use of both 

fina nc ial and non-financial rewards. This was good as it catered for both officers who wanted 

materia l and financia l rewards as we ll as those who did not consider financi al rewards as 

i m porta n t. 

It " ·as also investigated whether staff in the Uganda police interprets promotion po licies as being 

fair & j ustl y. and results were (Mean= l.72, S .D= .687). The majority of the respondents 
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di sagreed that to most staff, promotion policies were unfair and thus not j ustl y. Such a setting 

co ulc..l c..lc moti vate the police officers in doing their best. 

In relation to the above, the study also ex·plored whether promotions have improved the morale 

of employees in the Uganda po lice and results on this were (Mean= I. 59, S.D=.495). This means 

that majority or the respondents disagreed that promotions were fairl y awarded to result into the 

required mot ivation. 

-t.-J The Extent to which the employee career advancement in Uganda Police influence 

the efficiency of Service Delivery 

The linal objective rotated arou nd extent to which the employee career advancement in Uganda 

Po lice innuences the efficiency of Service Delivery. 

Accordi ngly in relation to how employee career advancement influences quality of services 

"ere put to the attention of the respondents and the options varied from l = strongly disagree, 

2- disagree, J=not sure, 4=agree and 5=strongly agree. The interpretation of the results is based 

on the mean and the S.D. 
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Tahle .... 7: The Extent to which the employee career advancement in Uganda Police 
infl uence the efficiency of Service Delivery 

r 
Descriptive statistics 

I 

I 

fi'vlost people join police due to the fact tha~ 
N Minimum Maximum Mean 

lit promotes and encourages employee 
career advancement thus a major driver of 

90 3 4.22 crfic iency. 5 

I Police offi cers can always go an extra mile 
in their sen ·ice delivery once employee 90 3 5 4.09 
career advancement is achieved. 

Employee career advancement in Uganda 
police influences the efficiency of services 90 3 5 4.09 
deli\·ercd to a very large extent. 
-
Withou t embrac ing employee career 
ad\·ancement as an incentive to 
performance in Police, the government of 90 4 5 4.22 
Uganda will not real ize the best 
performance from police. 

1Employee career advancement is the key 
dri\·er o f engagement and efficiency of 90 3 5 3.96 
jpoli ce ofTicers. 

Source: primary data 

Std. 
Deviation 

.667 

.593 

.593 

.418 

.472 

Table 4.7. explores whether most people join pol ice due to the fact that it promotes and 

encourages employee career advancement thus a major driver of efficiency and the results were 

(;\ lean- .... 22. S.D=.667). This means that majority of the respondents agreed that the need for 

employee career advancement was a major driver of efficiency. Thus when an organization 

embraces employee career advancement, motivation is also likely to be obtained and vice versa. 
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Anot her facto r looked at was whether the Police officers can always go an extra mile in their 

scn ·icc clcli,·ery once employee career advancement is achieved and results were 

(Mcan=-L09,S. D=.593). This means that majority of the respondents agreed that police officers 

arc always wil ling to go an extra mile in case they are given a chance to advance their careers. 

The responden ts were a lso requested to comment on whether employee career advancement in 

Uganda police influences the efficiency of services delivered to a very large ex tent and results 

\\'ere (Mcan=4.09,S.D =.593). This means that majority of the respondents agreed that employee 

career ath·ancement to a very large extent w as an important influencer of efficiency in the 

sen·ices of the Uganda police. 

The study a lso explored the factor of whether without the promotion of employee career 

ath·ancement as an incentive to performance m Police, the government of Uganda will not 

rcali7c the best perform ance from police and results were (Mean=4.22, S .D= .41 8). Thi s means 

that majority of the respondents agreed that without the promotion of employee career 

ath·ancemcn t, the governm ent of Uganda being the employer in this case, would not achieve 

anything substanti a l from police without ei1couraging employee career advancement. 

In relation to the above, it was explored whether employee career advancement is the key driver 

o l· engagement and efficiency of police officers and the results on this were (Mean=3.96, 

S.D= .472). This means majority of the respondents agreed that employee career advancement is 

a key driver of engagement and efficiency to police officers. 
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-L5 Relationship between payments, rewards and quality of service delivery 

In order to establish the relation, the study used the zero correlation matrices and in order to 

determine how the different factors explained the degree of variation in performance, the 

regression model was used as exp lained in the next section. 

-L5. 1 Regression 

The regression results between the variables are indicated in the table4.8. 

Tab le 4.8: Regression 

Model summary 

1
Model R R square Adjusted r square 
I, .61 1 a 

. 
.374 .359 

!A. Predictors: (constant), rewards, payments 
f 

Anovab 

jModcl Sum of squares Df Mean square 

I Regress ion 2.002 2 1.001 

Res idua l 3.356 87 .039 

I Total 5.358 89 

.I\. Predicto rs: (constant), rewards, payments 

B. Dependent variable: quality 
-

I Coefficien tsa 

I Standardized 
Unstandardized coefficients coefficients 

jModcl B Std. Error Beta 

I' (constant) 3.7 19 .237 

Payments -.293 .051 -.485 

Rewards .337 .080 .356 

A. Dependent variable: qua lity 

Source: primary data 

KYAMBOGO UNlVFRS\T1 
ISARCLAYS UP" \RY 

R ARl' ... BOOKS SECTION - ___ ... _ 

Std. En·or of the 
estimate 

.19641 

F Sig. 

25.948 .oooa 

T Sig. 

15.700 .000 

-5.715 .000 

4.194 .000 

Table 4.8, shows a linear relationship noted between payments, rewards and qual ity service 

de livery. Overall, R square of 0 .359 and the significance level was 0.000 was obtai ned and this 

means that a ll factors put together predict 35.9% of the variation in the service quality in the 
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ganda po lice fo rce while 62.6% of the factors. The study also went on to detennine the 

contribution of each of the factors to the variation in service quality. Rewards with B= .337 

contributed m ore to the variation in service quality while payments with B= -.293 contributed 

less to service qua lity. This means that the police force need to consider rewards as a very 

important factor since payments only cannot lead to improved service quality. This is true since, 

salary alone cannot cause excitement to police officers. However, when there are rewards over 

and above the expected salary, they can be. a motivated . 

..t.5.2 Con·elation 

Correlation was used to determine the strength and directi on of the relationship. The results on 

thi s are indicated in table 4.9. 

Tab le 4.9: Correlation between Payments and job accomplishment 

I Correlations 

I Payments Quality 
-
Paymen ts Pearson correlation 1 -.497'* 

Sig. (2-tailed) .000 

N 90 90 

job accompl ishment Pearson coiTelation -.497 •• 1 

Sig. (2-tailed) .000 

N 90 90 
-

':":' .Correlation is significant at the 0.01 level (2-tailed). 

Source: primary data 

Table 4.9, shows that the correlation between paymen ts and job accomplishment was -0.497, this 

implies that there was a negati ve coiTelation between payments and quality service deli very, this 

implies that payments have negative influence on job accomplishment. 
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Table -t.l 0: Correlation between promotions and quality of service delivery 

Correlations 

promotions Quality 

promotions Pearson correlation I .3n·· 
Sig. (2-tailed) .000 

N 90 90 
I-

Service Qual ity Pearson correlation .3n·· 1 

I Sig. (2-tailed) .000 

N 90 90 

** . Correlation is sign ificant at the 0.01 level (2-tailed). 
'---

Sou t·ce: primary data 

Table 4.1 0, shows that the correlation between promotions and quality of service delivery was 

0.372. at significance level of 0.01 which is less than 0.0. Tlus means there was a significant 

posi ti ve re lati onship between promotions and quality of service delivery. This is true given the 

!~tel that most police officers expect to be promoted .However, in the event of any promotions, 

exc itement will be caused and this will translate into improved quality of service delivery. 

58 



CHAPTER FIVE 

DISCUSSION OF FINDINGS, CONCLUSION, RECOMMENDATIONS 

5.0 Introduction 

This chapter has the discussion of findings , conclusion and recommendations as well as areas for 

further study. The presentation follows the order of objectives wh ich include the extent to which 

payment influences job accomplishment in the Uganda police, the effectiveness of existing 

re\\'ards system on service delivery in the Uganda police and the extent to which the reward 

systems in Uganda po lice influence _the quality of services deli vered. 

5.1 Discussion of findings 

5.1.1 The extent to which Payment influences Job Accomplishment in the Uganda Police 

The study made several di scoveries in relation to the extent to which payment influences job 

accomplishment in the Uganda police. It was noted that Payments had no influence on job 

accompl ishment in the Uganda pol ice. Th is agrees w ith the literature that organizati ons 

measured under employee perfom1ance, employee performance, job quality, job 

accomplishment, willingness to exert extra effort, commitment and goal achievement (Yapa, 

2002: Dharmasiri and Wickramasinghe, 2006: Taljaard , 2003). 

It \\as al so noted that Payments given to Uganda police employees were not good enough to 

moti\·atc them to put in more effo rt. This finding agrees with literature where various studies that 

summari ze the laboratory and field studies have concluded that financial incentives, in general, 

do increase employee perfotmance, but the finding comes wi th significant qualifications 

(Giancola. 20 I 0). 

59 



It \\ as also highlighted that Paym ents had not enabled pol ice to generate innovative ideas that 

could lead to better business fu nctionality. This finding did not agree w ith literature, for instance, 

rewards are one of the important elements to motivate employees for contributing their best 

e rfo rt to generate innovative ideas that lead to better business functionality and further improvise 

compan y performance both financial and non- financiall y according to Dewhurst et al.(20 I 0). 

Another revelation was that payments were not an im portant element to motivate Uganda police 

staff and th us they could not contribute their best effort in accomplishing their job. Th is finding 

too agrees with literature accord ing to D ewhurst et al. (20 1 0). 

It was al so noted that payments had not led to staff retention within the police force and there 

\\·as less than the optimum utilization of staff talents usage. This finding agrees with Srivastava 

(200 I) who noted that creative use of persona li zed non-monetary rewards reinforces positive 

beha\·iors and improves employee retention and performance. 

5.1.2 T he effectiveness of Promotion on the Quality of Service Delivery in the Uganda 

Poli ce. 

The second objecti ve was on the effectiveness of promotion on the quality of service delivery in 

the l.Jganda po lice. On this, several discoveries were made. For instance, the study noted that to 

most pol icemen in the Uganda police promotions were the most important motivator. This agrees 

\\ ith literatu re where it was noted that rewards such as promotion leads to such things as 

presti ge. autonomy and independence, security and shelter, (Lawler, 1988). 

It was al so noted that the promotions m the Uganda police has aided perfonn ance of 

management. Thi s agrees with literature where it was highlighted that rewards in fonn of 

pro motions is one of the important e lements to motivate employees for contributing their best 
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effort to generate innovative ideas that lead to better business functionality and fu rther improvise 

company performance both financial and non-financially. According to dewhurst et a!. (201 0), 

there a rc other means to reward employees that do not just focus on financial compensation. 

The researcher discovered that the prom otions in Uganda police were not used to evaluate the 

employee's perfonnance at all levels. This finding did not agree with literature. For instance Frey 

( 1997) notes that an organization must carefully set the rewards system to evaluate the 

employee's performance at all levels and reward them whether visible pay for performance of 

invisible sati s faction. When compared to the findings , the police did not use promotions as a . 
means of evaluating perfonnance. This stil l explains why most officers interviewed did not agree 

that promoti ons can be used to evaluate performance since the promotions did not reflect their 

performance. 

The researcher also noted that the Uganda police uses both financial and non-fi nancial rewards 

\\·hich was a good feature of a reward system. This finding agrees with the literature. For 

instance Szilzgyi, (1981) notes that rewards can either be in monetary or non-monetary terms. 

Re\\·ard systems are the planned activities that organizations implement in order to motivate their 

em ployees o r individuals to achieve the set goals of the company. The use of this makes it 

he lpful to the concerned officers to balance off those emplo yees who need financial and those 

\\'hO do not need financial rewards. This finding too agrees w ith Perry et al (2006) who noted 

that fina ncial rewards is not the most motivating factor and financial results have a de-moti vating 

effect among employees. 
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It \\'as also noted that Staff in the Uganda police did not interpret its promotional policies as 

being fa ir and justly. This finding disagrees with literature where it was noted that reward 

systems arc the planned activiti es that organizations implement in order to moti vate their 

employees or individuals to achieve the set goals ofthe company as asserted by Szilzgyi , (1981). 

Thi s means that such a system which was regarded as being discriminative would not result in 

desi rable results. 

The researcher further confi1med that promotions as one of the existing rewards in the system 

had not improved the morale of employees in the Uganda police, since they were not fairl y 

a\\'ardecl . they weren't in confom1ity with the expectations of the police officers. This compares 

\\'CII with literature where it was noted that the extent to which employee's needs are fulfilled 

ach ie,·c that sat isfaction from work areas are generally called morale (Valencia (2008). The 

degree of job sati sfaction always depends upon intrinsic and extrinsic motivating factors 

provided to them, quality of guidance and supervision, work place and work group to which 

employees succeed or lose to achieve his/her goals (Valencia (2008). 

Intervi ew with the Kampala Metropolitan Police head indicated that, promotions help satisfy 

employee' s needs for security, belonging and personal growth. Promoted individuals tend to 

increase their commitment; conversely those police officers who are by passed for promotion 

ree l they ha,·e not been treated fai rly, their commitment decreases and their absenteeism 

lllcrcascs. However, thi s call for employee and performance evaluation take a central part in 

o,·c rall Uganda fo rces backed and funded by a well career strategy and practice. 

One or the interviews revealed that, " fringe benefits were intended to increase morale, improve 

on the qua lity of li fe and quantity of output, create good relation among the workers and as well 
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yield sati s faction , commitment and performance. Nevertheless, majority of Pol ice staff had 

insufficient fringe benefits, live is squatters (poor housing facilities) with no limited promotional 

opportuniti es. 

Limited and unjustified promotions and transfers demonstrated police unfai r support to moti vate 

performance. This induced low commitment, low retention due to limited new priorities. 

5.1.3 T he extent to w hich Employee Career Advancement Influence the Quality of Service 

Oclive •·y in Uganda Police. 

The third objective rotated around the extent to which employee career advancement infl uence 

the quality of service delivery in Uganda police. It was noted that most people join police due to 

need to develop their career further. This thus agrees with literature where Luthans (2000) noted 

that a properly administered system of rewards can provide incentive for quality workmanship 

and staff perfotmance. Likewise, a poorly administered reward system can lead to low morale, 

unproductive perfonnance, and even lead to a high percentage of staff tum over. Since the reward 

system dev iated from what most respondents expected, it would be noted as a cause of low 

service qua li ty in the Uganda police force. 

It \\'as a lso noted that po lice officers can always go an extra mile in their service del ivery once 

employee career advancement is embraced. This finding rhymes well with the points put forward 

by Mchmood (2013) who narrates that · explicates reward system is the requirement of any 

organi zation to retain and hire the most sui table employee to gain competi tive edge in a 

compctiti,·e environment. H e further explains that reward system inspiring the employee to work 

harder and faster because employee needs moti vation to put extra effort on their task. This means 
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that once the police officers are given opportunity to develop and advance their careers, they can 

easi ly do more than expected as suggested by Mehmood (2013). 

It \\'as further confirmed that employee career advancement in Uganda police influences the 

e ffi ciency o f services delivered to a very large extent. This finding agrees with Frey (1997) who 

noted that desired performance can only be achieved efficiently and effecti vely, if employee gets 

a sense o r mutual ga in of organization as well as of himself, with the attainment of that defined 

target or goal. An organ ization like the police force must therefore embrace employee career 

ad,·ancement as a po licy to boost the employees' performance at al l levels and rewarding them 

\\'hether visible pay for performance of invisible satisfaction. 

Anot her reve lation was that without embracing employee career advancement as an incenti ve to 

per fo rmance in Uganda Police, the government of Uganda will not reali ze the best performance 

fro m Police. This finding agrees w ith literature where Giancola (201 0) noted that without some 

~ons of incentives based on perfom1ance, the employer wi ll not realize the best performance 

l'rom em ployees. Presumably, many employees will not work hard and stri ve to excel without a 

linancial incenti ve to motivate their behavior. 

The researcher established that payment was a key driver of engagement and efficiency of police 

orlicers. These find 1ngs also agree w ith ·Giancola (2010) who discovered in his study in Tlte 

2007-2008 towers Watson global workforce where it was indicated that employers do not 

necessaril y need a conventional pay system to engage and retain their employees. Accordingly, 

police needs some sort of pay which is clearly defi ned in order to get the desired level of 

engagement. 
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lntervie'' results with one of senior superintendent of police that career development is one of 

those HRM activities that support employee development. She advocated that promotion from 

with in career advancement should be devised to enhance employee motivation. 

5.2 Summary of the major findin gs 

Reward systems are one of the most essential things in an organization 's development and 

success. rt is hence vital for the government of Uganda as the employer of Police to understand 

what motivates Police officers so as to maximize their overall job performance. 

Based on this stud y, there are two major factors that have a profound effect on work performance 

. 
in Uganda police. One is intrinsic motivation which comes from inside the employee and is 

related to his or her feelings such as feeling of achieving something, responsibility and freedom 

to act. The other factor is extrinsic motivation where outside factors such as salary, rewards and 

critici sm motivate the employee's. 

5.3 Conclusion 

The first objecti ve was to establish the extent to which payment influences job accomplislunent 

in the Uganda police. There was a negative correlation between payments and job 

accomplishment ( -0.497). This leads the researcher to conclude that payments do not influence 

job accompli shment. They may even contribute negatively since in the state of the Uganda police 

they were not enough to cause motivation besides not being paid prompt amidst increasing cost 

or leavi ng. 

The second objective was rotating around the effectiveness of existing rewards system on service 

dcl i,·ery in the Uganda police. The study indicated a correlation between rewards and service 
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quality to be 0.372. This leads to the conclusion that rewards were important in the bid to 

impro ve quality of services. Any improvements in rewards could lead to substantial 

impro,·cments in quality of services delivered. 

The last objecti ve was the extent to which the reward systems in Uganda police influence the 

qua lity of Sen·ices delivered. A linear relationship was noted between payments, rewards and 

service quality with an overall, R square of 0 .359. This leads to a conclusion that payments and 

rc\\ ards together contributed 0.359 to the variations in service qua lity. This implies that any 

impro,·emcnts in the above two factors would lead to 35.9% improvements in senrice quality. 

This aga in means that there is a multiplicity of factors other than rewards and payments that are 

responsible for service quality in Uganda police force and should therefore be attended to. 

5.-t Recommendations 

From the conclusions, the study makes the following recommendations, 

I. The police management should make sure there is existence of an alignment between 

payments and job accomplishment to ensure that all officers feel their compensation is 

adequate and is proportionate to their contribution. 

I I. Public service in collaboration with the Police management team should put up a well 

streamlined payment system that will ensure that all police officers are motivated to do 

their best. 

I I I. Police administrators should be trained and sensitized by the govemment of Uganda 

about the value of rewarding police officers. They should be made aware that rewards 

moti vate police officers to perform at their best. This means that to implement a 

perfo rmance-based scheme, administrators should not perceive the process of rewarding 
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as being expensive and time consuming, but rather, a necessity where perfom1ance based 

on financial incentives does not provide enough incentives for Police to improve. 

1\'. The Uganda police force should use a mix of financia l and non-financial rewards to 

ensure that rewards lead to better quality of services delivered. 

\ ' The police managers need to ensure that they streamline the reward system to make it 

more effecti ve and officers should be given chance to indicate how best they should be 

re\\'arded through continuous employee performance appraisal by managem ent basing on 

key performance ind icators. 

V I. Public service should evaluate and appraise police officers periodically and make sure 

that any improvements in perfonnance are rewarded so as to enhance quality of the 

services delivered. 

5.5 Areas for furth er Study 

From the concl usions and recommendations, the study has identified some areas for further 

s tud y : 

1. Streamlined recruitment policy and guide lines put 111 place to cater for promotional 

criteria. 

11. Staff development pol icy and service delivery in Uganda police 

111. Em ployee commitment and efficiency in Uganda police 
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APPENDIX 1: QUESTIONNAIRE FORM FOR POLICE OFFICERS 

Identification No: 

Dear respondents, i am carrying out an academic study entitled "the reward systems and 

c mplo~·ee performance, a case of Uganda police headquarters. You are kindly requested to 

participate in thi s study. The information you are go ing to provide is entirely for thi s stud y and it 

is purely academic and wi ll be treated with utmost confidentiality. 

Sec tion a: (social demographic characteristics of respondents) 

1. Gender of respondent. 

mm I~ 

. 
I 2 

2. Age bracket of respondents. 

18-20 21 -25 26-30 31-35 36-40 41 and above 

I 2 3 4 5 6 

3. Education level of respondents. 

Primary Secondary Certificate Diploma Degree Masters Above masters 

I 2 3 4 5 6 7 

.J. flow long have you worked /been in Uganda police? 

1-2 

I:A I ~ore than 6 
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SECTlON B: 

Please indicate by ticking in the appropriate box to what extent you agree/disagree to the 

fo lio\\ ing statements below. (sd= l strongly disagree, d= 2 disagree, ns= 3 not sure, a= 4 agree 

and sa= 5 strongly agree) 

I Objective 1: the extent to which payment influences job 
accomplishment in the Uganda police. 1 2 3 4 5 

I Payments have generally influenced job accomplishment in the Uganda 
I 1 police. 1 2 3 4 5 

I Payments given to Uganda police employees are good enough to 

12 j moti vate them to put in more efforts to accomplish their jobs. 1 2 3 4 5 

I Payments have enabled police to generate itmovative ideas that lead to 

!3 better business functionality. 1 2 3 4 5 
I Payments are one of the most important elements to motivate Uganda 

! -+ staff in contributing their best effort in accomplishment of their job. 1 2 3 4 5 

I Payments have ensured that staff retention within the police force and 

L5 enabled optimum utilization of staff talents in accomplishing their job. 1 2 3 4 5 

Objective 2:the effectiveness of promotions on service delivery in 
the Uganda police 

-
To most policemen in the Uganda police promotion is the most ,, important motivator. 1 2 3 4 5 

! Promotion as one of the rewards in the system in the Uganda police has 
7 aided perfonnanee of management I 2 3 4 5 

Promotion as one of the rewards in Uganda police 
" is used to evaluate the employee's perfonnance at all levels. 1 2 3 4 5 _) ,- The Uganda police uses both financial and non-financial rewards which 

L -+ I is a good feature of a reward system. 1 2 3 4 5 

I - Staffs in the Uganda police interpret promotion policies as being fair & 

~ j ustl y. I 2 3 4 5 
Promotions as one of ~he existing rewards in the system have improved 

~ the morale of employees in the Uganda police. 1 2 3 4 5 
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I Objective 3:the extent to which career advancement in Uganda 

police influence the efficiency of services delivered 
~ 

Most people join police due to the fact that it promotes and encourages 

I employee career advancement thus a major driver of efficiency. 1 2 3 4 5 
-

Police officers can always go an extra mile in their service delivery 

12 once employee career advancement is achieved. 1 2 3 4 5 

Employee career advancement in Uganda police influences the 

3 efficiency of services delivered to a very large extent. 1 2 3 4 5 

Without embracing employee career advancement as an incentive to 

perrormance in Police, the government of Uganda w ill not real ize the 

-+ best performance from poli ce. 1 2 3 4 5 

I Employee career advancement is the key dri ver of engagement and 

I cfti c iency of police officers . . 
1 2 3 4 5 5 

I L 
Thank you for your time 
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