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ABSTRACT
The study is on perceived effects of reward management systems on employee performance with the study of Coca-Cola Kwanza Bottlers Ltd in Tanzania. The study was guided by three research questions which were developed into hypotheses as predictors to the dependent variable which is employee performance. An exploratory research design was used to enable the information gathering process and questionnaires were used as appropriate data collection tool constituting closed ended questions. Analysis of the data was done using SPSS software version 19.0 to perform inferential tests to capture the existing relationship between independent and dependent variables of the study. Findings showed that all three predictors as independent variables were all positive and statistically significant on the dependent variable which is employee performance. With that, the study recommends that for successful performance of employees in the organization sector which is business oriented intrinsic, extrinsic rewards and employee satisfaction are among important remedies to remember and embrace to ensure total performance. The findings of this research study show that employee satisfaction on reward management system is the most important factor. If this reward is increased by one-unit performance increases by 3.489 units. This is followed by intrinsic rewards whose increase by on unit would increases performance by 3.222. Intrinsic rewards have little contribution compared to the two above mentioned factors. An increase of one unit of intrinsic rewards would increase the employee performance by 0.089. When all three variables are neglected, the employee performance would actually by negative, although this is only confirmed at 12.8%.
Keywords: Reward management, employee performance, Coca-Cola Kwanza Bottlers 
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "GENERAL OVERVIEW OF THE STUDY" \f C \l "1" 
1.1 Background to the Study TC "1.2 Background of the Study" \f C \l "1"  
Employees’ performance historically can be traced many years ago, this is as old as Human Resources Management. The scientific management, which involved an objective and systematic approach to improving worker efficiency basing upon the collection and analysis of data, evolved from the work of Frederick W. Taylor, Henry Gantt, Harry Kopf, Frank Gilbreth, Lililan Gilbreth and Harrington Emerson during 20th century Armstrong, 2006). Taylor’s scientific management approach contributed to modern organizational theory. Taylor believed that increasing employee salaries (rewards) would increase their motivation and make them more productive (Armstrong, 2014).
Reward management is all about strategies, policies, plans as well as processes of ensuring that there is recognition of value and contribution people make within an organization. These rewards should satisfy the needs of the organization as well as that of its stakeholders. They should be fairly, equitably as well as consistently distributed to all employees within the organization. Reward management is about deciding how people should be rewarded and ensuring that reward policies and practices are implemented (Armstrong, 2014).
According to Torrington (2005) the overall aim of a reward system is to support the attainment of the organization's strategic and shorter-term objectives by helping to ensure that it has skilled, competent and well-rewarded workforce. A strategic reward aligns reward strategies, system and processes with the fundamental need of the business for higher performance. It led to development of total reward management which include financial and non-financial reward that can be determined through the pension schemes, employees’ base pay, contingent pay as well as other employees benefits (ibid).
Reward management was developed on the basis of psychologists’ behavioral research. Psychologists’ started studying behavior in the early 1990. Sigmund Freud was the first psychologist to conduct a research on human behavior. One of his work was a theory known as Psychoanalytic theory. Many other more psychologists add to his work and as a result they started examining as to how are people satisfied with the rewards towards them. Also, what are the motivations behind every person on a given job (Armstrong, 2014). There after these psychologists decided to develop motivational theories which are closely related to reward management. This study enables one to identify what really pay the employees efforts and value within an organization.
1.2 Statement of the Research Problem TC "1.3 Statement of the problem" \f C \l "1" 
In today's dynamic environment, doing business as usual is not enough. Competition challenges organizations to change and become more customer-oriented, differentiating themselves in the field of quality, service and cost competitive products requiring the contribution of talented, active and motivated employee. But while many organizations claim that people are their most important asset, many of them fail to act so and motivation towards performance is one of the major problems that companies are facing today (Watson, 2014). According to Armstrong (2014), in order to motivate their employees, organizations provide rewards that recognize performance and attempt to fulfill their needs. 
In his study Deeprose (2013) found that an effective reward system improves employee motivation and increases employee productivity, which in turn contributes to better enhance organizational performance. Akinyokun & Uzoka (2007) and Baron (1983) argue that there is a relationship between rewards, motivation and job performance. Likewise, (James, 2011) in his study about factors influencing research productivity in Chinese universities found that scientists who are rewarded are productive, and scientist who are not rewarded become less productive. 
However, many organizations fail to design their reward systems so as to retain their employees (Porter and Steers, 1991). For example, analysis of Human Resource records (2010- 2015) from Coca-cola kwanza Bottlers Ltd in Tanzania provide an alarming insight into the status of workers turnover. The exit interview records show that to every 10 employees 3 good performing employees have the intention to or leave the company every month, and according to Armstrong (2014) this is a dysfunctional turnover; and this has led to insufficient production compared to other companies like Seven-Up Bottling Company PLC (SBC). This dissertation therefore seeks to examine the impact of rewards on employee’s motivation towards performance at Coca-cola kwanza Bottlers Ltd in Tanzania since understanding the good rewards management system and the factors influencing them will facilitate the process of designing reward systems that will motivate the necessary behaviour to contribute to the employee performance hence achievement of organizational goals.
1.3 Objectives of the Study TC "1.4 Objectives of the Study" \f C \l "1" 
This study is guided by the following objectives;
1.3.1 General Objective TC "1.4.1 General Objective" \f C \l "1"  
To examine the impact of reward management system on employee performance at Coca-Cola Kwanza Bottlers Ltd in Tanzania. 
1.3.2 Specific Objectives TC "1.4.2 Specific Objectives" \f C \l "1" 
i) To examine the extent to which extrinsic rewards affect employees' performance at Coca-Cola Kwanza Bottlers Ltd in Tanzania.
ii) To examine the extent to which intrinsic rewards affect employees' performance at Coca-Cola Kwanza Bottlers Ltd in Tanzania.
iii) To analyze the impacts of employees’ satisfaction from rewards on employee performance at Coca-Cola Kwanza Bottlers Ltd in Tanzania.
1.4 Research Questions TC "1.5 Research Questions" \f C \l "1" 
This study was guided by the following research questions:
i) To what extent does an extrinsic reward affect employees’ performance at Coca-Cola Kwanza Bottlers Ltd in Tanzania?
ii) To what extent does intrinsic rewards contribute to employees’ performance at Coca-Cola Kwanza Bottlers Ltd in Tanzania?
iii) To what extent employee satisfactions in reward management system affect performance?
1.5 Significance of the Study TC "1.6 Significance of the Study" \f C \l "1" 
The study shows the contributions of intrinsic reward, extrinsic reward and employee satisfaction on the performance of the employees as variables relevant for the study. The study serves as the foundation of information for further studies in the coming and near future. Finally, the study successfully enables the completion of the degree program which is pursued since the study is the last and final requirement to be completed. 
1.6 Scope of the Study
This study focused on staffs who are working at Coca-Cola Kwanza Bottlers Ltd, Tanzania. The study was conducted for a period of six months.
1.7 Organization of Study TC "1.10 Organization of Study" \f C \l "1" 
Chapter one is about introduction which consists of background of the problem, statement of the problem, objectives of the study, research questions, and significance of the study, scope of the study and organization of the study. Chapter two covers literature review and it is divided in the following sections; introduction, theoretical literature review, empirical literature review, research gap and synthesis and conceptual framework.Chapter three is about research methodology, it starts with introduction, research design, area of the study, population of study, sampling procedures and sample size, data collection methods and data analysis methods and research ethics. Chapter four presents the results of the study together with analysis and discussion of the findings. The last chapter presents summary, conclusion and recommendations.
CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW
 TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Overview TC "2 .1 Introduction" \f C \l "1" 
The chapter presents reviews of various scholars in connection with the study which are based on theoretical contributions to show the perceptions of different variables used in the study. Also, the empirical reviews the study of other scholars who did the same study globally, in Africa and in Tanzania and the existing gaps in the literature to allow the further studies to be undertaken. The chapter further presents the conceptual framework which indicates the existing dependent and independent variables for the study and the way they influence each other. 
2.2 Definition of Key Terms TC "1.9 Definition of Key Terms" \f C \l "1" 
2.2.1 Motivation
Armstrong (2014) defines t motivation as something that makes people act or behave in the way they do. It is anchored in two basic concepts: The needs that operate within the individual and, the goals towards which the individual moves. In this study motivation will follow this definition
2.2.2 Rewards
According to Armstrong (2014) five elements that constitute an employee's total reward. These are: Base pay which is fixed salary or wage that an individual is guaranteed to receive, for being in the particular position. Contingent or Conditional pay; financial rewards received in addition to base pay in relation to performance, knowledge of new skills, sales. Allowances, benefits and non-financial rewards which focus on the needs of individuals for recognition, achievement, self-development and a good working life. 
2.2.3 Intrinsic Rewards TC "2.3.2. Intrinsic Rewards" \f C \l "1" 
Intrinsic rewards, is defined as those rewards that arise from the work itself. Meaningful job, responsibility, feeling of satisfaction and accomplishment when the job is done or a challenge is met is intrinsic rewards. Intrinsic rewards are linked directly to the satisfaction of higher-level needs, those called self-actualization needs. Feelings of accomplishment and achievement are outcomes of intrinsic rewards. People's intrinsic motivation is increased by rewards that provide a feeling of competence and self-determination (Deci & Ryan, 1985). 
2.2.4 Extrinsic Rewards TC "2.3.3 Extrinsic Rewards" \f C \l "1"  
People do not work just for fun. They work for money in order to be able to satisfy their basic biological needs, hunger for example, working conditions, job security, pay and fringe benefits are important factors to employees that can warrant their best efforts. The rewards most common to organization are the extrinsic rewards. It includes pay, incentive systems, and fringe benefits and as per De Charms (1998) generally rewards that embrace cognitions of external underlying connection with behavior. 
2.3 Theoretical Literature Review TC "2.2 Theoretical Literature Review" \f C \l "1" 
The core of each reward strategy is to generate motivated employees towards the achievement of organizational goals. Considering the objectives of this study the most relevant motivation theories are discussed here below in order to compare and contrast them with the actual practices in terms of reward management system. According to Campbell et al (1970), theories of motivation can be broken down into two categories: a) Process theories that deal with and focus on the process of motivation and b) content theories focusing on the content issues of motivation.
2.3.1 Process Theories TC "2.2.1Process Theories" \f C \l "1" 
2.3.1.1 Valence-Instrumentality-Expectancy (VIE) Theories TC "2.2.1.1 Valence-Instrumentality-Expectancy (VIE) theories" \f C \l "1" 
Expectancy theory according to Vroom's (1964) theory-also known as Valence-Instrumentality-Expectancy theory-assumes that people's behaviour/act result from conscious choices among alternatives, and they therefore base their acts in beliefs and attitudes. People believe that their behaviour (=instrumentality) will lead to certain outcomes (reward=expectancy), and that these outcomes will be rewarded in a way that people value (=valence). It takes for granted the relationship between effort (the manifestation of motivation) and performance and hence performance/satisfaction.
Porter and Lawler argue that an individual will be highly motivated to complete a task, or to behave in a specific way, if they believe they will receive a valued reward upon the completion of the task and they are confident of successful completion. Motivating people to perform is a key goal of reward system. Armstrong (2002) believe that incentives are valuable tool for rewarding better performers and for ensuring that resources are focused on the correct areas of operational performance (resources control). Lawler (1995) indicates that reward systems influence a company's strategy implementation and its overall performance in six ways: by 1) Attracting and retaining employees, 2) motivating performance, 3) promoting skills and knowledge development, 4) shaping corporate culture, 5) Reinforcing and defining structure and 6) Determining pay costs. 
Armstrong (2006) proposes that in an organization employee can motivate themselves or be motivated by other people like managers. Motivating other people is about getting them to move in the direction you want them to go in order to achieve a result (Armstrong, 2006: 252). This is a set of energetic forces that originates both within as well as beyond an individual's being, to initiate work related behavior, and to determine its form, direction, intensity and duration. Therefore, motivation can stem from the individual's environment as well as being inherent in the individuals itself. 
This implies that motivation cannot be measured, but its manifestation can. It initiates work-related behavior and therefore, it controls action.The implication of this theory, of expectancy is that a manager who wants to change an employee’s behaviour must also change the specific consequences of that behaviour, thus managers in organisation  should take a lesson from it and reward behaviours that result in positive outcomes, as Vroom (1964) said, employee motivation is directly proportional to rewards, that is; positive rewards  motivate employees and negative reward de-motivate them, it suggested that, people choose among alternatives behaviours by considering which behaviour will lead to more desired outcomes for example, financial incentives, recognition or new challenge. 
2.3.1.2 Goal Setting and Intentional Behaviour TC "2.2.1.2 Goal Setting and Intentional Behaviour" \f C \l "1" 
Goal Setting and Intentional Behaviour theories deal with the motivational properties of intentions such as task, purpose, desire and goal. Goal-setting theory attempts to provide explanation on how the intentional goals control performance and influences work tasks as well as to identify the mediators of these effects (Locke & Lathman, 1990). Management by Objectives (MBO) is an approach closely related to the goal-setting concept that deals with setting specific performance goals and in many cases personal development goals. Goal Setting assumes that if people are given a challenging and specific amount of work/goal then will be motivated to perform better.
2.3.1.3 Reinforcement Theory TC "2.2.1.3Reinforcement Theory" \f C \l "1" 
Reinforcement theory together with goal–setting theory forms the category of managers’ behaviour theory of motivation (Hellriegel, 1999). 
Skinner (1953) as quoted by (Hellriegel, 1999) states that behaviour is a function of its consequences in terms of reward or punishment. He believes that behaviour of employees leading to positive outcomes are repeated and those resulting in negative outcomes are not repeated. If an employee receives a reward (financial or non- financial) for superior performance, he/she is likely to continue performing well in anticipation of future rewards. However, if the consequences of particular behaviour are unpleasant, he/she tends to modify that behaviour. 
The implication of the theory is that a manager who wants to change an employee’s behaviour must also change the specific consequences of that behaviour.Thus, managers in organizations should take a lesson from it and reinforce behaviours that result in positive outcomes. Vroom (1964) in his expectancy theory stating that employee motivation is directly proportional to rewards. That is; positive rewards motivate employees and negative action de-motivate them. This suggests that people choose among alternatives behaviours by considering which behaviour will lead to more desired outcomes. 
2.3.1.4 Equity Theory TC "2.2.1.4 Equity Theory" \f C \l "1"  
Like Herzberg’s two factor theory, Adam (1965) quoted in (Prasad, 2004) in his equity theory proposes that employees expect equity between what they give to the organization and what they receive in return (rewards). If employees feel that their inputs such as efforts, commitment, loyalty, trust, enthusiasm to the organisation are fairly and adequately rewarded by outputs such as financial and non-financial benefits or incentives, they remain motivated and continue to provide inputs towards higher productivity, employee get-de-motivated due to the perceived absence of such equity.
The implication of this theory is that to be effective in their roles, managers in organisations including should strive to treat all organisation members fairly. People who are paid and treated fairly are more trusting, honourable and loyal employees and will work harder to exceed the expectations that managers have of them (Hellriegel, 1999). On the other hand, Pigors & Myres (1981) argued that the alternatives available to employees who want to reduce their feeling of inequity are:- decrease their inputs to compensate for lower rewards when they feel under rewarded, change the compensation sales they receive through legal or other actions, such as leaving early, forming  a union, or leave the situation (quit the job) if the inequalities cannot be resolved. 
Considering equity theory, the challenge for organizations lies in the development of a reward system that will be perceived by the employees to be equitable and fair and will be allocated according to what they believe their value is to the organization. Achieving the equilibrium between input and output however, is a challenging and important decision (Mitchell, 1982).
2.3.1.5 Content Theories-Needs and Factors TC "2.2.1.5 Content Theories-Needs and Factors" \f C \l "1" 
Content theories place emphasis on specific types of motives and also wish to spot internal factors that motivate behaviour.
2.3.1.6 Maslow’s Need Hierarchy Theory TC "2.2.1.6 Maslow’s Need Hierarchy Theory" \f C \l "1" 
Maslow (1970) as quoted by Armstrong, (2006) argues that there are at least five sets of goals which can be referred to as basic needs. The five sets of goals are physiological, safety, love, esteem and self-actualization. He stated that committed employees at organizations are motivated by the desire to achieve or maintain the various conditions upon which these basic satisfactions rest and certain intellectual desires.  Human perpetually want group and hence ordinarily the satisfaction of these wants is not altogether mutually exclusive but only tends to be.
The implications of this theory provide useful insights for managers and other organizational leaders. One aspect of theory’s usefulness to organizations is that managers should find ways to make committed employee by devising programmes or practices focused on filling in the gap of the unsatisfied needs. This is expected to boost work morale and as such increase commitment in work. Another aspect is the need to invent and put into practice support programmes and focus groups to help employees deal with stress, especially during more challenging times and taking time to understand the needs of respective employees.
Research supports Maslow’s view that, until their basic needs are satisfied, people will not be concerned with higher level needs (Storey, 1995). However, little evidence supports this view that people meet their needs precisely as suggested by Maslow’s hierarchy, for example not everyone satisfies social needs (aspect of Maslow’s affiliation and esteem needs) before moving on to satisfy self-actualization needs (ibid). Thus, one person (group of employees) may be motivated by a satisfying work, an opportunity, while another may be motivated by security, fair treatment (Hellriegel, 1999). 
It is from this background that this study focusses on the fact that, effective managers in order to motivate employees and bring a committed employee, they should understand the individual differences that shape each employee’s unique views of work and use this understanding to maximize each employee’s effectiveness. 
2.3.1.7 Herzberg’s Two Factor Theory TC "2.2.1.7 Herzberg’s Two Factor Theory" \f C \l "1"  
Herzberg (1968) quoted by Hellriegel (1999) suggests that if the needs related to the Hygiene factors are not met, employees get de-motivated and hence become uncommitted. If those needs are met, the effect of employee commitment is realized through motivation. The motivators are associated with long-term positive effects in job performance while the hygiene factors consistently produce only short-term changes in work attitudes and performance. The implication of the theory according to Herzberg (ibid) is that   for an employee to be truly motivated and hence committed, the managers should consider both hygiene and motivator rewards to motivate all employees in the same way.
2.4 Organizational Rewards TC "2.3 Organizational Rewards" \f C \l "1" 
Recognizing performance and fulfilling employees’ needs are the elements on which rewards strategies are based on. The answer to the basic question "what's in it for me" is a key to the successful development of an organization's reward strategy, since a reward strategy should have a meaning for the employees so as to provide the motivation to obtain the desired performance outcomes. Rewards are not only the financial returns one can get from work. They include all the elements that people find rewarding in work, such as meaningful job, feedback, recognition and career development according to Armstrong and Murlis (1991).
Reward management strategies define the intentions of the organization on remuneration policies and systems required to ensure that it continues to obtain and motivate and retain the committed, competent people it needs to accomplish its mission. A reward system can be defined as the various rewards an organization has, the criteria and the process based on which these rewards are selected and distributed, the communication method and the administrative process (Von Glinow, 1985). The element of a reward system, as identified by Von Glinow are demonstrated in Figure 1:
 TC "Figure 2.1 Reward System Practices" \f F \l "1" 
Figure 2.1: Reward system practices
Source: Adapted from Glinow, M.A Reward Strategies for Attraction, Evaluating and Retaining Human Resource Management, 24(2): 191-206
Lawler (1995) indicates that reward system influences a company's strategy implementation and its overall performance in six ways: by 1) Attracting and retaining employees, 2) motivating performance, 3) promoting skills and knowledge development, 4) Shaping corporate culture, 5) Reinforcing and defining structure and 6) Determining pay cost. Rewards system must be aligned to the organization values, processes and practices and must reflect the organization's management style. According to Lawler, any inconsistencies will create misunderstandings and will fail to motivate the needed behaviours.
2.4.1 Rewards and Motivation Linkages TC "2.3.1 Rewards and Motivation linkages" \f C \l "1" 
In order to develop a successful reward strategy, the way rewards are perceived by employees and the aim they are called to serve should be considered. Rewards are seen by employees as opportunities to fulfill their needs and for that reason a reward is perceived as positive only if it accomplishes this purpose. Based on what kind of needs rewards satisfy, they can be separated into two major types a) intrinsic rewards and 2) extrinsic rewards (Armstrong, 2002). 
Lawler (1995) mentions both cognitive and acognitive theorists agree that the effects of extrinsic and intrinsic rewards are additive as to the motivation aspect and the consequences of an inadequate reward system, in terms of meeting successfully both the intrinsic and extrinsic needs of the employees, reduce the motivational effects of rewards (ibid).
2.4.2 Intrinsic Rewards TC "2.3.2. Intrinsic Rewards" \f C \l "1" 
Intrinsic rewards, can be defined as those rewards that arise from the work itself. Meaningful job, responsibility, feeling of satisfaction and accomplishment when the job is done or a challenge is met are intrinsic rewards. Intrinsic rewards are linked directly to the satisfaction of higher-level needs, those called self-actualization needs. Feelings of accomplishment and achievement are outcomes of intrinsic rewards. People's intrinsic motivation is increased by rewards that provide a feeling of competence and self-determination (Deci & Ryan, 1985). 
It is observed that employee’s motivation is increased when participative management systems emphasizing involvement of employees in decision-making and job enlargement are engaged, as higher order needs are satisfied. People feel more self-determined if they are provided with autonomy in their jobs and if they feel they have the control of their behaviour and they are not pawning of others.
Douglas McGregor in his Theory Y (participative management) suggests that individuals are committed to better perform a task when the task is associated with the satisfaction of self-fulfillment needs such as achievement, responsibility, growth, and recognition. Participative management stresses the importance of getting employees involved in their jobs and therefore are more committed to better carry their tasks. When employees have a more interesting and challenging job and they can play an important role to decisions and issues related to their own jobs, they feel motivated to perform effectively.
According to Herzberg's motivation-hygiene theory, the real motivators are the intrinsic rewards, as they have a long-term motivation impact on the employees. The results of Herzberg's study indicated that these factors apart from being related to job satisfaction, they were also related to periods of superior performance and efforts. Lawler in his intrinsic motivation model demonstrated the relationship between effort-performance, performance-outcome and valence of the outcome. The model shows the direct relationship between performance and rewards. On the other hand, Lawler (1970) in his intrinsic motivation model demonstrated that there is a direct relationship between performance and intrinsic rewards.
2.4.3 Extrinsic Rewards TC "2.3.3 Extrinsic Rewards" \f C \l "1"  
It is clear that people do not work just for fun of it. At least, they work for money in order to be able to satisfy their basic biological needs, hunger for example, working conditions, job security, pay and fringe benefits are important factors to employees that can warrant their best efforts. The rewards most common to organization are the extrinsic rewards. It includes pay, incentive systems, and fringe benefits and as per De Charms (1998) generally rewards that embrace cognitions of external underlying connection with behavior. 
According to Armstrong (2002) Extrinsic rewards are tangible and can be provided by the organization including base pay, conditional or contingent pay which is a kind of financial rewards received in addition to base pay in relation to performance, knowledge, acquisition of new skills, sales. Others are allowances and benefits. Extrinsic rewards cause extrinsic motivation: this motivation is induced by external factors which are primarily financial in nature. These incentives and rewards have been a subject of debate, whether they really motivate the employees or simply move them to work. According to Ryan and Deci (2000), the term, “extrinsic motivation” is the attainment of a separable outcome from the performance of an activity. Extrinsic motivation encourages staff to complete their task in order to receive the reward. In other words, rewards motivate people to get rewards.
Financial rewards are probably the oldest-and certainly the most fundamental applied performance practice in organization settings. However, financial rewards do much more than pay employees for their contribution to the achievement of organizational objectives. They are a symbol of success, a reinforce and motivator, a reflection of one’s performance, and a source of reduced anxiety. Cultural values seem to influence the meaning and value of money. People in countries with high power distance (such as China and Japan) tend to have a high respect for money and make it a priority, whereas people in countries with a strong egalitarian culture (such as Australia, New Zealand and Scandinavian countries) are discouraged from openly talking about money or displaying their personal wealth. (Furnham&Lynn, 1994).

Applied to productivity, this means that workers who are rewarded are productive, and workers who are not rewarded become less productive (James, 2011). Hosoi (2005) found that specific, difficult goals consistently led to higher performance than urging people to do their best. The usual strategies for financial motivation are performance-related pay and promotion. People’s motivation then can be controlled largely by offering or withholding financial rewards (Rowley, 1996).
In management, promotion is one of the reinforcers of the rewards system to help in motivating employees. Some scholars believe that promotion has a motivating effect on research productivity. Generally, promotion leads to higher salary, higher social status, better work conditions, more administrative power, more respect from colleagues and students, and other fringe benefits and therefore if workers in any organization see that there is an opportunity for growth they tend to work hard (Hosoi 2005).
From the behavioural reinforcement theory’s perspective, Cooper and Burger (1980) thought that, as a reward, promotion has the greatest motivating effect when it is contingent upon performance; as a reinforcement schedule, the introduction of, and the removal of promotion rewards influences work productivity.
2.5 Literatures Review from Earlier Studies Done Outside and within Tanzania TC "2.4 Literatures review from earlier studies done outside and within Tanzania." \f C \l "1" 
A study by Hackman and Oldham (2013) on motivation through the design of work showed that when jobs provide high intrinsic rewards, employees tend to have high level of motivation, absenteeism are lower and the quality of work is higher. On the other hand, findings from studies made by Manmohan (2013) revealed that to develop motivated employees, HR manager should ensure that HR personnel and other departmental managers must do the following; empowering employees; this occurs when individuals in the organization are given autonomy, authority, trust and encouragement to accomplish a task, providing an effective reward system; to motivate behaviour, the organization needs to provide an effective reward system. Rewards demonstrate to employees that their behaviour is appropriate and should be repeated. If employees do not feel that their work is valued, their motivation will decline hence lead to lower performance. Common examples of rewards are such as verbal praise, office fixtures, pay bonuses, awards and promotions. The other way of developing motivation is through redesigning jobs by job enlargement, job rotation as well as job enrichment.
John& Jeffrey (2000) argued that one among the most widely accepted explanations of motivation is Vrooms (1964) Expectancy theory. This approach to workers motivation argues that managers must understand their subordinates’ goals and the linkage between effort and performance, between performance and rewards and between rewards and individual goal satisfaction. The theory recognizes that to link performance and reward successfully is difficult to accomplish in practice. Changing the pay system can modify employees behaviour, in which in turn can impact on performance. The reward system is the major element in determining the psychological contract within an organization, particularly in circumstances of change. By specifying the new performance requirements of employees as a result of strategic change, and the rewards employees will receive upon their fulfillment, management define new expectations and so alter the employment relationship (Stiles, 1997).
According to Humphrey (1987) a reward is appropriate when the employee contributes in an extraordinary way to the profits of the organization. To qualify for a reward, the goal must be clear, meaningful and consistent with other rewards for similar goals. For reward system to be effective and to be able to encourage motivation it needs to satisfy some individual need of an employee, in particular, besides keeping track of the changes in their needs. Otherwise, it is unlikely to achieve the performance desired. The main problem for most reward systems in organizations is not related to the measurement of performance, but rather to the distortions introduced by those which are being measured (Austin, 1996).
Evidence from experiments made by Frey, Fehr and Benz (2000) support the idea that an extrinsic reward may increase motivation in the short-term, but it is decreased in the long-term, as the rewards will be required and expected whenever the task is to be performed again and possibly it will be required in higher amounts. Contrary to this idea, Eisenberger et al.,1996, 1998) argued that through extrinsic rewards motivation is enhanced if rewards are administered properly, experiments showed that in groups that extrinsic rewards were provided, in most cases they worked as motivators for better performance and behaviour compared to groups not rewarded.
Another study was conducted in Uganda byHumphrey (2009) about reward systems, job satisfaction, organizational commitment and employee performance in public higher institutions of learning in Uganda.The objective of the study was to investigate the relationship between reward systems, job satisfaction, organizational commitment and employee performance among academic and administrative staff of public higher institutions of learning in Uganda. The study involved 300 respondents selected from two institutions in Uganda that is Kyambogo University and Makerere University Business School. The researcher concluded that in addressing employee performance among academic and administrative staff in these institutions it is important to first manage the reward systems given, understand how to build job satisfaction and address the levels of organizational commitment.
Moreover, Nyaga (2002) used employee data from the National Longitudinal Survey of Youth to examine differences in employee commitment between small and large firms assessed how employees of large establishments stay in their jobs longer than employees of small establishments. Finding concluded that offering benefits increases employees’ commitment. According to them when a firm offers benefits, it decreases the probability of an employee’s leaving. This is contrary to some researchers who comment that the real motivators are intrinsic rewards. 
2.6 The Synthesis and Research Gap TC "2.5The Synthesis and research gap" \f C \l "1" 
It is recognized that the present literature is not exhaustive given the considerable size of the existing research around these topics of rewards, motivation and hence workers' performance. However, through the literature in this chapter, examination of motivation and its implications for organizations is attempted. The field of human motivation and its implications for organizational setting is rather complex and multifaceted. Motivation can only be understood through the analysis of the influence on behaviour and performance of personal needs and values, task and environmental characteristics and the changes that may occur in those factors (Gerhart et al, 1992). Though process theories contrast with content theories, there are areas of consensus, as most of them agree that motivation entails desire and ability to act as well as having an objective.
Rewards provide an undisputable means towards motivation, as they are important determinants of employee behaviour (Gerhart et al, 1992). Depending on the kind of needs rewards satisfy, they can be categorized as extrinsic and intrinsic rewards. 
According to Self-Determination Theory, Deci & Ryan (1985) postulate that intrinsic motivation is the energizer of the organismic integration process through which elements of one’s internal and external worlds are first differentiated and then integrated harmoniously with one’s existing structures. But according to Brewer’s (1990) research finding, extrinsic rewards are viewed as the least important factor in motivating employees to work performance. 
Though there is an active debate on the effects of extrinsic and intrinsic rewards on employee work performance, both appear to enhance motivation if combined by structuring a system to motivate employees both intrinsically and extrinsically at the same time as suggested by Deci (1996). An overemphasis on extrinsic rewards to the exclusion of intrinsic rewards cannot produce satisfying levels of employees’ performance, while ignoring extrinsic rewards and concentrating on intrinsic rewards will lead to demonization. 
There are many studies done on reward management towards employees’ performance and workers retention in the organization. These past studies were done in various parts of the world, in Tanzania, Africa and even worldwide including; (Hackman and Oldham, 2013; Manmohan, 2013; John and Jeffrey, 2000; Humphrey, 1987; Humphrey, 2009 and Nyaga, 2002).Many researchers had supported intrinsic rewards towards performance without emphasizing on how both rewards can be combined in a good management system to influence positively workers performance because of individual differences (Mullins, 2005) who argued that because people are unique they are also motivated differently. 
Not only that but also much support on intrinsic rewards and ignoring extrinsic rewards will deteriorate the workers’ productivity since the relationship between employees and employer is a very important tool in Human Resources Management. Employees will not feel recognized if they are not well treated. However, there are few if any studies which specifically focus on investigating the effects of both extrinsic and intrinsic rewards in private institutions in Tanzanian context. This is also a knowledge gap which the current study is going to cover.
2.7 Conceptual Framework TC "2.6 Conceptual Framework:" \f C \l "1" 
The model below express the relationship between variables, the model show the causes of the underlying states which are rewards including working conditions, job security, promotion, contingent pay, salary increase, communication, career development and recognition; and  meaningful job, Sense of achievement, Interest & curiosity, feeling of satisfaction, autonomy, involvement in decision making which together form both extrinsic and intrinsic reward show are influence workers motivation hence performance. This conceptual framework will help to identify the actions needed to manage workers and will support the recommendation of the study. 
The model tries to explain that changes in predictors variables may affect positively or negatively outcome variable. For instance, availability of fair and good rewarding system may influence employees’ motivation and improve workers' performance. Not only that but also it is agreed that information influences workers' performance, however if organization communicate information clearly, in a friendly manner to its employees leads to informed and royal employees and hence a committed workforce, career advancement through training and recognition are also factors leading to job motivation hence a committed employee. Also, if the predictor variables are negative, it is expected to have negative outcome on employee motivation, and this will create unmotivated workforce. The model is expressed below as follows;
Independent Variables                                                     Dependent Variable

Figure 2.2: Conceptual framework
Source: Researcher (2021)
2.8 Study Hypotheses TC "2.7 Study Hypotheses" \f C \l "1" 
The framework shows the inquiry based on the impact of reward management system towards employee’s performance. The assumption of the study is that performance of the employees is influenced and determined by reward management system. Therefore, three hypotheses were developed which are intrinsic rewards, extrinsic rewards and employee satisfaction. In that note, they are presented as follows:
H1 
Extrinsic rewards affect employee motivation on performance.
H2 
Intrinsic rewards contribute to and reinforce employee motivation on performance.
H3 
Employee satisfaction on reward management system affects employee performance. 
CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY
 TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Introduction TC "3.1. Introduction" \f C \l "1" 
This chapter presents the methodological approach which was used and applied by the researcher to undertake the study to the end. It covers various sections including research design, study area, population of the study, sample and sampling technique/methods and the sample size, also the chapter will include data collection methods and data analysis methods as well as the reason (s) that a particular methods/technique were chosen. The presentation of the chapter consists of the following:
3.2 Research Design TC "3.2. Research Design" \f C \l "1" 
This study used a case study design in obtaining both quantitative and qualitative data, the plan of the study was accomplished by visiting Coca Cola Kwanza bottlers Ltd, Tanzania and collecting data through distributed questionnaires from workers, and also interviewing key informants. Case study design is preferred because it could allow for the intensive and integrated investigation of defined unit (Coca Cola Kwanza bottlers Ltd).  This is in consistent with Bryan, (2006) who argued that the case study is an excellent approach as it thoroughly assesses the cluster of factors by focusing on a small number of subjects as they are in their natural and unaltered settings. 
This study followed Yin’s viewpoint in terms of the choice of strategy and method.  Yin (2003) on supporting the case study advised on how to deal with the matter by providing researchers with several criteria to use, including the type of research question, the control an investigator has over actual behavioral events; and the focus on contemporary as opposed to historical phenomena.  Moreover, using a case study the researcher managed to obtain the respondents opinions and the overview of experiences in terms of attitudes and perceptions of the workers on rewards management. 
3.3 Study Area TC "3.3 Study Area" \f C \l "1" 
This study was carried at Coca Cola Kwanza bottlers Ltd. Coca Cola Kwanza bottlers Ltd Tanzania Limited was incorporated on April 5th, 2001 with the mission to "revive the Coca Cola Kwanza bottlers Ltd Cola business in Tanzania and to transform Coca-Cola brands into sizeable and serious contenders for volume and share of mind in the Tanzanian market. The name Coca Cola Kwanza bottlers Ltd traces its roots to the Nigerian sister bottling operation, Sprite Bottling Company PLC. This organization now employs approximately to 500 employees. The main driving force behind Coca Cola Kwanza bottlers Ltd is the El-Khalil family, who are no strangers to the African continent. They came into Tanzania with almost 100 years of experience in Africa, of which 40 was in the soft drinks business in Nigeria. 
The selection of Coca Cola Kwanza bottlers Ltd was based on many issues ranging from personal interests, academic relevance, data availability and explicit network building to the access of research sites 
3.4 Population TC "3.4 Population" \f C \l "1" 
In scientific investigation, the term population can be an entire group of individuals’ 
events or objects that have common observable characteristics. The focus of the study population was the workers who work with Coca Cola Kwanza bottlers Ltd, Tanzania. The target population was 500 employees working at Dar es Salaam headquarters, the reason is that the population has observable characteristics which are in line with the researcher’s study, and the workers are all affected in one way or another by the rewards provided by the company.
3.5 Sampling Procedures TC "3.5 Sampling Procedures" \f C \l "1" 
Individual workers at Coca Cola Kwanza bottlers Ltd, Tanzania-Dar es salaam formed the sampling unit. The sample size was 100 workers. A sample size is normally determined by three things, that is, the confidence level, the margin of error and the skewness level (Dodhia, 2007; Nainget al., 2006). It is calculated using the Raosoft Sample Size Calculator (RSSC) which, among other things, determines confidence level, margin of error and skewness level. The sample size is considered adequate at 95% confidence interval, 5.5% margin of error and 50% skewness level. 
Systematic random sampling (SRS) was used to get the required sample size. First, a list of workers was obtained from Human Resource Department. Then, the sampling interval or the kth element was determined in the list using the formula k = (population size/sample size). From the HR office list the kth element was obtained by dividing 500 by 100 which is equal to 5. Thereafter, the first element from each list was randomly chosen from within the first to the kth element. The remaining 99 was picked systematically after 5thinterval.
In non-probability sampling, purposive sampling was used to get managerial groups 
whom the researcher thinks that they hold key information that was used in the study.  These employees were such as one (1) Director of Human Resource and Administration, one (1) Director of Finance and eight (8) Heads of Departments, (HRM, Sales/Marketing, Production, Finance, Public Relations, Procurement, Transport and IT).

3.6 Sample Size TC "3.6 Sample Size" \f C \l "1" 
The sample are categorized in the following arrangement:
Table 3.1: Sample size
	Name of organization
	Categories
	Total
	Percentage

	Coca Cola Kwanza bottlers Ltd
	Ordinary workers 
	90
	90

	
	Key informants
	10
	10

	TOTAL
	100
	100


Source: Author, 2021
The selection of the sample size is the provision by Webb (1991) that once a population of the area comprises of 100 to 1000 then 10% can be used as the sample size; when the population is between 1001 and 2000, then 5% can be used to gather the sample size. Finally, when population is above 2000 then 1% can be used as the sample size. In that case, the area population is between 100 and 1000 to the extent that the selected sample size lies within the selected range. 
3.7 Types of Data TC "3.7 Types of Data" \f C \l "1" 
The study employed both primary and secondary data. Primary data was collected from the field and secondary data from various sources published and unpublished. Primary data was used as first-hand information to fill the knowledge gap while supported by the secondary data in the discussion of the results and or findings. 
3.8 Data Collection Methods TC "3.8 Data Collection Methods" \f C \l "1" 
3.8.1 Questionnaire TC "3.8.1 Questionnaire" \f C \l "1" 
Self-administered questionnaires were applied in collecting data. Questionnaires were administered because they were the main tool for data collection due to the fact that the data relevant for analysis which are measured can be generated through questionnaires. The tool consisted of variables to be measured through likert scale which range in a scale of five from strongly agree to disagree to capture the relationship between the dependent and independent variables. 
3.9 Secondary Data TC "3.9 Secondary Data" \f C \l "1"  
This involved any activity in which evidence was obtained from available documents of any records.  The source was reports from both Coca Cola Kwanza bottlers Ltd, others are such various texts, journals, thesis, working papers any publications from different libraries and electronic publications from various websites in internet all concerning with employees commitment. The data was used to complement the primary data.
3.10 Reliability and Validity TC "3.10 Reliability and Validity" \f C \l "1" 
Internal reliability of items for self-administered questionnaire was measured by Cronbach alpha as defined by Fami (2000) as follows;  
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…(5), Whereα (alpha) coefficient; K the number of items;[image: image4.png]


 is the total variance of the sum of the item and the [image: image6.png]


 variance of individual item. The positive alpha coefficient ranging from 0.7 to 1 was utilized. To ensure that instrument cover all the components of information, content validity was employed through reviewing the previous studies in assessing the adequacy, accuracy of what it measures (Ndunguru, 2007).
3.11 Data Editing, Coding, Entry, Analysis and Interpretation TC "3.11 Data Editing, Coding, Entry, Analysis and Interpretation" \f C \l "1" 
3.11.1 Data Editing, Coding and Interpretation TC "3.11.1 Data editing, coding and interpretation." \f C \l "1" 
In this case, the researcher compiled all field data and then summarize the bulk information into a simple and manageable format.  The summarized data was classified according to their nature and their relationships to the specific objectives and questions they address.  Thus, the raw data from the field was processed and categorized into two major classes was those for content/descriptive analysis, all for easy interpretation.
3.11.2 Data Analysis, Entry and Presentation TC "3.11.2 Data Analysis, Entry and Presentation" \f C \l "1" 
The collected data from the field through relevant research tools was clustered into qualitative and quantitative variables. Thereafter, questionnaires were analyzed using the SPSS program version 19.0 in particular to get simple descriptive statistics for the data pertaining to the characteristics of the respondents. However, in indicating the existing relationship between dependent and independent variables Pearson correlation and multiple regression analysis were used to indicate the contribution of each and every independent variable on the dependent variables supported by the relevant model fitness analysis to indicate the overall contribution of all independent variables over dependent variable. The study is generally quantitative with support and through qualitative data which was analyzed using content analysis technique which was presented in narrative form. 
With that, the overall formula was applied in the study is the formulation by Kraus (2006) which is stated as follows: -
	EP = βo + β1ER + β2IR + β3ES + e


Whereas:
EP
 =
 Employees Performance
βo
 = 
Constant factor
β1     =     The rate of change of employee performance as a function of change in extrinsic rewards
ER
= 
Extrinsic rewards
β2         =    The rate of change of employee performance as a function of change in intrinsic rewards
IR
 =      Intrinsic rewards
β3
=       The rate of change of employee performance as a function of change in employee satisfaction 
ES
=
Employee satisfaction
e
= 
Error term
3.12 Research Ethics
Ethical refers to the standards of behavior that guide researchers' conduct in relation to the rights of those who become the subject of research, or are affected by it (Saunders, Lewis & Thornhill, 2012). In this study, the researcher ensured that there is confidentiality of the data provided by the respondents.  In addition, researcher ensured anonymity of participant's identities. Before collecting the data, respondents were informed the purpose of the study and the way the results were to be used. The researcher sought clearance letter from The Open University of Tanzania asking permission to collect data from Coca cola company. 
CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
STUDY FINDINGS, ANALYSIS OF THE FINDINGS AND DISCUSSION
 TC "STUDY FINDINGS, ANALYSIS OF THE FINDINGS AND DISCUSSION" \f C \l "1" 
4.1 Introduction TC "4.1 Introduction" \f C \l "1" 
The chapter presents the study findings consistent with the study hypothesis to show the existing relationship between independent and dependent variables of the study. Therefore, the chapter consists of the data quality, respondent features and the actual findings, analysis and discussion. 
4.2 Data Quality TC "4.2 Data Quality" \f C \l "1" 
Data quality was performed and conducted to ensure and carter for consistency and clarity of variables both dependent and independent in filling the study gap. Moreover, it was conducted to ensure that the gathered data is relevant for analysis to show the relationship between independent and dependent variables of the study. Therefore, data quality was performed using validity and reliability measures stated as follows:
4.2.1 Validity TC "4.2.1 Validity" \f C \l "1" 
This was conducted at the time of setting of the questionnaire as the relevant data collection tool before actual data collection was done. Pre-testing of the questionnaire as the research tool was first conducted using 5% of the respondents to establish the variables relevant for the provision and acquisition of the required data to fill the gap of the study. After that, the tool was well approved by the researcher and the supervisor for data collection to take place.
4.2.2 Reliability TC "4.2.2 Reliability" \f C \l "1" 
Data reliability was conducted immediately after data collection before the actual analysis was performed to get data which shows the relationship between variables of the study. Reliability was done to show the consistency of the variables and the fact that the gathered data were relevant for analysis to fill the study gap. This was done using Cronbach Alpha test which is shown in Table 4.1 below.
Table 4.1: Cronbach Alpha Test
	
	Cronbach Alpha Values
	Number of items 

	Extrinsic rewards
	0.812
	3

	Intrinsic rewards
	0.854
	3

	Employee satisfaction with reward management system
	0.863
	3

	Employee motivation on performance
	0.787
	2


Source: Field Data (2021)
Table 4.1 presents the Cronbach Alpha values for the variables of the study. Since that is the case, Cogan (1998) suggests that Cronbach Alpha values of the variables ranging from 0.7 and above imply that variables in the data set are reliable such that are consistent and relevant for further analysis. Therefore, Cronbach Alpha values in the above table range between 0.787 and 0.863 which is clear that the variables are reliable.  
4.3 Characteristics of Respondents TC "4.3 Characteristics of Respondents" \f C \l "1" 
The study gathered information on the relevant features of respondents which are essential for analysis as they constitute relevant and adequate implication for the study in the course of filling the study gap. The relevant features are the age, gender and the level of education of the employees as respondents in the respective entity studied. Therefore, findings, analysis and discussion were presented as follows:
4.3.1 Age TC "4.3.1 Age" \f C \l "1" 
Information on the age of respondents was gathered from the respondents and presented in Table 4.2 below: -
Table 4.2: Respondents age
	
	Frequency
	Percent

	20-29
	21
	21

	30-39
	38
	38

	40-49
	23
	23

	50-59
	15
	15

	60 and above
	3
	3

	Total
	100
	100


Source: Field Data (2021)
Table 4.2 presents findings on age of respondents that 21 respondents (21%) ranged between 20 to 29 years; 38 respondents (38%) ranged between 30 and 39 years; 23 respondents (23%) ranged between 40 to 49 years; 15 respondents ranged between 50 and 59 years; and 3 respondents ranged between 60 and above years. This implies that soft drink industry in Tanzania and the company constitutes employees of all age categories each with significant contribution in terms of skills, and experience. Though, as the age increases above 30s the number of employees in such categories tend to decrease. 
The view corresponds with Armstrong (2006) that in all industries, factories and companies they accommodate employees of all age categories since they are relevant and important in that distribution to foster performance specifically on the organization needs, demands, skills and experience. Though, age escalates above 40 years; number of such employees with such age start to decline because some are heading towards retirement, others quit voluntarily and some sickness and several other personal and organizational issues. 
4.3.2 Gender TC "4.3.2 Gender" \f C \l "1" 
Information on gender was also retrieved from respondents and analyzed which was well presented in Table 4.3 below. 
Table 4.3: Gender of respondents
	
	Frequency
	Percent

	Male 
	63
	63

	Female 
	37
	37

	Total 
	100
	100


Source: Field Data
Table 4.3 presents findings on gender that 63% of the respondents were male and 37% of the respondents were female. This implies that in organizations which are industry and or factory in nature constitutes male employees to a greater number than female because some of the tasks in most cases such as in operations, factory works, and distributions are severely tough to the extent that since they are continuous male seem to fit more than female. The view is supported by Deeprose (1994) that in most organizations which are industrial and or factory in nature they tend to have more male than female in number due to some of the continuous tasks and operations that are somewhat conducive to male than female due to structures and certain demands and requirements. 
4.3.3 The Level of Education TC "4.3.3 The Level of Education" \f C \l "1" 
The level of education of respondents was stated to show the nature of the respondents in terms of ability to deliver the responses and their implication to the study. Therefore, findings were presented in Table 4.4 below.
Table 4.4: Respondents level of education
	
	Frequency
	Percent

	Certificate 
	3
	3

	Diploma 
	9
	9

	First Degree 
	64
	64

	Masters 
	24
	24

	Total 
	100
	100


Source: Field Data
Table 4.4 presents findings that 3% of the respondents are certificate holders, 9% are diploma holders, 64% are first degree holders and 24% are masters’ degree holders. This implies that practitioners in most operations in industries skilled to execute things are mostly qualified individuals to a great scale with relevant qualifications to hold and perform in their relevant positions to carter for performance and growth of the entity. The view corresponds with Prasad (2004) that industrial and or factory operations require qualified personnel in executing tasks to the extent that performance is largely depending on the skills possessed on the respective individual(s) hired to perform the tasks which is why in most cases and situations hired practitioners must be qualified to perform the required tasks and activities. 
4.4 Findings, Analysis and Discussion of the Study Findings TC "4.4 Findings, Analysis and Discussion of the Study Findings" \f C \l "1" 
Study findings, analysis and discussion were presented using the mean and standard deviation to show the variable among predictors with the highest score as the strongest predictor among others; and the variation of opinion among respondents. On top of that, correlation and multiple regression analyses were also used to show the findings, analysis and support the discussion of the findings to fill the study gap. Therefore, the presentation is on the following basis.
4.4.1 Mean and Standard Deviation TC "4.4.1 Mean and Standard Deviation" \f C \l "1" 
Mean and standard deviation as analytical tool were computed and shown on all variables independent and dependent ones. The analysis aimed at showing the value which predicts most dependent variable among all independent variables through mean analysis determined by the value with the highest score. Also, standard deviation aimed at showing the level of disparity on the opinions of the respondents either it is high or low since it has implications with the study. Therefore, the analysis is presented in Table 4.5 below.
Table 4.5: Mean and Standard Deviation
	
	Mean
	Standard Deviation
	N

	Employee motivation on performance
	4.376
	.4182
	100

	Extrinsic rewards
	4.593
	.4659
	100

	Intrinsic rewards
	4.589
	.4774
	100

	Employee satisfaction in reward management system
	4.583
	.4585
	100


Source: Field Data (2021)
Table 4.5 presents the score values of the mean and standard deviation as well as their implication on the study. With that, it is evident and clear that the highest score among mean variables is on current extrinsic rewards with 4.593 which is clear that current extrinsic rewards influence the dependent variable most than other independent variables. The standard deviation on the other hand is clear that variance between variables are not high which signifies that respondents did not differ much in their opinion. 
4.4.2 Correlation and Regression TC "4.4.2 Correlation and Regression" \f C \l "1" 
Correlation and regression analysis were used as analytical tools to show the relationship between independent and dependent variables. Despite that, the analyses were first preceded by model fitness analysis which revealed the overall contribution of the independent variables as predictors on the dependent variable. Therefore, Table 4.6 presents the findings.
Table 4.6: Model fitness
	 TC "Table 4.6 Model Fitness" \f T \l "1" Model 
	R 
	R Square
	Adjusted R Square
	Standard Error of Estimate
	Change Statistics
	Durbin- Watson

	1
	.824
	.680
	.675
	46.071
	.376
	95.316
	.000
	1.995


Source: Field Data
Predictors: Extrinsic rewards, Intrinsic rewards and Employee satisfaction in reward management system
Dependent Variable: Employee motivation on performance
Table 4.6 shows the entire overall contribution of the independent variables as predictors to the dependent variable using the value of R2. In that case, the analysis is clear that employee motivation on performance is determined and influenced by extrinsic rewards, intrinsic rewards and employee satisfaction in reward management system by 68% as the value of R2. Since that is the case, the fact is that the assumptions as predictors and or hypotheses are positive due to the fact that they have been met. 
4.4.2.1 Correlation Analysis TC "4.4.2.1 Correlation Analysis" \f C \l "1" 
Correlation analysis was presented and clearly shown through Table 4.7 below.
Table 4.7: Correlation analysis
	 TC "Table 4.7 Correlation Analysis" \f T \l "1"  
	Employee motivation on performance
	Extrinsic rewards
	Intrinsic rewards
	Employee satisfaction in reward management system

	Person corr.
	Employee motivation on performance
	1
	0.583
	0.478
	0.563

	
	Extrinsic rewards
	0.583
	1
	0.09
	0.084

	
	Intrinsic rewards
	0.478
	0.09
	1
	0.109

	
	Employee satisfaction in reward management system
	0.563
	0.102
	0.109
	1

	Sig. (1-tailed)
	Employee motivation on performance
	1
	0
	0
	0

	
	Extrinsic rewards
	0
	1
	0.013
	0.04

	
	Intrinsic rewards
	0.612
	0.003
	1
	0.009

	
	Employee satisfaction in reward management system
	0
	0.04
	0.009
	1

	N
	Employee motivation on performance
	100
	100
	100
	100

	
	Extrinsic rewards
	100
	100
	100
	100

	
	Intrinsic rewards
	100
	100
	100
	100

	
	Employee satisfaction in reward management system
	100
	100
	100
	100


Source: Field Data
Table 4.7 shows the values of correlation of each and every study variable in the data set. Findings show that the highest correlation is between current extrinsic rewards and employee satisfaction in reward management system whereas the highest correlation is on current extrinsic rewards which is perceived to be correlating best than all other independent variables on the dependent variable which is employee motivation on performance. Despite the significance of the correlation, the coefficient is small which is certain that there is no multicollinearity. This is a shortcoming which is well solved and handled by multiple regression analysis as the measure showing individual contribution of the independent variables on the dependent variable. 
4.4.2.2 Multiple Regression Analysis TC "4.4.2.2 Multiple Regression Analysis" \f C \l "1" 
The analysis aimed at indicating the influence of each independent variable on its own to depict clear outcomes of the variables in relation to the dependent variable individually. The analysis is well depicted using table 4.8 below.
Table 4.8: Multiple regression analysis
	Model 
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. error
	Beta
	
	

	(constant)
	-26.114
	7.658
	
	-1.633
	.128

	Extrinsic rewards
	.089
	.008
	.532
	12.434
	.000

	Intrinsic rewards
	3.222
	.242
	.518
	12.137
	.000

	Employee satisfaction on reward management system
	3.489
	.251
	.526
	12.387
	.000


Source: Field Data
Table 4.8 shows the individual contribution of each independent variable as predictors on the employee motivation on performance as the dependent variable. Therefore, the study shows that all three predictors as independent variables which are extrinsic rewards, intrinsic rewards and employee satisfaction in reward management system were all found to be positive and statistically significant on the employee motivation on performance as the dependent variable.
Consequently, the multiple regression model is presented and well specified in manner that:
4.4.2.3 Equation TC "4.4.2.3 EQUATION" \f C \l "1" 
EP = 26.114 +0.089 ER +3.222 IR+3.489 ESRMS
This implies that without employee reward, performance would actually be negative 26.114 increasing extrinsic rewards by one unit, employee performance would actually increase by 0.089. 
An increase in intrinsic rewards by one unit, would increase performance by 3.222 increasing employee satisfaction on reward management system would actually increase employee’s performance by 3.489.
4.5 Discussion of the Study Findings TC "4.5 Discussion of the Study Findings" \f C \l "1" 
4.5.1 Extrinsic Rewards and Employee Performance TC "4.5.1 Extrinsic Rewards and Employee Performance" \f C \l "1" 
The findings of the study showed that extrinsic rewards have positive effect and statistically significant on employee motivation on performance with T value of 12.434. The view corresponds with Eisenberg (1996) that extrinsic rewards have great contribution on employee motivation on performance due to the fact that the sole purpose of people to work is to enjoy the benefits arising from reciprocal relations pertaining to that whereas they sell their labour in exchange to several material needs such as income, life achievements and others. Consequently, extrinsic rewards are useful and highly relevant on motivation performance among employees. 
Fehr and Benz (2002) on the other hand suggests that current extrinsic rewards are essential in fostering motivation performance from employees because employees as they are hired in organization(s) always they have expectations pertaining to material needs and welfare-oriented issues such as payment, security, realization of the goals and achievements and others. Therefore, once their expectations are realized and met in the organization motivation on performance is automatic because the need is attained and vice versa. 
4.5.2 Intrinsic Rewards and Employee Performance TC "4.5.2 Intrinsic Rewards and Employee Performance" \f C \l "1" 
The study revealed that intrinsic rewards as predictor on the employee performance as the dependent variable was found to be positive and statistically significant at T value of 12.137 which implies that as the impact of reward management intrinsic reward is among the factor which stands as the predicting variable. The view is in line with Deci and Ryan (1985) that intrinsic rewards are highly influential and relevant in ensuring and guaranteeing employee motivation on performance in organization because as suggested by Abraham Maslow they fall within the category of highest needs referred to as self-actualization which are useful as they constitute highest degree of motivation than others as they can enable an individual to stick to a certain organization once they are well realized. 
Hackman and Oldman (2013) suggests that intrinsic rewards are forms of rewarding which are highly instrumental and most assured that motivation on performance among employees is realized because they are difficult to be attained as they are perceived to be last and the highest by several theorists such as Abraham Maslow. On top of that, they are associated with the inner circle feelings of the concerned individuals after all material needs have been realized. Therefore, once they are attained then motivation on performance is complete in itself. 
4.5.3 Employee Satisfaction on Reward Management System and Employee Performance TC "4.5.3 Employee Satisfaction on Reward Management System and Employee Performance" \f C \l "1" 
The study pointed out that employee satisfaction on reward management system has positive effect and statistically significant on employee motivation on performance with T value of 12.387. The view is well shared by Watson (1994) that reward management on employees is not something which is objective, but rather subjective because satisfaction of the employee depends on needs and wants of individual employee(s) which are not similar and related to one another as they differ in terms of views, perceptions, needs, interests, aspirations and others. Therefore, for employee motivation on performance ever to occur successfully, there must be great deal of satisfaction being achieved first on the employees. 
Storey (1995) on the other hand suggests that employee satisfaction on reward management system is very important to be realized because it is not something which is linear and determined by the organization because several measures can be employed to motivate employees whereas outcomes always are such that they may be positive to some and negative on others due to the significant level of differences among them. Therefore, for performance based on motivation to be realized, employee satisfaction must be well realized first and will only prosper to those positively attended to. 
Since that is the case, the formulae applied in this study was driven by Kraus (2006) which states that:
CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY, CONCLUSION AND RECOMMENDATIONS
 TC "SUMMARY, CONCLUSION AND RECOMMENDATIONS" \f C \l "1" 
5.1 Introduction TC "5.1 Introduction" \f C \l "1" 
The chapter presents the summary of the study, the conclusion and recommendations based on the study findings, analysis and discussion as the final provisions on the knowledge gap which has just been filled. Therefore, the chapter consisted the following:
5.2 Summary TC "5.2 Summary" \f C \l "1" 
The study focused on the impact of reward management system on employee motivation on performance in Tanzania with the case of SBC Tanzania. The study was guided by three research questions which were hypothetical leading to the formulation of three hypotheses which were the predictors on employee motivation on performance as the dependent variable of the study. The hypotheses were current extrinsic rewards, intrinsic rewards and employee satisfaction on reward management system. Case study design was used and applied for the study to enable data gathering specifically primary data to fill the gap. Secondary data were gathered through documentary reviews which were used as complements to the primary data in the discussion of findings to fill the gap. Data were gathered using questionnaires with close ended questions to get measurable data to fill the study gap. The gathered data were analyzed using SPSS program which were presented using mean and standard deviation; as well as correlation and multiple regression analysis to get the relationship between independent and dependent variables.  Outcomes were such that all independent variables as predictors were found to be positive and statistically significant on employee motivation on performance. 
The findings of this research study show that employee satisfaction on reward management system is the most important factor. If this reward is increased by one-unit performance increases by 3.489 units. This is followed by intrinsic rewards whose increase by on unit would increases performance by 3. 222.Intrinsic rewards have little contribution compared to the two above mentioned factors. An increase of one unit of intrinsic rewards would increase the employee performance by 0. 089.When all three variables are neglected, the employee performance would actually by negative, although this is only confirmed at 12.8%.
5.3 Conclusion TC "5.3 Conclusion" \f C \l "1" 
Employee motivation on performance is greatly influenced and determined by reward management system in Tanzania through three key factors such as current extrinsic rewards, intrinsic rewards and employee satisfaction on reward management system due to the fact that the study revealed and indicated so as the three predictors were all found to be positive and statistically significant which signifies that in Tanzanian context the reward management system is positively influenced by the three identified study predictors. This is evident that employee motivation on performance is influenced by several factors whereas intrinsic rewards, extrinsic rewards and employee satisfaction on reward management system serve as key particularly in Tanzanian private sector realm as most employees are much expected to be motivated by rewarding mechanisms. 
5.4 Recommendations TC "5.4 Recommendations" \f C \l "1" 
Since the reality of the matter pertaining to the study is that employee motivation on performance is influenced by reward management system through current extrinsic rewards, intrinsic rewards and employee satisfaction on reward management system; the study recommends that in Tanzanian context among several measures to be applied to ensure employee motivation on performance in organizations; reward management system should be considered and considered as the determinant measure. This is due to the fact that the study indicated through the respective findings as objective data because all predictors were found to be positive and statistically significant on the employee motivation on performance as the dependent variable for the study. 
The views as are corresponding with Armstrong (2006) that reward management system is among the key determinant and measure on employee motivation on performance in organizations because of the intrinsic and extrinsic rewards as they are vital needs which are in process and sequence covering almost other measures to determine motivation to the extent that once they are fully realized in totality; motivation on performance among employees in an organization is becomes no longer a questions and or issue of concern, but rather automatic. 
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APPENDICES TC "APPENDICES" \f C \l "1" 
APPENDIX 1:  QUESTIONNAIRE 
Introduction
My name is Said Jongo Ally, a graduate student from Open University. I am currently pursuing the Master of Project Management degree. One of the requirements in the programme is to write the dissertation/thesis in partial fulfillment for the requirement to attain the degree. I have identified you as one of the key respondents in my study. This is the questionnaire which you are humbly requested to respond to the questions on the effects of rewards on employee’s motivation towards work performance at Coca Cola Kwanza Bottlers Ltd, Tanzania.
Instructions
i) Place a cross (x) against the answer which you feel that it explains the best choice
ii) Write your answer in the open spaces provided in the open-ended question
iii) You can write additional pieces of information on a fresh piece of paper and then attach it to this questionnaire
PART A: PERSONAL INFORMATION
1. Gender of respondent

a) Male

(    )
b) Female

(     )
2. What is the highest level of education you have achieved?
a) Undergraduate Degree

(     )   
b) Masters Qualification
(
) 
c) Doctorate
(
) 
d) Other (please Specify) ……………………………………………………. 
3. How long have you worked with Coca Cola Kwanza Bottlers Ltd? 
a) Less than one year
(
) 
b) 1-2 years
(
) 
c) 3-5 years
(
) 
4. More than 5 years
(
) 
5. What age group are you in：   
a) 20－29
(     ）
b) 30－39     
(     ）
c) 40－49     
(     ） 
d) 50－59       
(     ） 
e) above 60  
(      ）
6. Which of the following best describes your role in this company?
a) First line management
(
   ) 
b) Middle Management
(
   ) 
c) Not a manager or supervisor
(
   ) 
7. In which department do you work?
a) HR
(       ） 
b) Sales/Marketing
(       ）
c) Production
(       ）
d) IT
(       ） 
e) Any other please specify.....................................................
8. Please indicate, on what is the reward system of the organization based;
a) Hierarchy-based
(
   ) 
b) Performance-based
(
   ) 
9. Please indicate, what of the following elements the organization encompasses in the reward strategy? 
a) Basic salary
 (     )  
b) Cost of living/seniority based increases 
(     ) 
c) Bonus payment based on corporate performance 
(     ) 
d)  Bonus payment based on individual/team performance 
(      ) 
e) Benefits (life insurance, medical plans, pension scheme 
(      )  
f) Flexible benefits 
(      )  
g) Life-time employment 
(      )  
h) Training and Development
(      )  
i) Individual career plans 
(      )  
j) Others..............................................................................................

PART B: Feeling (satisfaction) about the job and company
On a scale of 1 to 5, where 1 is “strongly agree” and 5 is “strongly Disagree”, please rate how much you agree or disagree with each of the following statements regarding your current feeling about your job and the company
	Items
	Strongly Agree
	Agree
	Neither 
	Disagree
	Strongly Disagree

	
	1
	2
	3
	4
	5

	a) I look forward to coming to work on Monday mornings
	
	
	
	
	

	b) I feel positive about the goals and objectives of my company
	
	
	
	
	

	c) I approve of how this company functions
	
	
	
	
	

	d) I feel satisfied with the nature and challenges of my work
	
	
	
	
	

	e) I seldom think of quitting this job.
	
	
	
	
	

	f) Most people in this company are satisfied with the job
	
	
	
	
	

	g) Most people in this company seldom think quitting
	
	
	
	
	

	h) I would recommend employment at this company to a friend
	
	
	
	
	


PART C: Extrinsic rewards towards motivation
On a scale of 1 to 5, where 1 is “strongly agree” and 5 is “strongly disagree”, please rate how much you agreeor disagree with each of the following statements regarding your current perceptions on the job and company
	Extrinsic rewards
	Strongly Agree
	Agree
	Neither 
	Disagree
	Strongly Disagree

	
	1
	2
	3
	4
	5

	a) I receive full appreciation of work achieved
	
	
	
	
	

	b) I feel I'm involved in things
	
	
	
	
	

	c) (c) I feel secure in my job
	
	
	
	
	

	d) I am satisfied with my salary
	
	
	
	
	

	e) I have opportunities of promotion and growth in the company.
	
	
	
	
	

	f) The working conditions are very good
	
	
	
	
	

	g) There is tactful discipline
	
	
	
	
	

	h) The management is sympathetic with personal problems
	
	
	
	
	


PART D: Intrinsic factors that motivate me to do my job 
On a scale of 1 to 5, where 1 is “strongly disagree” and 5 is “strongly agree”, please rate how much you agree or disagree with each of the following statements regarding your current perceptions on job and company
	Intrinsic Factors
	Strongly Disagree
	Disagree
	Neither 
	Agree
	Strongly Agree

	
	1
	2
	3
	4
	5

	a) I have an interesting and meaningful job.
	
	
	
	
	

	b) I enjoy the autonomy of my work
	
	
	
	
	

	c) I would like to invest a lot time to do my work because I enjoy it
	
	
	
	
	

	d) I feel satisfied with the nature and challenges of my work
	
	
	
	
	

	e) A sense of accomplishment and achievement makes me concentrate on my job
	
	
	
	
	

	f) I feel involved in decision making about my job
	
	
	
	
	


PART H: Impact of rewards on employee’s performance and retention
On a scale of 1 to 5, where 1 is “strongly disagree” and 5 is “strongly agree”, please rate how much you agree or disagree with each of the following statements regarding you’re feeling about specific types of rewards and your existing reward package.
	Items
	Strongly Disagree
	Disagree
	Neither 
	Agree
	Strongly Agree

	
	1
	2
	3
	4
	5

	a) I would prefer to receive public recognition for my good work than an insignificant cash amount.
	
	
	
	
	

	b) I will improve my performance if it is necessary to achieve a significant reward
	
	
	
	
	

	c) All team members should receive an equal share of any insignificant rewards
	
	
	
	
	

	d) I will continue to do my best even if I know that my targets cannot be achieved
	
	
	
	
	

	e) Allowances should be increased
	
	
	
	
	

	f) Recognized as a team member
	
	
	
	
	

	g) Opportunities for growth and advancement should be considered
	
	
	
	
	

	h) Fair Perceived internal equity of rewards should be observed
	
	
	
	
	

	i) Fair Perceived external equity of rewards should be observed
	
	
	
	
	


Any comments and additional opinions or views with regard the effects of rewards to employee’s motivation towards work performance at SBC, Tanzania.  Please write them 
…………………………………………………………………………………………
Thanks for taking your precious time to make this study a success, your contribution have really been valuable towards completing this study
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