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This research paper focuses on examining how reward systems are related to employee performance at government agencies with a particular reference to the Kampala Capital City Authority (KCCA) in Uganda. The study will help to assess the impact of various aspects of rewards such as compensation, performance recognition, career development opportunities as well as fringe benefits on employee motivation, job satisfaction and overall performance in workplace. The research is based on the motivational theories like Herzberg Two-Factor Theory and Maslow Hierarchy of Needs, hence, the study will be based on the mixed-methods research design, which combines quantitative and qualitative research designs. A sample consisting of 85 employees was gathered using stratified and purposive sampling methods and data were collected using structured questionnaires and interviews. Descriptive statistics, correlation analysis and multiple linear regression were used as analytical methods to establish the strength and significance of relationships between the variables in the study. The results indicate that the reward system has a statistically significant positive impact on employee performance in KCCA with fringe benefits and career development opportunities being identified as the most significant predictors, then compensation and performance recognition. The research also concludes that, although monetary rewards are significant, non-monetary rewards are critical in improving intrinsic motivation, employee engagement, as well as long-term job satisfaction especially within the framework of the public sector. Such results show that government agencies should develop and execute holistic and balanced reward plans that resonate with the expectations and organizational objectives of employees. The research paper adds to the available literature on the management of performance in the public sector, and offers practical policy suggestions to enhance the performance of service delivery, employee retention, and organizational performance in Uganda and other comparable situations.
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Introduction
Reward systems are important in motivating employees at international levels. These systems are a reflection of the overall organizational approach toward motivating employees to give their best to come up with new ideas that can transform business operations and improve the overall company performance, both monetarily and otherwise (Emrić, 2024). The overall compensation, including the salary, benefits, work-life balance, performance rewarding, and skill training, determines how an organization attracts, motivates, and retains workers. It is also an arsenal where an organization can provide and modify incentives which bring value to both the organization and the employees (Khairy et al., 2023). (Ali & Anwar, 2021) argue that organizations must address employee expectations, necessitating an understanding of employee rewards and their impact on motivation and job satisfaction. According to them, the organizational reward system affects job satisfaction and motivation (Ali & Anwar, 2021). The reward system has an impact on job satisfaction by determining the level of comfort employees get depending on rewards given to them. Moreover, motivation mainly depends on the perceived value of the rewards and the effect they might have on performance (Manzoor et al., 2021). Effective human resource strategies have become the source of worry among organizations in different parts of the world as an effort to improve the efficiency of their operations (Holbeche, 2022). Evidently, the productivity of employees in an expanding organization is a very significant issue in the overall performance of the organization. Rightly called human resources in modern organizations, employees have been considered as the most valuable resources to achieve success in the banking industry (Ali and Anwar, 2021). In developed states, entities consider them important assets that demand much consideration in terms of development (Saks, 2021). 
In the United States, remuneration can be viewed as any type of compensation given by an employee in exchange of his or her labor Authors (Cropanzano et al., 2022) propose that employees might view remuneration as a mutual agreement between the employee and the employer, as an entitlement to being employed, or as a reward to be earned by a successful performance. The incentives that companies give to their employees regarding the efforts they make to the company are both monetary and non-monetary (Elrayah and Semlali, 2023). Authors (Ayi, 2023) opine that organizations must institute reward systems that incorporate both non-monetary and monetary elements to the satisfaction of the various needs of the employees, hence escalating employee engagement and performance levels. Examples of non-monetary rewards include recognition, promotion opportunities, greater responsibilities and personal growth (Mohammad & Mohammad, 2023). These programs are meant to influence employees by satisfying their needs that are of value, as well as to meet the organizational goals since the success of an organization is directly related to its human resource. To be successful in organizations, a motivated workforce is essential since highly engaged employees are more likely to perform to their fullest potential and work harder than their less motivated colleagues (Iddekinge et al., 2022). In a study carried out by (Hilton et al., 2021), it was found out that rewards were positively correlated with corporate performance. The main factor that led to the witnessed improvement in performance was the fact that most employees were driven by the rewards to work harder. The research also revealed that though there were tremendous reward packages in the organization, not all the staff members knew about them. It is thus important that employees should be made aware of the reward components to be included in their employment contracts. A related study, (Manjenje and Muhanga, 2021), ' Financial and non-financial incentives best practices in work organisations: a critical review of literature, found that the most common incentives used by national banks to retain employees and increase their performance were comprehensive compensation packages, job security, challenging and interesting positions, and promising career advancement. This strategy was successful because it alleviated organizational knowledge loss, minimized customer service disruption and lowered turnover expenses hence enhanced overall performance.
The proposed study (Investigating The Impact of Organizational Culture on Employee Retention: Moderating Role of Employee Engagement, 2023) assumes that the reward systems design can be significant to align with the organization culture. These systems assist managers in conveying the desired behaviors to members of an organization (Sung and Kim, 2021). Managers who explain that they are worried that their subordinates are not motivated enough ought to consider the possibility that the reward systems they have adopted are unintentionally encouraging behaviors that are not in line with their goals (Widarko & Anwarodin, 2022).
In East African countries like Tanzania, as with many other countries, employees are inspired by different types of remuneration (Katabalo & Mwita, 2024). To ensure that organizations achieve high levels of performance, organizations need to offer their employees sufficient rewards to make a work environment to be competitive and effective. Whereas certain employees can be mostly motivated by extrinsic rewards, including salary increment, promotions, and bonuses, others are motivated by intrinsic rewards, such as appreciation, praise, and recognition (Manzoor et al., 2021). Yet, the question of what kind of rewards is most likely to motivate the Tanzanian workforce to reach greater organizational performance, especially in the business sector, and this is what the current research will focus on. 
Employers in Uganda are faced with the dilemma of determining the rewards which will meet the needs of the individual and boost the benefits and financial performance of the organization. (Mustafa & Lleshi, 2024) suggests alternative compensation strategies that are more cost-effective, such as employee recognition, improved career development programs, enhanced organizational communication, and job advancement initiatives. Therefore, the researcher aimed to investigate, focusing on these aspects of an organization's compensation framework, the the influence of the compensation system on organizational performance.
Public sector organizations, for instance, have major hurdles related to low levels of performance among its employees, who are hamstrung by bureaucratic restraints and resource stringency as well as motivational deficiencies (Berman et al., 2021). The performance of an organisation is greatly affected by extrinsic and intrinsic motivation and therefore the relevance of rewards as a motivational method. KCCA, as one of the major administrative bodies promoting and implementing reforms in the management of Uganda’s capital city has followed different strategies that can encourage the employee performance by increasing their salaries, bonuses and other rewards (Asiimwe, 2020). Either way, the question arises as to whether these rewards indeed enhance the performance of employees particularly with the problems of budget cut-offs and accountability of outcomes that governmental organizations are grappling. The paper explores the relationship between the employees performance and rewards within Kampala Capital City Authority in Uganda (KCCA), which also adds to the wider discussion of the performance management of the public sector.
Problem Statement. 
The performance of employees in any given institution that is public is essential in achieving certain objectives. Lately, Uganda has introduced many changes via the Ministry of Public Service that has formulated policies on compensation and retention in the public sector to increase service delivery, reform the compensation system, and motivate civil servants (Olum et al., 2024). Even with these far-reaching reforms, the Kampala Capital City Authority (KCCA) is still struggling to cope with the issue of employee retention, intensified competition, increased governmental regulation and rapid technological changes. Studies have shown that executive compensation is positively correlated with the desirable performance.
The officials of KCCA are also determined to attain high levels of excellence, which they think can be attained by the devotion and competence, equality in handling people and the observance of laws with integrity and transparency. However, the aim of total compensation packages is to improve the performance of employees as well as the overall effectiveness of the organization. Employees of KCCA have been criticized due to their perceived inadequate professionalism in their work which could be a consequence of work culture, poor pay, low motivation or a dislike of the job.
Saeed and Siddiqui (2020) note that employee turnover rates are higher in the context of public institutions and especially when corruption accusations are perceived to be ongoing. As a result, these institutions have to redefine their benefits package to employees which include reward and recognition packages. The different government departments in Uganda have embraced different reward packages, which may be either monetary (extrinsic) or non-monetary (intrinsic) rewards. As an example, when it comes to financial incentives, salary raises are considered a key to employee satisfaction (Ali & Anwar, 2021). There is however not much known about the effect of total reward systems on employee performance in KCCA. Considering these observations, this research was carried out to bridge gaps by filling gaps in terms of total rewards and its association with employee performance in KCCA public service. Thus, this study is needed.
Overall aim of the Study. 
The study's overall objective is to investigate the connection between employee performance and rewards at Uganda's Kampala Capital City Authority (KCCA), a government organization.  
Study Objectives. 
This research had the following objectives: 
i.	To determine the impact of compensation on the performance of employees in government agencies. 
ii.	To assess whether recognition schemes have an impact on employee performance in government agencies. 
iii.	To explore the effect of career development on employee performance in government agencies. 
iv.	To establish how fringe benefits influence the performance of the employees in government agencies. 
Significance 
This study is important because it explains the challenges associated with wage reform in the state sector. It is hoped that it will contribute to the existing body of knowledge on the topic of public sector reform. Moreover, it will likely serve the purpose of policy-making in terms of adjusting the pay system of civil servants by pointing to the impact of salary changes on KCCA workers.
Literature Review
Theoretical Framework
Incentives are essential to motivation of workers according to theories such as Herzberg Two-Factor Theory and Maslows hierarchy of needs. Although Herzberg recognizes motivators and hygiene factors as influencing job satisfaction, Maslows theory is more focused on the need to self actualize and be esteemed (Dunnette and Herzberg, 1967; Maslow, 1943).
Rewards and Performance of the Employees.
Recent studies have shown that there is a positive relationship between employee rewards and employee performance. Financial incentives greatly improve employee enthusiasm and performance (Manjenje & Muhanga, 2021). Conversely, non-financial rewards such as rewards and career development are also essential to employee satisfaction (Moonlight, 2020).
Performance Management and Government Agencies.
The introduction of effective reward systems is often slowed down by bureaucratic hurdles in government agencies. However, studies indicate that customized incentive programs can enhance service performance and employee involvement (Ihemereze et al., 2023)
Conceptual Framework 
The framework is a blueprint under which the research is based. Within this framework, the self-efficacy theory, Herzberg's motivation-hygiene theory, and Maslow's Hierarchy of Needs were used to examine the study's independent variable: the reward system. Figure 1 shows the links between the reward system and other different components like the compensation, fringe benefits, recognition programs and career development. Moreover, the moderating variables include government policies, organizational policies and employee performance at KCCA.Independent Variable (IV) 
Government Policy



Employee Performance
· Quality of services 
· Task’s completion 
· Team work 
· Dependability and reliability 
· Creativity of employee 



Compensation 
· Bonuses 
· Contingent pay 
· Variable pay 



Recognition 
· Gifts 
· Awarding certificate 
· Achievement 



Career development 
· Career development
· Personal growth
· Responsibilities 



Fringe Benefits 
· Insurance 
· Medical 
· Pension 




                                                                                             Dependent Variable (DV)













Methodology

Research Design
Sample Selection
The study was based on a descriptive survey methodology, which incorporated both phenomenological qualitative and descriptive quantitative methodology. Concurrent triangulation design played a crucial role in the comparative analysis of both numerical and non-numerical data. This triangulation helped to integrate various types of data. The choice of the design was determined by its flexibility to deal with both quantitative and qualitative data at the same time and thus effectively combine the two types of information. 
The population of the study consisted of 108 employees of KCCA working in different departments such as Office of the Director, Building Regulation, Inspection and Audits Division, Affordable Housing Planning, etc.
It is often impractical to test and interview the entire population due to its size and widespread distribution. Consequently, the aim of a study is to analyze a sample and subsequently generalize the findings to the broader population. (Yamane, 1973) offers a simplified formula for calculating sample sizes, which is employed to determine the appropriate sample size for the research.
n =  
Where n is the sample size, N is the population size =108, and e is the level of precision = 5%.
n =  
=  = 85.039
Therefore, the sample size for this study is 85 respondents.
The study employed both stratified sampling and purposive sampling techniques. As outlined by (Mugenda & Mugenda, 2013), stratified random sampling is a method that involves dividing the entire population into distinct subgroups or strata, from which final subjects are randomly selected across these strata. In this research, a stratified sampling approach was utilized to select participants from various operational units and departments within KCCA.
Data analysis was guided by the research questions and focused on evaluating the impact of the reward system on performance recognition compensation, employee benefits, and employee career development, and their influence on employee performance at KCCA. The analysis employed descriptive statistical methods, alongside inferential statistics, specifically correlation analysis and multiple linear regression analysis.
Furthermore, multiple regression analysis was conducted to determine the relationships among the study variables. Drawing from existing models that have examined the effects of predictors such as performance recognition, compensation, employee benefits, and employee career development on employee performance within the context of the KCCA, the current study adopted a similar analytical framework.
Y = β0+β1x1+β2x2+β3x3 β4X4 + ε, where: 
Where: Y = Employee performance 
βi; i=1,2,3 = The coefficients representing predictors 
Variables. Β0 = the Y intercept
xi, i=1, 2, 3, and 4} = Values of the various independent independent variables (covariates) 
e = the error term which is assumed to be normally distributed with mean zero and constant variance, X1= Compensation, X2 = Performance recognition, X3= Career development opportunity and X4= Fringe benefits
Analysis and Discussion
Table 1: Correlation analysis
A correlation analysis was performed among the variables being examined. Correlation is a statistical technique that is utilized to evaluate the connection between two or more variables. Two variables are correlated, which implies that the change of variables is in tandem. A positive correlation indicates that high scores of a variable are linked to high scores of the other variable whereas low scores of one variable are related to low scores of the other variable (Kavale, 2017). The sign of a correlation coefficient helps to determine the existence of a positive or negative relationship in the context of correlation. When the correlation coefficient is positive, it means that the variables move with the same direction and a negative correlation coefficient means that they move with opposite directions. The p-value of less than 0.05 or 0.01 is used to determine the significance of the correlation, and indicates that the chance of the observed correlation coefficient by chance is less than 5 out of 100 or 1 out of 100, respectively, so that a relationship exists.
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*. Correlation is significant at the 0.01 level (2-tailed).
Source: Primary Data, 2024
Table 1 shows that there is a moderate positive relationship between compensation and employee performance at KCCA and the correlation is (r = 0.539, p = 0.002 < 0.01). This implies that when employee compensation is increased, there is better employee performance at KCCA. This observation coincides with the study by Makau, Nzulwa, and Wabala (2017), who found compensation as an important predictor of organizational benefits and suggested that employers should focus on compensation to enhance employee engagement and commitment towards achieving organizational goals.
Also, Table 1 shows that there is a significant weak positive relationship between performance recognition and performance of employees at KCCA with a correlation coefficient of (r = 0.309, p = 0.004 < 0.01) showing weak positive relationship. This observation suggests that performance recognition should be improved as it has a positive impact on employee performance in the organization.
More so, the findings indicate that there is a strong moderate positive relationship between career development opportunities and employee performance at KCCA with a correlation coefficient of (r = 0.539, p = 0.002 < 0.01). This implies that the increase in career development opportunities is associated with better employee performance at KCCA.
Lastly, Table 1 results have revealed that employee benefits and employee performance are strongly positively correlated at KCCA with a correlation coefficient of (r = 0.749, p = 0.002, < 0.01). This implies that the higher the benefits of employees the better the performance of KCCA. These findings are in line with the studies by Mabaso (2016) that have shown a positive and strong correlation between different elements of reward system and employee performance within the public institutions in Kenya. 
Multiple regression analysis 
Multiple linear regression analysis was carried out to find out the influence of the independent variables (employee benefits, career development opportunity, performance recognition, compensation) on the dependent variable (employee performance at KCCA)
Table 2: Model Summary
	Model 
	R 
	R Square 
	Adjusted R Square 
	Std. Error of the Estimate 

	1 
	.555a 
	.308 
	.274 
	7.73627 

	a. Predictors: (Constant), compensation, performance recognition, career development opportunity, employee benefits. 


Source: Primary Data, 2024
Table 3: ANOVA
The results of Table 2 point out that the adjusted R-Squared is 0.274. This implies that the compensation, recognition of performance, career development opportunities, and fringe benefits explain 27.4 percent of the variation of the dependent variable that is the employee performance. Such findings agree with those documented by Mabaso (2016) who stated that 52.3 percent of the variance on the reward system (including compensation, recognition programs, career development and fringe benefits) plays a significant role in employee performance.



	Model 
	Sum of Squares 
	df 
	Mean Square 
	F 
	Sig. 

	1 
	Regression 
	2135.584 
	4 
	533.896 
	8.921 
	.000b 
	

	Residual 
	          4787.993 
	80 
	59.850 
	
	
	
	
	

	Total 
	6923.576 
	84 
	
	

	a. Dependent Variable: Employee performance 

	b. Predictors: (Constant), Employee benefits, Career development opportunity, Performance recognition, Compensation. 


Source: Primary Data, 2024
The results in Table 4 show that the composite effect of the reward system, which includes employee benefits, career advancement opportunities, performance recognition, and compensation, were found to be statistically significant in the explanation of the differences in the performance of employees at KCCA. This observation is supported by the p-value of 0.000, which is less than the accepted p-value of 0.05. This, in turn, indicates that the model used in this study has a good fit.
Table 4: Regression coefficients
[image: ]
Source: Primary Data, 2024
The model equation Employee performance of KCCA = 9.891 + 0.341 X1 + 0.168 X2 + 0.388 X3 + 0.724 X4
The analysis indicates that, when all other variables are held constant (employee benefits, career development opportunities, performance recognition, and compensation), the employee performance score for KCCA would be 9.891. The regression analysis demonstrates that compensation significantly affects employee performance at KCCA, as evidenced by β = 0.341, p = 0.048 (which is less than 0.05)), and t = 2.179. This suggests that a one-unit increase in compensation is associated with a 0.341 unit increase in employee performance. Performance recognition also significantly impacts employee performance at KCCA (β = 0.168, p = 0.032, t = 2.212), implying that a one-unit increase in performance recognition correlates with a 0.168 unit rise in employee performance. 
Additionally, the results show that career development opportunities significantly influence employee performance at KCCA, as indicated by β4= 0.388, p=0.006 (p < 0.05), and t= 2.821. This means that a one-unit increase in career development opportunities would result in a 0.388 unit increase in employee performance. Lastly, the analysis reveals that employee benefits significantly affect employee performance at KCCA, as shown by β5= 0.724, p=0.007 (p < 0.05), and t= 2.782. This indicates that a one-unit increase in employee benefits would lead to a 0.724 unit increase in employee performance.
Conclusion
This study emphasizes how crucial a comprehensive reward system is for raising worker productivity in government organizations like KCCA. Non-monetary benefits have a major impact on employee motivation and job satisfaction, even though monetary rewards are still important. The long-term impacts of such reward schemes on employee retention and organizational success should be investigated in future studies.
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