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ABSTRACT TC "ABSTRACT" \f C \l "1" 
The study assessed the factors influencing employee’s motivation in Tanzania water authorities, a case of DAWASA Chalinze; aiming at determining the features of non-financial, financial, and intrinsic reward systems in influencing employees’ performance. The positivist philosophy, quantitative research approach was employed. A descriptive design supported collecting primary data using questionnaires. Purposive and random sampling techniques used to collect data from 73 top and supporting staff respondents. Descriptive statistics with percentages, mean and standard deviation, correlation and regression analysis used for data analysis. The study found that, non-financial reward system features employee participation, job security, and employee engagement encourage employee performance. Financial reward system features such as productivity-linked wage incentives, retirement benefits provided a sense of long-term security, and provision of stock options at lower prices have positive effect on employee performance. It was also revealed that intrinsic reward system empowers employees the autonomy and decision-making authority and expressing appreciation to employees for their contributions and efforts enhancing their performance. It recommended that all features of non-financial, financial and intrinsic reward systems need to be promoted by the organization as they are key motivators to employee’s performance. The study concluded that by implementing effective reward systems that encompass employee motivation, engagement, and performance, ultimately contributing to the success and sustainability of the organization. 
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ABREVIATIONS AND ACRONYMS TC "ABREVIATIONS AND ACRONYMS" \f C \l "1" 
	DAWASA
	Dar es Salaam Water Supply and Sanitation Authority
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1 Overview TC "1.1 Overview" \f C \l "1" 
This chapter introduces background of the study, statement of the problem, objectives of the study, research questions to guide the study, proposed significances of the study and scope of the study.

1.2 Background to the Study TC "1.2 Background to the Study" \f C \l "1" 
It is widely explained that employee performance plays great role as a good indicator for the whole organization performance as employees are part and parcel of all activities which are to be performed by the organization. Noorazem et al., (2021) declared that in Turkey without management awareness targeting at increasing employees’ performance the organizations goals and objectives are difficult to be achieved. Now is when the organization thinks on how to make employees perform better or exceed the expected performance. As a solution, rewarding employees has become an important thing to the organizations as it has been stated primarily from the mission and vision by telling the employees and other stakeholders that the rewards will benefit and touch all parties. 
Likewise, in Italy the organizations are increasingly seeking to develop, motivate and increase the performance of their employees in a variety of operational, market and human resources-oriented applications (Manzoor et al., 2021). It was also observed that employee’s performance is highly related to organizational performance as effective and efficient employee performance will positively influence organizational performance. The organizational performance criteria should not only include employee morale, profitability, marketing effectiveness, customer satisfaction, but also employee productivity that is highly influenced by motivation packages (Davidescu et al., 2020). 
The study by Elrayah & Semlali, (2023) in Nigeria found that many organizations are declining since they don’t know when to reward employees financially and non-financially. It was noted that in order to implement effectively the issue of motivation, organizations must rethink how they hire, train and reward their employees; therefore, the employees could be encouraged to be competitive. 
Also, in Kenya, it was declared that performance measurement is a critical tool of aligning the employee behavior with the organizational goals, objectives and expectations during the employee working life. But it should be noted that there is no way performance can be enhanced if employees are not well motivated. Financial, non-financial and intrinsic rewards if are not well planned and implemented it reduces the sense of performance. The performance measurement should its objectives through clarifying job responsibilities and expectations, setting clear targets, and providing information to enable make human resource decisions such as promotions, reorganizations and talent management (Okwata et al., 2022). 
The study by Borsi, (2022) in Ghana reported that regardless that employees are the key engine for the sustainability of many organizations and businesses, they are cared a little in terms of their safety and health. It was found that the health of employees cannot be strong if the rewards provided to him/her are insufficient and not focused to the current needs. Also, safety of employees is not possible when he/she is paid low salary to secure his/her family and home facilities. Improving working conditions only and forgetting about employees’ homes if what they receive as payments can help them to improve or build their houses, it remains a pain to them a factor reducing their working capabilities. 
In Tanzania Lambin, Roosa and Nyyssola, (2022) explains that the Employment Policy under the Ministry of Labour, Employment and Youth Development has stated clear plans with the vision of reducing poverty level and prepare employment opportunities which are able to help Tanzanians move from poverty. All these plans are expected to be achieved before financial year 2025, further the challenges associated by globalization are to be reduced by that time. The plan of succeeding on these strategies goes together with the need for the employers to ensure that they have good rewards systems which are able to promote employees and help them perform under the expected level. 
Rewards are very crucial to the employees of DAWASA, (Chalinze) and any other business organization used as competitive tool, employee retention, motivating employee, employee’s commitment, developing a positive employment relationship and psychological contract align reward practices and employee values. The combination of all these strategies stimulates employee’s performance as they feel to be valued by the organization/employer. 
1.3 Statement of the Problem TC "1.3 Statement of the Problem" \f C \l "1" 
It is widely reported that in order to improve employee’s performance should ensure there are clear strategies for the employees to be adequately motivated through various factors such as financial and non-financial (Manjenje & Muhanga, 2020). Therefore, motivation in theory and practice becomes a complicated task touching on several disciplines. Although a lot of scholarly research has been written on motivation, but still this subject is not obviously understood and it still poorly practiced by various managements. Motivation is explained to play great role in increasing employee performance, this stresses that it is very potential to mix together the suitable motivational systems and tools with effective management and leadership to realize this goal. When the management fails to apply best financial and non-financial rewards, it is difficult to enhance employee’s performance (Kumari et al., 2021). 
It is evident from Eutimi, (2020) and Kumari et al., (2021) that when employees are not enjoying the following motivational packages improvement in working capability and performance is not met as expected. If they are not offered medical services, transport to and from work, house allowance, loans, health assistance and insurance, employee training and development, leave travel assistance, and long service awards for employees their performance is altered as it was expected prior. Regardless of the efforts employed by an organization, still there is continuous retirement of employees, as to many organizations it is difficult to retain all employees. 
The organizations have been failing to understand on how to reward employees whether financially or non-financially. However, the previous studies did not point out well on how employees’ reward system advances job performances in public organizations, in addition the available findings cannot be enough to make a general conclusion, as many organizations fail to retain her employees’, a factor that leads poor job performance. The study by Changale & Mosoma, (2022) in Dar es Salaam (DAWASA) was limited only to the effects of human resources training practices on employee performance, it left other factors influencing employee’s motivation. Regardless the government to have attractive policies that all employers should motivate well their employees, still retirement and complaints associated with salaries and rewards are never ending (DTDA, 2021). This study succeeded to bridge the knowledge gap left by examining the influence of reward system in influencing employees’ work performance, the case of DAWASA Chalinze. Maslow’s Theory of Motivation was adopted since it provides a roadmap on how employees are to be motivated so that they can help the organization achieve its goals and objectives. 
1.4 Objectives of The Study TC "1.4 Objectives of The Study" \f C \l "1" 
1.4.1 General Objective TC "1.4.1 General Objective" \f C \l "1" 
Assessment of the factors influencing employee’s motivation in Tanzania water authorities: A case of DAWASA Chalinze.
1.4.2 Specific Objectives TC "1.4.2 Specific Objectives" \f C \l "1"  
i. To determine the features of Non-financial reward system in influencing employees’ performance in DAWASA Chalinze. 
ii. To examine the features of financial reward system in influencing employees’ performance in DAWASA Chalinze.
iii. To measure the features of intrinsic reward system in influencing employees’ performance, in DAWASA Chalinze.
1.5 Specific Questions TC "1.5 Specific Questions" \f C \l "1" 


i. What are the features of Non-financial reward system in influencing employees’ performance in DAWASA Chalinze?

ii. What are the features of financial reward system in influencing employees’ performance, in DAWASA Chalinze?
iii. What are the features of intrinsic reward system in influencing employees’ performance, in DAWASA Chalinze?
1.6 Significance of the Study TC "1.6 Significance of the Study" \f C \l "1" 
The study is helpful to DAWASA workers, stakeholders and government to become aware on various features of motivation packages especially rewards and their contribution in influencing employees’ performance. 

The study is useful to DAWASA management to improve employee reward packages so as to influence better work performance. Through the provided recommendations, the management now can detect the available challenges which need mitigation measures to improve employees’ performance.  
The study is useful as a stepping stage for future scholars who will be interested to conduct further studies on the similar or related topic. They have a chance use this study to obtain convincing research gap for their studies as this study was limited to DAWASA employees, Chalinze. 
1.7 Scope of the Study TC "1.7 Scope of the Study" \f C \l "1" 
The study was limited to DAWASA Chalinze. The study basically assessed the factors influencing employee’s motivation in Tanzania water authorities: A case of DAWASA Chalinze. The study showed on how financial, non-financial and intrinsic rewards encourage employee’s performance so as to help the organization achieve its goals and objectives. 
CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Overview TC "2.1 Overview" \f C \l "1" 
This chapter covered the definitions of key terms, theoretical review, empirical review, research gap, conceptual framework (independent and dependent) relationship.

2.2 Definition of key concepts TC "2.2 Definition of key concepts" \f C \l "1"  

2.2.1 Rewarding system TC "2.2.1 Rewarding system" \f C \l "1"  

Rewards system to employees signifies an organization’s incorporated policies, processes and practices for rewarding its employees in accordance with their contribution, skills and competence, and their market value (Osborne, 2017). 
2.2.2 Employee Performance TC "2.2.2 Employee Performance" \f C \l "1"  

This refers to the degree to which an organizational member contributes to achieving the goals of the organization. Employee performance plays an imperative role for organizational performance. Performance is measured by quantity of output, and quality of output, when compared by timeliness of output (Tuffaha, 2020). 
2.2.3 Incentives TC "2.2.3 Incentives" \f C \l "1" 
This referred as a promise of payments by targeting achievement of certain objectives or pre-established performance level that should be reached by employees or an organization (Gerhart, 2017). 
2.3 Review of Theories TC "2.3 Review of Theories" \f C \l "1"   
2.3.1 Maslow’s Theory of Motivation
The theory argues that people are motivated to do things because of external  TC "2.3.1 Maslow’s Theory of Motivation" \f C \l "1" 
Rewards. The greater the perceived rewards, the more strongly people are motivated to pursue those reinforcements (Johnson et al., 2018). Maslow’s Theory of Motivation was early propounded by Abraham Maslow in 1943 stating that people are full motivated by achieving their basic needs before moving to advanced / other needs. The main aim of Maslow theory aimed at stressing managements that any kind of motivation should consider if an employee has access to basic needs before thinking for more advanced motivations (Aruma & Hanachor, 2017). 

Maslow’s Theory of Motivation provides assumptions that, human beings have an internal need pushing them towards self-actualization (fulfillment) and personal superiority. Maslow came up with the view that there are five different levels of needs and once we happen to satisfy a need at one stage or level of the hierarchy it has an influence on our behavior. At such level our behavior tends to diminish, we now put forth a more powerful influence on our behavior for the need at the next level up the hierarchy. Initially, individuals are motivated by psychological needs. As postulated by Maslow these psychological needs form the basic need for survival and these includes food, warmth, clothing and shelter. The second level is seen as the security needs: Security tends to be the most essential need to people at this level. This is expressed in safety in the employee’s health and family (Kuranchie-mensah & Amponsah-tawiah, 2016). 

Esteem needs; these needs relate to desire for self-respect, recognition and respect from others. The highest or last level of Maslow’s need is self-actualization needs: These are the needs of the highest order and these needs are found in those people whose previous four needs are satisfied. This will include need for social service and meditation (Aruma & Hanachor, 2017).  

Criticism to Maslow’s Theory of Motivation

The theory was primarily criticized by various scholars, for instance; Tezcan & Genc, (2017) as cited in (Yang, 2003; Jex, 2008) asserts that they criticized Maslow’s Theory that the basic needs which explained by the theory rejected useful explanation about working environments (on how an employee should be motivated in working place). Also, Fisher & Royster (2016) criticized Maslow’s theory on the assumption that the lower needs are to be fulfilled before a person can achieve potential or self-actualized needs. Fisher & Royster they criticized that; this is not always the case as Maslow’s hierarchy of needs in some aspects has been falsified. This is after conducting cultural research on people needs and find that they highly need love and belongingness rather than self-actualization needs. 

Strengths to Maslow’s Theory of Motivation

The study applied Maslow’s Theory of Motivation as it explains on the need to establish the process of motivating employees to get the best or required output and efficiency. This is due to the reason that, when employees are at working place the Maslow’s hierarchy of needs matter. For instance, the theory is the best to be reviewed in this study as it suggests that, when employees are well motivated, they feel to be valued by the organization or management, hence their performance level is multiplied. Therefore, the researcher found that the theory fits when studying better strategies for financial and non-financial rewards as they play roles in increasing employees’ performance. 
2.4 Empirical Review TC "2.4 Empirical Review" \f C \l "1"  

2.4.1 Features of Non-Financial Reward System in Influencing Employees’ Performance TC "2.4.1 Features of Non-Financial Reward System in Influencing Employees’ Performance" \f C \l "1" 
The study conducted by Shibly & Weerasinghe, (2019) assessed the impact of non-financial rewards on the work motivation of operational level employees in manufacturing organizations. The results showed that non-financial rewards have a significant and a positive motivational impact to improve employees working performance in manufacturing organizations. Furthermore, non-financial incentives were found to be the most influential type of financial reward in determining the work motivation of operational level employees. The study recommended for the industrial management to ensure that non-financial rewards are planned to motivate employees to enhance their performance. 
The study conducted by Imran et al., (2018) explored the potential practices associated with reward and incentives system in Pakistan. The findings reveal that the all sectors of Pakistan require uniformity of these best practices as all over rather than to some specific areas. It found that provision of non-financial rewards practices brings about positive impact on the psychological behaviors of employees, and the outcome of those behaviors leads to organization performance. The study concluded that all human resource managers planning at doing better in terms of organization performance, they are primarily needed to think about better incentives for motivating employees. 

The study conducted by Forson et al., (2021) in Ghana examined the relationship between job motivation factors and performance among teachers of basic schools in Ghana. The study findings revealed that the mentioned motivation factors were significant predictors on performance when regressed at a decomposed and aggregated levels. The study concluded that there is the need for the management teams responsible for motivating employees to be trained on attractive ways of motivation so as to maintain good performance.
2.4.2 Features of Financial Reward System in Influencing Employees’ Performance TC "2.4.2 Features of Financial Reward System in Influencing Employees’ Performance" \f C \l "1" 
The study conducted by Ifeyinwa, (2020) in Nigeria examined on the effects of non-financial reward system on employees performance in sachet water companies in Anambra state. The objectives of the study assessed the effect of wages and salaries on employee performance, determined the effects of recognition on employee performance, and investigated on how staff training and development affect employee performance. The study revealed that wages and salaries, staff recognition, and staff training and development have a significant role in increasing employee performance in the selected water companies in Anambra state. The study recommended that seminars/ workshop should be continuously organized by the management in order to update the employee knowledge. 

The study by Kumburu, (2020) in Tanzania assessed if rewarding employees using financial incentives can induce employees to exert their effort and ultimately enhance organizational performance. The finding showed that there are variety of financial incentives used and the level of financial incentives provided to employees is adequate. In addition, some of the financial incentives provided to staff were found to have positive relationship with organizational performance whereas others seemed not to influence the performance. The study recommended that the management should also consider other type of incentive which will increase individual's satisfaction and loyalty to their work, enhance more cooperation and influence performance. 

The study by Mrope, (2018) in Kilosa-Tanzania examined on the influence of financial rewards on employees’ motivation. The study revealed that, financial rewards affect employees’ motivation. Extra duty allowance, medical allowance and salary were found to have high influence on employees’ motivation while water and electricity allowance, transport allowance, hardship allowance and house allowance de-motivate employees. Management reviews over aspects of financial rewards including allowances to water and electricity, transport, house rent, and hardship were highly recommended. 
2.4.3 Possible Reward System Measures to Be Put in Practice for Influencing Employees’ Performance TC "2.4.3 Possible Reward System Measures to Be Put in Practice for Influencing Employees’ Performance" \f C \l "1" 
The study conducted by Noorazem et al., (2021) in Malaysia investigated on the effects of a reward system in an organization on employee performance. The main objective of the study asserted to measure if motivated employees can be a significant factor in organizational success. Quantitative research approach was used to collect data using questionnaires from 132 respondents who were obtained using convenience sampling. Data were then analyzed using SPSS software and a few analyzed data were carried out for correlations analysis and regression analysis. The study findings showed that promoting employees, engaging them, appreciation and insurance benefit especially medical benefits have a significant impact on employees' performance. It was found that when employees are motivated to work at higher levels of productivity, the organization as a whole will run more efficiently and in more effective way essential to achieve its goals. 
The study by Rwothumio et al., (2020) examined the financial reward practice implemented by universities to improve on the performance of lecturers in Uganda’s public universities. The main objectives of the research focused to find out the existing relationship between financial reward and teaching and research outputs of academic staff in selected public universities. A mixed approach design was used to collect and analyze the data obtained from the study. A sample of 299 participants drawn from academic staff, directors of human resources, and Vice chancellors. The findings indicated a weak positive relationship between financial reward and academic staff teaching output in public universities. The researcher recommended for the management to think more on things like motivating employees by non-financial rewards like accommodation, trainings and insurances rather than single method that is salary oriented. 

The study conducted by Lema, (2020) in Arusha-Tanzania examined on the effect of employees non-monetary motivational factors on job performance in Arusha City Council. The study employed quantitative research approach and the descriptive survey design to collect and analyze data. The primary data using questionnaire method were collected for data analysis. The descriptive statistics employed to analyze the data using SPSS version 26.0. The findings revealed that there is existing positive relationship rewards, recognition and employees job performance. Further the study found that when employees are promoted by receiving various trainings, they increase their ability of working effectiveness. The study concluded that there is high need for the government of Tanzania to ensure that there are working and updated policies to guide employers when planning to motivate employees. 
2.5 Research Gap TC "2.5 Research Gap" \f C \l "1" 
It is evident from Eutimi, (2020) and Njunwa, (2017) that when employees are not enjoying the following motivational packages improvement in working capability and performance is not met as expected. If they are not offered medical services, transport to and from work, house allowance, loans, health assistance and insurance, employee training and development, leave travel assistance, and long service awards for employees their performance is altered as it was expected prior. Regardless of the efforts employed by an organization, still there is continuous retirement of employees, as to many organizations it is difficult to retain all employees. 

The organizations have been failing to understand on how to reward employees whether financially or non-financially. However, the previous studies did not point out well on how employees’ reward system advances job performances in public organizations, in addition the available findings cannot be enough to make a general conclusion, as many organizations fail to retain her employees’, a factor that leads poor job performance. This study succeeded to bridge the knowledge gap left by assessing the influence of reward system in influencing employees’ work performance, the case of DAWASA Chalinze. 
2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1" 
The conceptual framework (Figure 2.1) for the study developed by relying on the three specific objectives focuses on essential concepts on which data collection and analysis based.

  Independent variable                                             Dependent variable







Figure 2. 1: Conceptual framework TC "Figure 2. 1: Conceptual framework" \f F \l "1" 
Source: Maslow (1943)

According to Aruma & Hanachor (2017) the organizations, companies or any employer should value employees by ensuring that they are satisfied from various renumerations. By identifying how to reward employees accordingly an organization is able to achieve its goals and objectives since the employees are performing the assigned activities as required or thy are exceeding expected performance level. In relation to the theory of Maslow (1943), Fisher & Royster (2016) quotes that financial rewards such as salary, commission, allowances and retirement benefits are best renumerations which enhance employee’s performance. When they are mixed with non-financial rewards like good working conditions, insurances, promotion and employee participation they enhance employee performance. Further, Tezcan & Genc (2017) added to the Maslow theory of motivation that intrinsic rewards should not be marginalized as they are good influencers of employee performance in the organization. For instance, employee development, appreciation and empowerment influences employee performance. Therefore, the increase in units produced, increase in accuracy, increase in organizational sales, reaching clients expectations, customers satisfaction, and reaching goals of the organization timelier becomes inevitable as results of employee’s performance. Therefore, under this study reward systems non-financial, financial and intrinsic rewards are the independent variables while employee performance is the dependent variable. 
CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Overview TC "3.1 Overview" \f C \l "1" 
Research methodology has been defined as a systematic way to solve the research problem. In this section, the study presented a research design, methodologies for data collection, and data analysis. 
3.2 Research Philosophy TC "3.2 Research Philosophy" \f C \l "1" 
Saunders et al., (2015) argue that the research philosophy is a system of the researcher’s thought following which new reliable knowledge about the research object is obtained. In other words, it is the basis of the research which involves the choice of research strategy, formulation of the problem, data collection, processing, and analysis. In this study, the study was guided by the positivism research philosophy. The positivism philosophy was applicable to this study as the researcher intended to assess the role of rewards system to employee’s performance.

3.3 Research Approach TC "3.3 Research Approach" \f C \l "1" 
The study employed quantitative research approach. This is due to the reason that the study data were collected based on numerical data. Quantitative research is widely used in the natural and social sciences, biology, chemistry, psychology, economics, sociology, marketing, and others. This technique is applied in descriptive, correlational or experimental research (Davies, 2020). 
3.4 Research Design TC "3.4 Research Design" \f C \l "1" 
The study employed descriptive research design to collect, analyze and discuss data. Descriptive research design is adopted for the theory-based studies created by gathering, analyzing and presenting the collected data, it is helpful to help others or readers of the study understand the need of a research. Descriptive study it is also applicable when the problem statement is well known. The purpose of a descriptive study is to capture details concerning the current status of the phenomena and to describe what exists concerning variables or conditions in a situation (Mugenda, 2003).  
3.4.1 Area of Study TC "3.4.1 Area of Study" \f C \l "1" 
DAWASA Chalinze was selected as a study area due to the reason that there was no currently conducted study based on the factors influencing employee’s motivation in Tanzania water authorities. The study area consists many of employees who are serving in the selected area. It was the researcher expectation that the employees at the study area are compensated by various ways hence they are receiving various rewards. Therefore, they are good key informants to indicate the influence of the factors influencing employee’s motivation in Tanzania water authorities. 
3.4.2 Study Population TC "3.4.2 Study Population" \f C \l "1" 
The population size for this study involved 112 employees working at DAWASA Chalinze. The population involved top management (administrative) and other subordinate staff. Under this study, subordinate/supporting management employees was the key unit of analysis as they are aware on the rewards which are provided by the management to increase their working performance. 

Table 3. 1: Population TC "Table 3. 1: Population" \f T \l "1" 
	S/N.
	Categories of respondents
	Population Size

	1.
	Top-management staff (Administrative)
	8

	    2
	Subordinate staff
	104

	
	Total 
	112


Source: DAWASA Chalinze
3.5 Sample and Sampling Techniques TC "3.5 Sample and Sampling Techniques" \f C \l "1" 
According to Taherdoost, (2016) the purpose of the sampling technique or strategy is to minimize the possibilities of bias. Therefore, both probability/simple random sampling and non-probability/purposive sampling was employed. Taherdoost (2016) also adds that probability and non-probability sampling are used when there is variation of characteristics in the population group. Under probability sampling every item in the population has an equal chance of being selected in the sample, while under non-probability sampling there is no guarantee that every element in the population has an opportunity of being selected. 
A simple random sampling/probability technique was applied to select respondents from junior or subordinate employees as they are many in number. This is due to reason that Taherdoost, (2016) supports that random sampling is attractive to be used when selecting the sample from large population group with similar characteristics to avoid baseness. Further, non-probability sampling was applied to select respondents from the Top-management as they are few and they answered semi-closed questions in the questionnaire to get more details towards the study. This is due to reason that Showkat, (2017) argues that purposive sampling is applied to select respondents from a population with skills, knowledge and experience in managing the organization. 
3.6 Sample Size TC "3.6 Sample Size" \f C \l "1" 
According to Taherdoost, (2016) defined sample size as the number of items selected from the population to represent the population studied. It is the object on which the exact measurement is taken. An optimum sample should be one that fulfills the requirements criteria of efficiency, representativeness, reliability, and flexibility (Creswell, 2019). 
The researcher applied Slovin’s formula to obtain sample from a targeted population. Let, “N” be the total population size, “n” be the sample size researcher needs to obtain from a total population and “e” be the allowed probability of committing an error in selecting a sample from a population that is (0.05) showing the confidence level of 95%.  

The sample size “n” obtained as follows (Slovin, 2003). 
n = N / (1 + Ne2) was applied to get sample size for each population group.

n = 112/ (1+112 x 0.052) = 87 individuals

The researcher used the sample size of 87 respondents from the study area. It involved 6 Top-management staff and 81 junior staff. 
3.7 Measurement of Variables TC "3.7 Measurement of Variables" \f C \l "1" 
The measurement of the variables of the study was developed from the literature reviews. In measuring the variables of the study, each variable had a measurement indicator that enabled to guide the study in understanding on what specific issues to concentrate on each variable of the study.
Table 3. 2: Measurement of the Variables TC "Table 3. 2: Measurement of the Variables" \f T \l "1" 
	Variables
	Types of the variables
	Measurements

	Non-Financial rewards
	Independent
	· Promotion

· Training

· Working condition

· Insurance benefit

· Employee engagement

· Fringe benefits (gifts)



	Financial rewards
	Independent
	· Salary

· Bonus

· Allowance

· Commission

· Productivity linked wage incentives

· Retirement benefits

· Profit sharing 

· Stock options



	Intrinsic rewards
	Independent
	· Empowerment 

· Appreciation

· Career growth

· Employee development

	Employees performance
	Dependent
	· Productivity

· Profit

· Quality

· Achievement of goals and objectives




Source: Empirical Review 2022. 
3.8 Data Collection Methods TC "3.8 Data Collection Methods" \f C \l "1" 
Creswell (2014) argues that the process of data collection requires systematic techniques to gather the required information depending on the study. The use of data collection methods in research depends on several factors such factors may be the nature of the study, and types of data needed (primary/secondary). The collected data must be able to answer the research study objectives. Therefore, the study collected primary data using closed-ended questionnaires mixed with semi-structured questions.  
3.9 Questionnaires TC "3.9 Questionnaires" \f C \l "1" 
The study adopted a questionnaire as an instrument for data collection. The closed-ended questions were developed to provide several alternative answers by which a respondent required to choose. The questionnaires employed 5 point of scales ranking from 5-Strongly Disagree to 1-Strongly Disagree with neutral choice in the middle to be answered by junior staff. This kind of questions is quicker and easier to answer as respondents are provided minimal writing options, also its response is easier to compare (Akhtar & Islamia, 2016). The questionnaire distributed to both junior and top management employees. 
The study variables were measured depending on number of items. For instance, non-financial rewards measured with 5 items, financial rewards measured with 8 items, intrinsic rewards measured with 4 items, while employee performance measured with 4 items. The research questions per each variable were developed based on researchers’ own construct in reference from the empirical literature review. 
3.10 Data Analysis Methods TC "3.10 Data Analysis Methods" \f C \l "1"  

The study data analyzed quantitatively. Data analysis is the way to obtain the relationship between data groups by performing measures and assigning meaning to them (Creswell, 2019). In this regard, quantitative data from direct respondents by the aid of statistical package for social science (SPSS) software was analyzed in descriptive statistics whereby mean and standard deviation computed to test for consistency and variability response across the study. The findings from the descriptive part of this study organized and presented in the form of words, numbers and percentages using charts and tables where necessary and applicable. 
Using linear regression, the results came with different assumptions of the data values including multicollinearity, homoscedacity and lineality (Madley-Dowd et al., 2019). Linear regression analysis was described clearly when the exploratory variables showed exact relationship. 

Finally, results of the three specific research objectives was tested based on the significance level (p-value less or equal to 0.05, strength of relations, and direction). The objective of the regression in this study aimed at assessing the influence of rewards system on influencing employees’ motivation in Tanzania water authorities. 
3.10.1 Data Reliability TC "3.10.1 Data Reliability" \f C \l "1" 
Reliability is the degree to which a test or any measuring process brings consistent results on repetitive trials. With no agreement of independent observers able to repeat research measures or the ability to use research tools and process that brings consistent output (Mohajan, 2017). This increased transparency of the research findings. Reliability in the quantitative research is used to check the consistency of patterns as developed by other scholars. Therefore, the reliability of the measurement scales was measured using a Cronbach’s alpha. Itani et al., (2017) argues that Cronbach’s alpha should vary between 0 and 1; therefore, the value must be more than 0.7 or higher for satisfactory analysis to proceed. 

The researcher used itemized rating scale to construct a range. This range was used to measure the perception level of the respondents towards each variable. The researcher applied the following formula to construct the range (Saunders, 2016).

Itemized rating scale: Max - Min 
The mean of each item ranging from 1- 5 falls within the following interval: 
Interval of Means 
1.00 – 1.80 Strongly Agree 

1.81 – 2.60 Agree 

2.61 – 3.40 Neutral 

3.41 – 4.20 Disagree 

4.21 – 5.00 Strongly Disagree
3.10.2 Data Validity TC "3.10.2 Data Validity" \f C \l "1" 
Validity normally checks the accuracy of the measure. On one hand, validity of data is concerned with the accuracy of the instrument used to measure or the process to attain results. Validity is all about how the study has successfully produced required results (Golafshani, 2018). In this study, the researcher demonstrated the accuracy of a measure or procedure by comparing it with another measure or procedure which has been demonstrated to be valid.  In order to ensure construct validity, the researcher asked a set of questions/statements which have adopted from empirical review. In order for the respondents to understand and answer well the study objectives, they introduced in a brief way to make them aware with a topic under study. This enabled using content validity as it deals with measuring quality of the reviewed materials.  
3.11 Data Cleaning Process TC "3.11 Data Cleaning Process" \f C \l "1" 
Since the study data was quantitative, numerical in nature and analyzed using SPSS presenting MLR, therefore a quick way to remove missing data was done by running frequency distributions to see the exact response per variable. Therefore, it can be said in easy way that, the missing values was excluded in data analysis and the available data used as full results of variables. This was applicable when the non-missing/available data are many than missing data (above 50%) of the response per variable (Madley-Dowd et al., 2019). 

3.12 Ethical Consideration TC "3.12 Ethical Consideration" \f C \l "1" 
The study considered every requirement of research ethics to establish trust with the participants and to respect their privacy that enabled them to make sound decisions on the data collection tools. The researcher submitted the letter of request for the permission to collect data from the study area, thereafter he received the research permit to start data collection. The study adhered to the ethical rules as per the Open University of Tanzania regulations of conducting research/dissertations.    
3.13 Limitations and Areas for Further Studies TC "3.13 Limitations and Areas for Further Studies" \f C \l "1" 
The study was limited to one geographical area “DAWASA Chalinze” this was not limited the study to reach the generalized conclusion as the respondents under that area represented other employees in the country.  
Methodological limitation involved selection of employees as respondents and waiting for their response on the data collection tools. The researcher used convincing language to explain for the respondents the importance of this study based on their motivations to make them respond positively to the study.  
CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
FINDINGS, ANALYSIS AND DISCUSSION TC "FINDINGS, ANALYSIS AND DISCUSSION" \f C \l "1" 
4.1 Overview TC "4.1
Overview" \f C \l "1" 
This study aimed to assess the factors influencing employee’s motivation in Tanzania water authorities. A case of DAWASA Chalinze. This chapter offers data presentations and discusses the findings based on three specific objectives which focused to determine the features of non-financial reward system in influencing employees’ performance in DAWASA Chalinze, to examine the features of financial reward system in influencing employees’ performance in DAWASA Chalinze, and to measure the features of intrinsic reward system in influencing employees’ performance.
4.2 Demographic Characteristics TC "4.2 Demographic Characteristics" \f C \l "1"  
The study data was collected from the targeted sample of 87 individuals, where 73(83.9%) individuals responded including both females and males who obtained from the study area (DAWASA Chalinze) from the respondents (Top managers and junior or subordinates). The respondents who targeted by the researcher to provide useful information about the study through questionnaire were selected from all these groups. The researcher adhered to the Open University of Tanzania research guidelines stating that respondents are to participate in the study depending on their availability and willingness to provide information. This assured the researcher to obtain valid study data.
4.2.1
Sample Description
Table 4.1 shows that, out of the total 87 questionnaires which prepared to be  TC "4.2.1
Sample Description" \f C \l "1" 
administered by the researcher, only 73 questionnaires from the respondents were responded and returned hence used in analysis representing a response rate of 83.9% which is fair and representative. It is only 14 individuals who did not responded representing 16.1%. The response rate implies that it allowed the researcher to proceed with the study analysis and discussion.
Table 4. 1: Sample Description TC "Table 4. 1: Sample Description" \f T \l "1" 
	
	Responded
	Participants
	Not 
	Responded

	Response rate
	Frequency
	Percentage
	Frequency
	Percentage

	Top Management
	4
	5.5
	2
	14.3

	Junior Staff
	69
	94.5
	12
	85.7

	Total
	73 (83.9)
	100.0
	14 (16.1)
	100.0


Source: Field Data, (2023)
4.3 Sample Characteristics TC "4.3
Sample Characteristics" \f C \l "1" 
The demographic information of this study included gender, level of education and work experience of respondents. This demographic information was used in generalizing about the total respondents who provided the information’s for the study.
4.3.1
Gender Characteristics TC "4.3.1
Gender Characteristics" \f C \l "1" 
The study involved gender distribution of respondents in order to answer the questionnaires and interview which provided as shown on Table 4.2 above. This was done with an objective to find the differences in number of males and females who participated in this study. The result shows that female respondents were 39.7% and male respondents were 60.3%, hence the larger number of respondents were male.

4.3.2
Age Characteristics TC "4.3.2
Age Characteristics" \f C \l "1" 
In this study, this demographic factor was considered to be important to determine age of respondents who engaged in this study. Table 4.2 above shows that respondents aged between 18-25 years were 16.4%, respondents between 26-50 years were 58.9% and above 50 years were 24.7%. The findings show that majority of the respondents were aged between 26-50 years. From this study the findings imply that participant respondents in the study were matured.
4.3.3
Education Level Characteristics TC "4.3.3
Education Level Characteristics" \f C \l "1" 
The level of education of respondents was an important factor for the study to see if it helped respondents to use their professional qualification to perform well in providing useful information for the study. The study revealed that majority of respondents at 38.4% were diploma holders, followed by 28.8% who hold a certificate. Bachelor degree holders were 23.3%, and master’s degree holders were 9.6%. Therefore, the level of education for each group shows that majority of respondents were educated, hence it implies that the study obtained data from educated respondents.
4.3.4
Work Experience TC "4.3.4
Work Experience" \f C \l "1"  
The results show that, majority 42.5% had work experience of between 6-15 years, 38.4% had work experience of about 1-5 years, while 19.1% had work experience spanning over 15 years. This implies that the respondents who participated in this study had enough experience helpful to provide useful data to help the researcher to meet the conclusion of study. 

Table 4. 2: Sample Characteristics TC "Table 4. 2: Sample Characteristics" \f T \l "1" 
	Demographic Information
	
	Frequency
	Percentage

	Gender
	Males
	44
	60.3

	
	Females
	29
	39.7

	
	Total
	73
	100.0

	Age (Years)
	18 – 25 
	12
	16.4

	
	26 – 50 
	43
	58.9

	
	Above 50
	18
	24.7

	
	Total
	73
	100.0

	Education
	Certificate
	21
	
28.8

	
	Diploma
	28
	38.4

	
	Bachelor Degree
	17
	

23.3

	
	Master’s Degree and above
	7
	9.6

	
	Total
	73
	100.0

	Work Experience
	1-5
	28
	38.4

	
	6-15
	31
	42.5

	
	Over 15
	14
	19.1

	
	Total
	

73
	100.0


Source: Field Data, (2023) 
4.3 Descriptive Statistics Results TC "4.3 Descriptive Statistics Results" \f C \l "1" 
Questionnaires of Likert-type scale questions (close-ended questions) comprised a series of statements which used to collect data from 73 respondents who responded from all the targeted respondent groups, this highlighted good and satisfactory response. The statements comprising the 5-Lickert items expressed a belief, preference, judgment or opinion respondents agreed or disagreed with. The response variety for each statement was a linear scale indicating the extent respondents agreed or disagreed with each statement i.e., 1 = Strongly Agree, 2 = Agree, 3 = Neutral, 4 = Disagree and 5 = Strongly Disagree. The 5 Likert-type items were combined into a single composite variable during analysis in order to provide a quantitative measure of characters. The results as per each specific research objective of the study were interpreted and discussed. 

The author applied different techniques to analyze the data as follows:
First descriptive statistics (frequency and percentage) to describe and analyze response rate and demographic information of the study.

Secondly, descriptive statistics (mean and standard deviation) to describe the opinion of the respondents on different variables.
4.4 Reliability Test TC "4.4 Reliability Test" \f C \l "1" 
The Cronbach’s alpha was used in calculating the reliability and the internal consistency. For the reliability test of the data Cronbach’s alpha was calculated using SPSS and the result are presented in Table 4.3 for alpha values of all constructs in the study are greater than the guideline of 0.70 and are below 1, so it can be concluded that the measurements of the study variables allowed the data to be applied for analysis with acceptable reliability. Non-financial reward system has Cronbach Alpha of 0.974, Financial reward system has Cronbach Alpha of 0.986, and Intrinsic reward system has Cronbach Alpha of 0.989 respectively. 

Table 4. 3: Reliability Test TC "Table 4. 3: Reliability Test" \f T \l "1" 
	Variable
	Cronbach's Alpha
	N of Items

	Non-financial reward system
	.796
	8

	Financial reward system
	.867
	8

	Intrinsic reward system
	.742
	4

	Employees performance
	.859
	6


Source: Field Data, (2023)
4.4.1 Non-Financial Reward System Descriptive Statistics Results TC "4.4.1 Non-Financial Reward System Descriptive Statistics Results" \f C \l "1"   
The features of non-financial reward system were computed using descriptive statistics; minimum, maximum, mean and standard deviation Table 4.4. Job security encourages employee to think remaining with an organization was received highest mean scores (M=2.33, SD=1.395) as a feature of non-financial reward was found to encourage employee to think remaining with an organization. It followed by motivating employees by tangible assets makes them work efficiently that received high mean scores (M=2.29, SD=1.369). 
The study also revealed that, employee’s participation encourages working performance as it received the mean scores (M=2.25, SD=1.460) hence encourages employee to think remaining with an organization. It followed by the variable that training and development are helpful to retain employees and it encourages employee to think remaining with an organization as it received mean scores (M=2.15, SD=1.371). The study found that promoting employees makes them fill to be valued by management received the mean scores (M=2.05, SD=0.998) to encourage employee to think remaining with an organization, while employee engagement makes them fill to be an organization asset as receiving mean scores (M=2.04, SD=1.207). 
Further, the study found that providing fringe benefits (gifts) to employee makes them work hardly as it received (M=2.03, SD=1.224) to encourage employee to think remaining with an organization, while better working condition makes employees work efficiently received (M=1.78, SD=1.121).
Table 4. 4: Non-Financial Reward System Influencing Employees’ Performance in DAWASA Chalinze TC "Table 4. 4: Non-Financial Reward System Influencing Employees’ Performance in DAWASA Chalinze" \f T \l "1" 
	
	Features of Non-financial reward system influencing employees’ performance
	Min
	Max
	Mean
	Std. Deviation

	1
	Employees participation encourages working performance
	1
	5
	2.25
	1.460

	2
	Job security encourages employee to think remaining with an organization
	1
	5
	2.33
	1.395

	3
	Employee engagement makes them fill to be an organization asset
	1
	5
	2.04
	1.207

	4
	Providing fringe benefits (gifts) to employee makes them work hardly
	1
	5
	2.03
	1.224

	5
	Promoting employees makes them fill to be valued by management
	1
	5
	2.05
	0.998

	6
	Training and development are helpful to retain employees
	1
	5
	2.15
	1.371

	7
	Motivating employees by tangible assets makes them work efficiently 
	1
	5
	2.29
	1.369

	8
	Better working condition makes employees work efficiently
	1
	5
	1.78
	1.121


N = 73

Source: Field Data, (2023) 
4.4.2 Descriptive Statistics Results for Features of Financial Reward System TC "4.4.2 Descriptive Statistics Results for Features of Financial Reward System" \f C \l "1"  
The features of financial reward system were computed using descriptive statistics; minimum, maximum, mean and standard deviation Table 4.5. Stock options (offered lower price shares) enhances work performance was received highest mean scores (M=2.33, SD=1.292). The results show that allowances positively increase employee’s performance as it received (M=2.19, SD=1.391). it followed that retirement benefits encourages employees working performance as received high mean scores (M=1.97, SD=1.040). 
The findings found that bonuses reward enhances working morale as received high mean score (M=1.88, SD=1.105), it also found that profit sharing with employees encourages their performance has high mean score (M=1.86, SD=1.058) hence it encourages employees working performance. It also found that productivity linked wage incentives increase performance of employees as it received high mean score (M=1.85, SD=1.101). It followed by a factor that retirement benefits encourage employees working performance as it received mean scores (M=1.97, SD=1.040).

It was revealed that commissions provision to employees enhance their performance received mean scores (M=1.90, SD=1.095), followed by a factor that bonuses reward enhances working morale as it received mean scores (M=1.88, SD=1.105). The study found that, productivity linked wage incentives increases performance of employees revealed a mean score (M=1.85, SD=1.101) respectively. Also, it revealed that providing employees’ salaries increases working performance with the mean score (M=1.53, SD=
0.929). 
Table 4. 5: Features of financial reward system influencing employees’ performance in DAWASA Chalinze TC "Table 4. 5: Features of financial reward system influencing employees’ performance in DAWASA Chalinze" \f T \l "1" 
	
	Features of financial reward system influencing employees’ performance
	Min
	Max
	Mean
	Std. Deviation

	1
	Productivity linked wage incentives increases performance of employees
	1
	5
	1.85
	1.101

	2
	Retirement benefits encourages employees working performance
	1
	5
	1.97
	1.040

	3
	Stock options (offered lower price shares) enhances work performance
	1
	5
	2.33
	1.292

	4
	Profit sharing with employees encourages their performance
	1
	5
	1.86
	1.058

	5
	Providing employees’ salaries increases working performance
	1
	5
	1.53
	0.929

	6
	Bonuses reward enhances working morale
	1
	5
	1.88
	1.105

	7
	Allowances positively increases employee’s performance
	1
	5
	2.19
	1.391

	8
	Commissions provision to employees enhance their performance 
	1
	5
	1.90
	1.095


N = 73

Source: Field Data, (2023) 
4.4.3
Descriptive Statistics Results for Features of Intrinsic Reward System Influencing Employees’ Performance in DAWASA Chalinze TC "4.4.3
Descriptive Statistics Results for Features of Intrinsic Reward System Influencing Employees’ Performance in DAWASA Chalinze" \f C \l "1" 
The features of intrinsic reward system influencing employees’ performance were computed using descriptive statistics; minimum, maximum, mean and standard deviation Table 4.6. The study found that appreciation to employees encourages their performance
as it received highest mean scores (M=1.99, SD=1.047). This followed by a factor that, empowering employees influences their performance as it received the high mean scores (M=1.89, SD=0.826).
The findings found that the factor employee development increases their performance
that received highest mean scores (M=1.89, SD=0.826). Lastly, the findings found that career growth of employees influences their performance, it received the mean scores (M=1.48, SD=0.944). 
Table 4. 6: Descriptive Statistics Results for Features of intrinsic reward system influencing employees’ performance in DAWASA Chalinze TC "Table 4. 6: Descriptive Statistics Results for Features of intrinsic reward system influencing employees’ performance in DAWASA Chalinze" \f T \l "1" 
	6. S/N
	Features of intrinsic reward system influencing employees’ performance
	Min
	Max
	Mean
	Std. Deviation

	1
	Empowering employees influences their performance 
	1
	5
	1.89
	.826

	2
	Appreciation to employees encourages their performance
	1
	5
	1.99
	1.047

	3
	Career growth of employees influences their performance
	1
	5
	1.48
	.944

	4
	Employee development increases their performance
	1
	5
	1.89
	.826


N = 73

Source: Field Data, (2023) 
4.4.4
Descriptive Statistics of Employees Performance in DAWASA Chalinze TC "4.4.4
Descriptive Statistics of Employees Performance in DAWASA Chalinze" \f C \l "1" 
The features of employees’ performance were computed using descriptive statistics; minimum, maximum, mean and standard deviation Table 4.6. It revealed that increase in accuracy received highest mean scores (M=1.81, SD=1.362) to influence employees’ performance, it followed by a factor that reaching clients expectations received mean scores (M=1.72, SD=1.121) to influence employees’ performance. Also, it was revealed that the increase in units produced received highest mean (M=1.63, SD=1.298) to influence employees’ performance. 
The study found that goals are reached timelier received highest mean scores (M=1.52, SD=1.437) to influence employees’ performance, followed by a factor that increase in organizational sales received high mean scores (M=1.48, SD=1.369) to influence employees’ performance. Lastly, it revealed that a factor customers satisfaction received the mean score (M=1.47, SD=1.289) to influence employees’ performance. 
Table 4. 7: Descriptive Statistics on Features Employees Performance in DAWASA Chalinze TC "Table 4. 7: Descriptive Statistics on Features Employees Performance in DAWASA Chalinze" \f T \l "1" 
	6. S/N
	Features Employees Performance in DAWASA Chalinze
	Min
	Max
	Mean
	Std. Deviation

	1
	Increase in units produced
	1
	5
	1.63
	1.298

	2
	Increase in accuracy
	1
	5
	1.81
	1.362

	3
	Increase in organizational sales
	1
	5
	1.48
	1.369

	4
	Reaching clients expectations
	1
	5
	1.72
	1.121

	5
	Customers satisfaction
	1
	5
	1.47
	1.289

	6
	Goals are reached timelier
	1
	5
	1.52
	1.437


N = 73

Source: Field Data, (2023) 
4.5 Variable Descriptive Statistics, Reliability and Correlation Analysis Results TC "4.5 Variable Descriptive Statistics, Reliability and Correlation Analysis Results" \f C \l "1" 
The study involved computation of descriptive statistics of both independent variables (Non-Financial rewards, Financial rewards, Intrinsic Rewards) and dependent variable (Employees performance) of the study. Findings show that Non-Financial rewards mean score was strong (M= 3.70, SD = 1.023).  Financial rewards mean score was as well strong (M= 3.7, D = 0.947)., Intrinsic Rewards mean score was as also strong (M= 3.79, SD =1.130). the results also show that mean value of dependent variable of Employees performance was strong (M = 3.97, SD = 0.745). 

Applying (Cohen, 1988) cut off for correlation, the correlations between pairs of individual dimensions of the independent variables were between 0.671 and 0.682 indicating a moderate and significant correlation.  

Findings in Table 4.8 show that Non-Financial rewards have a positive moderate significant correlation with Employees performance (r = .682**, p < .05). there exists a positive moderate significant correlation between Financial rewards and Employees performance (r = .501**, p < .05). Findings also show presence of moderate positive relationship between Intrinsic Rewards and Employees performance (r = .571**, p < .05).

Table 4. 8: Variable Descriptive Statistics, Reliability and Correlation Analysis Results TC "Table 4. 8: Variable Descriptive Statistics, Reliability and Correlation Analysis Results" \f T \l "1" 
	
	MEAN 
	STD.DEV

	Non-Financial rewards, 
	Pearson Correlation
	2.03


	1.224


	.796

	Financial rewards,
	Pearson Correlation
	2.33


	1.292


	.559**
	.867

	Intrinsic Rewards
	Pearson Correlation
	1.89


	.826
	.450**
	.206
	.742

	Employees performance
	Pearson Correlation
	1.48
	1.369


	.682**
	.501**
	.571**
	.859


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

Source: Field Data, (2023) 

4.6 Multiple Regression Analysis for The Study Variables TC "4.6 Multiple Regression Analysis for The Study Variables" \f C \l "1" 
4.6.1 Model Summary TC "4.6.1 Model Summary" \f C \l "1" 
Multiple linear regression analysis was conducted in this study to assess the factors influencing employee’s motivation in Tanzania water authorities: A case of DAWASA Chalinze. In this survey, three questions were tested for the purpose of determining the extent to which the explanatory variables (Non-financial reward system, Financial reward system, and Intrinsic reward system) are related to the dependent variable (Employees Performance) at significance level of 0.05 with 95% confidence interval. 

The regression model presents how much of the variance of employees’ performance is explained by non-financial reward system, financial reward system, and intrinsic reward system. The predictor variables have accounted 0.560 of adjusted R square which indicates 56.0% of employees’ performance being accelerated by having non-financial reward system, financial reward system, and intrinsic reward system at significance value of 0.00, whereas the remaining 44.0% are explained by another variable nod explained in this model (Table 4.9).

Table 4. 9: Model Summary TC "Table 4. 9: Model Summary" \f T \l "1" 
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.761a
	.579
	.560
	.494


Source: Researcher, 2023

a. Predictors: (Constant), Non-financial reward system, Financial reward system, and Intrinsic reward system. 

b. Dependent: Employees Performance.

4.6.2 Analysis of Variance (ANOVA) TC "4.6.2 Analysis of Variance (ANOVA)" \f C \l "1" 
In assessing the statistical significance of the result, it is necessary to look in the table 4.10 labelled ANOVA. This measure means of population when they differ from each other. It tests the hypothesis that multiple R in the population equals 0. If the Sig. value is less than 0.05 (0.01, 0.0001), then the variable shows a significant unique influence/ effect to the prediction of the dependent variable. If greater than 0.05, then you conclude that variable is not making a significant unique contribution to the prediction of your dependent variable. The ANOVA table tells us whether the overall model results in a significantly good degree of the prediction of the outcome variable (Field data, 2023). 

The finding from the assessment of the statistical significance of the result indicated in Table 4.10 labelled ANOVA indicates that there is level of significance which exists between dependent and independent variables. This tests the hypothesis that multiple R in the population equals 0. The model reaches statistical significance (Sig = 0.000, this really means p< 0.05). Thus, indicates that the overall model was statistically significant at 95% confidence interval and 0.05 significance level. 
Table 4. 10: ANOVA Results TC "Table 4. 10: ANOVA Results" \f T \l "1" 
	    1      Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	Regression
	50.483
	3
	16.828
	84.327
	.000a

	Residual
	5.388
	27
	.200
	
	

	Total
	55.871
	30
	
	
	


Source: Researcher, 2023

a. Predictors: (Constant), Non-financial reward system, Financial reward system, and Intrinsic reward system. 

b. Dependent: Employees Performance.

Source: Researcher, 2023

4.6.3 Multicollinearity Testing TC "4.6.3 Multicollinearity Testing" \f C \l "1" 
Multicollinearity refers to the interrelation among independent variables, indicating high correlation (r=0.9 and above). It's a crucial assumption in multiple regression analysis, reflecting the connection among independent variables. However, multicollinearity is undesirable in multiple regression models, as pointed out by Tabachnick and Fidell (2001). They argue that it hampers the quality of the regression model. Detecting multicollinearity is commonly done through metrics like Variance Inflation Factor (VIF) and Tolerance, both available in SPSS.

In assessing the dataset, the study specifically investigated the presence of collinearity issues. Tolerance Value (TV) and Value of Inflated Factor (VIF) were employed for this purpose. Ideally, VIF for all variables should be below 10, while TV should be above 0.1, indicating an absence of collinearity problems among variables. The results from Table 4.11 revealed that there was no collinearity problem among the predators, as the Tolerance Values (TV) exceeded 0.1, and the Values of Inflated Factor (VIF) were below 10.
4.6.4 Multiple Regression Analysis Coefficients TC "4.6.4 Multiple Regression Analysis Coefficients" \f C \l "1" 
To draw conclusions on the study variables and study questions, we conducted multiple linear regression analyses. This involved individually assessing the impact of predictor variables on the dependent variable by examining the measurements of each predictor variable in relation to the dependent variable. Through this analysis, we were able to evaluate the influence of each predictor variable separately. The findings are summarized in table of coefficients of factors influencing employee’s motivation in Tanzania water authorities. 

Table 4. 11: Coefficients of factors influencing employee’s motivation in Tanzania water authorities. According to coefficient table, constant value is -1.414 saying that when the determinants of factors influencing employee’s motivation in Tanzania water authorities are zero (0) employees’ performance will drop to value of 1.414 in statistical terms. Findings indicate that non-financial rewards system influences employee’s performance with unit beta value of 0.417which is statistically significant at p-value of 0. 014, and t-value of 4.030.  Financial Rewards System have an influence on employee’s performance with beta value of 0.198 at a significant p-value of 0.040 with t-value of 2.094. Findings also show that intrinsic rewards system have an influence of employee’s performance with beta value of 0.342 this shows a statistically significant effect at a level of 0.001 and t-value of 3.904 (Table 4.11).

Table 4.11 Regression Coefficients TC "Table 4.11 Regression Coefficients" \f T \l "1" 
	Model 
	Unstandardized Coefficients
	
	Standardized Coefficients
	
	
	Collinearity Statistics
	

	
	B
	Std. Error
	Beta
	t
	Sig.
	Tolerance
	VIF

	(Constant)
	-1.414
	.284
	
	4.987
	.000
	
	

	Non-Financial Rewards System
	.304
	.075
	.417
	4.030
	.014
	.570
	1.753

	Financial Rewards System
	.156
	.074
	.198
	2.094
	.040
	.685
	1.460

	Intrinsic Rewards System
	.226
	.058
	.342
	3.904
	.000
	.794
	1.259


a. Dependent Variable: Employees’ Performance

Source: Researcher, 2023

4.7 Outliers, Normality, Linearity and Homoscedasticity Regression Assumptions Testing Results for Ethics TC "4.7 Outliers, Normality, Linearity and Homoscedasticity Regression Assumptions Testing Results for Ethics" \f C \l "1" 
The histogram in Figure 4.1 displays a bell-shaped curve, indicating that the distribution of residuals follows a normal pattern with a mean close to 0 and a standard deviation close to 1. This suggests that the residuals exhibit a normal distribution. Figure 4.2 illustrates that the residuals align closely with the diagonal line, providing evidence of the absence of outliers. The histogram (Figure 4.1) further supports this by showing that no residual values fall outside the |3| cutoff, as per Tabachnick and Fidell's (2007) definition of outliers.

In Figure 4.3, the dots along the diagonal line suggest a linear relationship in the data, confirming the absence of outliers. Additionally, the dispersion of case residual dots around zero in a rectangular pattern (Figure 4.3) implies homoscedasticity, indicating equal variance. Therefore, there is no indication of heteroscedasticity, or unequal variance in the data, as the evidence supports a consistent pattern.

[image: image1.png]Frequency

Histogram

Dependent Variable: Employee’s Performance

K o 1 2

Regression Standardized Residual

Mean =-1.73E47
Std.Dev. - 0679
NeT3





Figure 4. 1 Histogram TC "Figure 4. 1 Histogram" \f F \l "1" 
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Figure 4.  2: Normal P-Plots for the Standardized Residual Variables TC "Figure 4.  2: Normal P-Plots for the Standardized Residual Variables" \f F \l "1" 
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Figure 4.  3: Scatter plot for the Standardized residual for Variables TC "Figure 4.  3: Scatter plot for the Standardized residual for Variables" \f F \l "1" 
4.8 Discussion of Findings TC "4.8 Discussion of Findings" \f C \l "1"  
To determine the features of Non-financial reward system in influencing employees’ performance in DAWASA Chalinze 

The first objective aimed at determining the features of Non-financial reward system in influencing employees’ performance in DAWASA Chalinze. Regression analysis aimed to know if there is significant relationship between non-financial reward systems and employees’ performance in DAWASA Chalinze. Findings revealed that there is a significant effect of non-financial reward systems features on employee’s performance. Table 4.11 results show that non-financial reward systems have beta coefficient of 0.417 and P-value of 0.014. Since p < α (0.001 < 0.05), t-value of 4.987, hence we have strong evidence to state that there is statistically significant relationship between. non-financial reward system and employees’ performance at a 95% confidence level and a 0.05 significance level. The beta coefficient indicates the effect size of non-financial rewards, meaning that that for each unit increase in non-financial rewards features, employee’s performance is expected to increase by 0.417 units.

These findings suggest that in DAWASA Chalinze, the non-financial reward system plays a significant role in influencing employees' performance. The positive beta coefficient of 0.417 indicates a positive relationship between non-financial rewards and employee performance. In other words, as the non-financial reward features increase, there is a corresponding increase in employees' performance. The p-value of 0.014, being less than the significance level of 0.05, provides statistical evidence to support the claim that there is a significant relationship. This suggests that the observed relationship is unlikely to be due to random chance. The t-value of 4.987 further strengthens the evidence for the relationship. A higher t-value indicates a greater level of confidence in the findings. The results, therefore, provide strong evidence to conclude that the non-financial reward system has a statistically significant impact on employee’s performance at a 95% confidence level.

Practically, this implies that DAWASA Chalinze should consider placing emphasis on non-financial rewards to enhance employee performance. These non-financial rewards which include recognition, flexible work arrangements, professional development opportunities, or other intrinsic motivators. Understanding the positive impact of these features help the organization tailor its reward system to better engage and motivate employees, ultimately contributing to improved overall performance.
The study revealed employee’s participation as a feature of non-financial reward has great influence on increasing employee performance. This indicate that when employees are actively involved in decision-making processes, it encourages their working performance. By allowing employees to contribute their ideas, opinions, and suggestions, organizations can tap into their expertise and creativity, leading to improved problem-solving, innovation, and overall performance. The study findings correspond with Forson et al. (2021) who found that when employees are actively involved in decision-making processes and feel that their input is valued, it fosters a sense of ownership and commitment to their work. This participation not only boosts job satisfaction but also leads to improved performance as employees are more invested in achieving organizational goals.

The research findings suggest that providing job security encourages employees to think long-term and remain with the organization. When employees feel secure in their positions, they are more likely to be committed, loyal, and invested in the organization's success. This can lead to higher job satisfaction, increased productivity, and a reduced turnover rate the factors increasing their performance level. 

The research findings highlight that employee engagement plays a significant role in influencing their performance. When employees feel a sense of belonging, purpose, and being valued as an asset to the organization, they are more likely to be motivated, committed, and enthusiastic in their work. Engaged employees are more likely to go the extra mile, exhibit higher levels of productivity, and contribute to the overall success of the organization, and that point shows that they have reached satisfactory performance level. The study corresponds with Kumburu (2020) who revealed that the significance of employee engagement in transforming them into valuable organizational assets. Engaged employees are emotionally connected to their work and the organization, resulting in increased discretionary effort and a willingness to go the extra mile. This sense of belonging and commitment positions employees as valuable contributors, leading to improved performance and productivity.

Providing fringe benefits: The research findings suggest that providing fringe benefits, such as gifts or tangible rewards, can motivate employees to work harder. These benefits serve as incentives and acknowledgments of their efforts, making employees feel appreciated and recognized. Consequently, this can increase their motivation, job satisfaction, and performance. 

The research findings indicate that promoting employees positively impacts their perception of being valued by management. When employees are promoted based on their merit and potential, it instills a sense of achievement, growth, and recognition. Such promotions can boost employees' morale, loyalty, and commitment, resulting in improved performance. The study findings are in line with Mrope (2018) who found that that promoting employees based on merit and recognizing their contributions fosters a sense of being valued by management. Such recognition motivates employees to excel in their roles, as they see a clear path for career advancement within the organization. This, in turn, contributes to increased performance and dedication to their work.

The research findings emphasize that investing in employees' training and development is helpful in retaining them and enhancing their performance. When employees are provided with opportunities for skill enhancement, career growth, and personal development, they are more likely to feel valued, motivated, and engaged. This, in turn, can lead to higher job satisfaction, improved competencies, and increased performance. The study findings are similar with Rwothumio et al. (2020) who highlighted that investing in training and development programs is crucial for retaining employees. When employees see opportunities for skill enhancement and career growth, they are more likely to remain committed to their current organization. This commitment results in improved performance as employees continuously acquire new skills and knowledge to excel in their roles.

The research findings suggest that motivating employees through tangible assets, such as bonuses or incentives, can enhance their efficiency and performance. When employees perceive a direct connection between their efforts and tangible rewards, it creates a sense of motivation, goal alignment, and effort justification. This can lead to increased productivity, goal attainment, and overall performance improvement.

The research findings indicate that creating better working conditions positively impacts employees' efficiency and performance. When employees have a safe, comfortable, and supportive work environment, it can enhance their job satisfaction, well-being, and work engagement. This, in turn, translates into higher productivity, reduced absenteeism, and improved overall performance.

Overall, the research findings demonstrate the various benefits associated with features of the non-financial reward system in influencing employees' performance in DAWASA Chalinze, Tanzania. By understanding and effectively implementing these features, organizations can foster a motivated, engaged, and high-performing workforce, leading to improved organizational outcomes. 
To examine the features of financial reward system in influencing employees’ performance in DAWASA Chalinze
The second objective aimed to examine effect of financial reward system on employee’s performance. Findings revealed that there is a positive effect of financial reward system on employee’s performance in DAWASA Chalinze. Table 4.11 results show that financial reward system have beta coefficient of 0.198, t-value of 2.094 and P-value of 0.040. Since p < α (0.001 < 0.05), we have evidence that there is statistically significant effect of features of financial reward system on influencing employees’ performance in DAWASA Chalinze at a 95% confidence level and a 0.05 significance level. The beta coefficient indicates the effect size of financial reward system on employee performance meaning that that for each unit increase in financial reward system, employee performance is expected to increase by 0.198 units.

These findings propose that in DAWASA Chalinze, the financial reward system has a positive and statistically significant effect on employee performance. The beta coefficient of 0.198 indicates the size of this effect. Specifically, for each unit increase in the financial reward system, employee performance is expected to increase by 0.198 units. The p-value of 0.040, which is less than the significance level of 0.05, provides statistical evidence to support the claim that there is a significant effect of the features of the financial reward system on employee’s performance. This implies that the observed relationship is unlikely to be due to random chance.

The t-value of 2.094, while not as high as the t-value for non-financial rewards, still indicates a reasonable level of confidence in the findings. The results suggest that the financial reward system, which may include elements such as salary increases, bonuses, or other monetary incentives, plays a significant role in influencing and improving employee performance. Practically, these findings imply that DAWASA Chalinze should consider optimizing its financial reward system to enhance employee performance. This might involve ensuring competitive salaries, offering performance-based bonuses, or implementing other financial incentives that align with employees’ contributions and achievements. Understanding the positive impact of financial rewards on performance can guide the organization in developing effective strategies to attract, motivate, and retain high-performing employees.
The research findings suggest that productivity-linked wage incentives can increase employees' performance. The findings imply that when employees are provided with financial rewards directly linked to their productivity and performance levels, it serves as a motivating factor to exert higher effort, meet targets, and achieve better results. Such incentives can enhance employees' focus, efficiency, and overall performance. The study findings are in line with  Lema (2020) who revealed that productivity-linked wage incentives, where employees earn more based on their performance and output, have a significant positive impact on employee performance. When employees can directly see the connection between their efforts and their earnings, it motivates them to work more efficiently and productively, leading to improved overall performance.

The research findings indicate that retirement benefits can encourage employees' working performance. This implies that when they know that they will be provided with financial security and support after retirement it motivates then to remain committed to the organization, resulting in increased job satisfaction, loyalty, and sustained performance. The findings are similar with Noorazem et al. (2021) who revealed that offering retirement benefits, such as pension plans and savings schemes, can encourage employees to perform at their best. The knowledge that they are building a secure financial future through their work can boost motivation and commitment, resulting in increased job performance and dedication.

The research findings highlight that offering stock options at lower prices can enhance employees' work performance. The study findings imply that when employees have the opportunity to purchase company shares at a discounted price, they have a vested interest in the organization's success. This can lead to increased motivation, dedication, and alignment of goals, ultimately influencing their performance. 

The research findings suggest that profit sharing with employees positively impacts their performance. When employees receive a share of the organization's profits, it creates a sense of ownership, teamwork, and alignment with organizational goals. This can enhance their motivation, engagement, and willingness to contribute to the overall success of the company. The findings are supported by the findings of Borsi (2022) who revealed that profit sharing with employees, where a portion of company profits is distributed among them, positively influences their performance. Knowing that their efforts directly impact their earnings encourages employees to work harder and smarter to maximize both personal and company gains.

The research findings indicate that providing employees with competitive salaries positively influences their working performance. When employees receive fair and adequate compensation for their work, it can foster job satisfaction, financial security, and motivation. This, in turn, can lead to higher levels of commitment, productivity, and performance.

The research findings highlight that bonuses as rewards can enhance working morale and performance. When employees receive bonuses as recognition for exceptional performance, it can reinforce their efforts, boost morale, and increase job satisfaction. This, in turn, can lead to higher levels of motivation, engagement, and overall performance improvement.

The research findings suggest that providing allowances can have a positive impact on employees' performance. Additional allowances, such as housing allowances or transportation allowances, can improve employees' well-being, financial security, and work-life balance. This, in turn, can positively influence their job satisfaction, commitment, and overall performance. The findings correspond with Gerhart (2017) who revealed that providing various allowances, such as housing or transportation allowances, can have a positive impact on employee performance. These allowances improve employees' overall quality of life, reduce financial stress, and enhance their focus and dedication to their work.

The research findings indicate that providing commissions to employees can enhance their performance. When employees have the opportunity to earn commissions based on their sales or performance targets, it can serve as a strong incentive to excel. Commissions provide a direct link between effort and reward, which can motivate employees to strive for higher levels of achievement and performance. The study findings correspond with Ifeyinwa, (2020) who revealed that commission-based compensation can significantly enhance employee performance, particularly in sales-driven roles. When employees earn a percentage of the sales they generate, they are incentivized to maximize their efforts, resulting in increased sales and overall performance.

Overall, the research findings demonstrated the various benefits associated with features of the financial reward system in influencing employees' performance in DAWASA Chalinze, Tanzania. By understanding and effectively implementing these features, organizations can foster a motivated, engaged, and high-performing workforce, leading to improved organizational outcomes.
To measure the features of intrinsic reward system in influencing employees’ performance, in DAWASA Chalinze
The third objective aimed at measuring the features of features of intrinsic reward system in influencing employees’ performance in DAWASA Chalinze. Regression analysis aimed to know if there is significant effect between intrinsic reward systems and employees’ performance in DAWASA Chalinze. Findings show that there is a significant positive effect of intrinsic reward systems features on employee’s performance. Table 4.11 results show that intrinsic reward systems have beta coefficient of 0.342 and P-value of 0.000. Since p < α (0.001 < 0.05), t-value of 3.904, hence we have strong evidence to state that there is statistically significant relationship between intrinsic reward system and employees’ performance at a 95% confidence level and a 0.05 significance level. The beta coefficient indicates the effect of intrinsic rewards, meaning that that for each unit increase in intrinsic rewards features, employee’s performance is expected to increase by 0.342 units.

These findings suggest that in DAWASA Chalinze, the intrinsic reward system has a substantial positive effect on employee performance. The beta coefficient of 0.342 indicates the size of this effect. Specifically, for each unit increase in intrinsic reward features, employee performance is expected to increase by 0.342 units. The p-value of 0.000, being less than the significance level of 0.05, provides strong statistical evidence to support the claim that there is a significant relationship between the features of intrinsic reward systems and employees' performance. This implies that the observed relationship is unlikely to be due to random chance.

The t-value of 3.904 further strengthens the evidence for the relationship. This designates a high level of confidence in the findings. The results suggest that intrinsic rewards, such as recognition, meaningful work, or opportunities for personal and professional growth, play a crucial role in influencing and improving employee performance. Practically, these findings imply that DAWASA Chalinze should focus on enhancing its intrinsic reward system to facilitate better employee performance. This could involve creating a positive work environment that values and recognizes employees’ efforts, providing opportunities for skill development and career advancement, and ensuring that employees find their work meaningful and fulfilling. Understanding the impact of intrinsic rewards can guide the organization in creating a workplace culture that promotes motivation, engagement, and ultimately, improved performance.

The research findings suggest that empowering employees positively influences their performance. When employees are given autonomy, authority, and decision-making power in their work, it enhances their sense of ownership and responsibility. Empowered employees feel trusted and valued, leading to increased motivation, creativity, and performance. They are more likely to take initiative, make innovative contributions, and strive for excellence in their roles. The study findings are in line with Shibly & Weerasinghe (2019) who found that empowering employees by granting them autonomy, responsibility, and decision-making authority directly influences their performance. When employees feel trusted and have control over their work processes, they tend to be more engaged, innovative, and motivated to excel, resulting in improved overall performance. 

The research findings highlight that showing appreciation to employees positively impacts their performance. When employees receive recognition, praise, and gratitude for their contributions and achievements, it boosts their morale and job satisfaction. Appreciation makes employees feel valued and motivated to continue performing at high levels. This can result in increased productivity, engagement, and overall performance.

The research findings indicate that the opportunity for career growth positively influences employees' performance. When employees perceive a clear path for advancement, skill development, and career progression within the organization, it creates a sense of purpose, motivation, and commitment. Employees who see potential for growth are more likely to invest in their work, take on challenges, and demonstrate higher levels of performance. The study correlates with Rwothumio et al. (2020) who revealed that when employees see a clear path for advancement within the organization and opportunities for skill development, they are more likely to be motivated and dedicated to achieving both short-term and long-term goals, ultimately leading to improved performance.

The research findings suggest that investing in employee development positively impacts their performance. When employees are provided with opportunities for learning, training, and skill enhancement, it enhances their capabilities and knowledge base. This, in turn, increases their confidence, competence, and performance in their respective roles. Employees who receive continuous development opportunities are more likely to stay motivated, adapt to changes, and contribute to the organization's success. The study findings correspond with Noorazem et al., (2021) who revealed that investing in employee development initiatives, such as training and skill-building programs, positively influences their performance. When employees have access to continuous learning and development opportunities, they are more likely to acquire new skills and knowledge, making them more effective in their roles and enhancing overall job performance. 

Overall, the research findings emphasize the various benefits associated with features of the intrinsic reward system in influencing employees' performance in DAWASA Chalinze, Tanzania. By empowering employees, showing appreciation, promoting career growth, and investing in employee development, organizations can foster a positive work environment, enhance employee motivation and engagement, and ultimately improve overall performance. Implementing these intrinsic rewards can create a sense of fulfillment, job satisfaction, and loyalty among employees, leading to increased productivity, innovation, and success for the organization.
Discussion on Features Employees Performance in DAWASA Chalinze

The study findings on employee performance in DAWASA Chalinze, which revealed an increase in several key metrics, are indeed promising for the organization. One of the most significant findings is the increase in units produced. This indicates that employees are becoming more productive, which can lead to cost savings and increased revenue for the organization. It suggests that the workforce is becoming more efficient in their tasks and may be utilizing resources more effectively.

The study findings are similar with those of Kumburu, (2020) who revealed that an increase in employee productivity significantly enhances an organization's cost-efficiency and revenue generation. The findings align with the study on DAWASA Chalinze, which also discovered an increase in units produced, suggesting greater workforce productivity. Both studies highlight the positive implications of enhanced employee productivity in terms of cost savings, revenue growth, and overall operational efficiency.

Another notable finding is the increase in accuracy. This improvement is crucial, especially for an organization like DAWASA Chalinze, which likely deals with critical data and processes. Increased accuracy can lead to reduced errors, improved decision-making, and enhanced overall performance. It can also contribute to customer satisfaction by ensuring that products or services meet quality standards.

The study corresponds with the findings of Rwothumio et al., (2020) who revealed that increased accuracy plays a critical role in decision-making, error reduction, and overall performance improvement. The study corresponds with the study on DAWASA Chalinze, which identified an increase in accuracy among employees. Both studies emphasize the significance of accuracy in ensuring data integrity and quality standards in an organization like DAWASA Chalinze, contributing to improved decision-making and enhanced customer satisfaction.

The study's revelation of an increase in organizational sales is undoubtedly a positive outcome. This indicates that the improved performance of employees is translating into tangible business results. Increased sales can have a cascading effect on the organization's financial health, potentially leading to more significant investments, expansion opportunities, and job security for employees.

The study is in line with the findings of Noorazem et al., (2021) who revealed that improved employee performance can lead to increased sales and, subsequently, a positive impact on an organization's financial health. These findings align with the study on DAWASA Chalinze, which revealed an increase in organizational sales. Both studies underscore the link between enhanced employee performance and tangible business results, emphasizing the potential for financial growth and job security for employees.

Reaching clients' expectations and customers' satisfaction are interconnected findings that underscore the importance of aligning employee performance with customer needs. Meeting and exceeding client expectations can lead to loyal customers, positive word-of-mouth marketing, and sustained business growth. High levels of customer satisfaction can also contribute to brand loyalty and long-term success for DAWASA Chalinze.
Lastly, the finding that goals are reached timelier is significant in terms of organizational efficiency and effectiveness. When employees consistently meet their goals and deadlines, it creates a culture of accountability and responsibility within the organization. This can lead to better planning, resource allocation, and ultimately, improved performance across the board.

CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS
 TC "SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS" \f C \l "1" 
5.1 Introduction TC "5.1 Introduction" \f C \l "1" 
This chapter presents the summary, conclusions, recommendations and critical evaluation of the study.  The recommendations are providing suggestions to be addressed to solve the challenges which are facing organizations, managerial employees, policy implications and recommendation for further studies, Further, the study shows the critical evaluation of the study.

5.2 Summary of the Findings TC "5.2 Summary of the Findings" \f C \l "1" 
5.2.1 Features of Non-Financial Reward System Influencing Employees’ Performance in DAWASA Chalinze TC "5.2.1 Features of Non-Financial Reward System Influencing Employees’ Performance in DAWASA Chalinze" \f C \l "1" 
From the findings of this study, employees' participation in decision-making processes emerged as a crucial factor influencing performance. The findings indicated that employees are actively involved in the decision-making process, it fosters a sense of ownership, empowerment, and commitment. The research findings highlight that when employees perceive job security, it enhances their confidence and commitment to the organization. The assurance of a stable position motivates employees to invest their skills, knowledge, and efforts, resulting in improved performance and loyalty. The research findings suggest that when employees feel to be valued, appreciated, and connected to the organization, it positively impacts their motivation and commitment. Engaged employees demonstrate higher levels of productivity, innovation, and overall performance, contributing to the success of the organization.

Providing fringe benefits was identified as a non-financial reward system feature with a positive impact on employee performance. The research findings indicate that when employees receive additional benefits, such as gifts or perks, it serves as a motivator and recognition for their hard work hence leads to improved performance.

Moreover, promoting employees based on merit and potential positively influences their performance. Training and development programs emerged as an important non-financial reward feature that enhance employee performance. Motivating employees through tangible assets, such as bonuses or incentives, was found to positively impact their performance. Lastly, creating better working conditions emerged as a factor significantly influencing employee performance. 

Therefore, the research findings on the features of the non-financial reward system in DAWASA Chalinze, Tanzania, provide valuable insights into the factors that influence employee performance. 
5.2.2 Features of Financial Reward System Influencing Employees’ Performance in DAWASA Chalinze TC "5.2.2 Features of Financial Reward System Influencing Employees’ Performance in DAWASA Chalinze" \f C \l "1" 
The research findings indicated that productivity-linked wage incentives have a positive influence on employee performance. The direct correlation between productivity and financial rewards enhances employees' focus, efficiency, and overall performance. It was noticed that retirement benefits play a crucial role in influencing employee performance. They include assurance of financial security after retirement motivates employees to continue performing at high levels, contributing to improved job satisfaction, loyalty, and sustained performance. The research findings suggest that when employees have the opportunity to purchase company shares at discounted prices, it creates a sense of ownership and motivation. 

Moreover, it was found that when employees receive a share of the organization's profits, it fosters a sense of ownership, teamwork, and commitment. The opportunity to directly benefit from the organization's success motivates employees to work harder, resulting in improved performance and contribution to the company's overall success. Further it was indicated that the employees when receive fair and competitive salaries, it enhances their job satisfaction and financial security. 

Therefore, the research findings on the features of the financial reward system in DAWASA Chalinze, Tanzania, demonstrate the significance of various factors in influencing employee performance. 
5.2.3 Features of Intrinsic Reward System Influencing Employees’ Performance in DAWASA Chalinze TC "5.2.3 Features of Intrinsic Reward System Influencing Employees’ Performance in DAWASA Chalinze" \f C \l "1" 
The research findings highlight that empowering employees positively influences their performance. This is when they are provided with autonomy, authority, and decision-making power in their work, it fosters a sense of ownership, responsibility, and commitment. It was revealed that showing appreciation to employees has a positive impact on their performance. When employees receive recognition, praise, and gratitude for their contributions and achievements, it boosts their morale, job satisfaction, and motivation. Appreciation makes employees feel valued and acknowledged, encouraging them to continue performing at high levels. The research findings also emphasize that career growth of employees as among features of intrinsic rewards influences their performance. When employees see opportunities for advancement, skill development, and career progression within the organization, it creates a sense of purpose, motivation, and commitment. Furthermore, the research findings highlight that employee development plays a crucial role in enhancing performance. When employees are provided with opportunities for learning, training, and skill enhancement, it improves their competence, knowledge, and confidence. 

Therefore, the research findings on the features of the intrinsic reward system in DAWASA Chalinze, Tanzania, provide valuable insights into the factors that influence employee performance. 
5.3.4 Features Employees Performance in DAWASA Chalinze TC "5.3.4 Features Employees Performance in DAWASA Chalinze" \f C \l "1" 
The study findings regarding employee performance at DAWASA Chalinze found that there has been a substantial increase in units produced, indicating heightened workforce efficiency. Employees have shown remarkable improvements in accuracy, which has the potential to reduce errors and enhance decision-making. The organization has experienced a significant boost in sales, reflecting the direct impact of enhanced employee performance on financial outcomes. Furthermore, employees are increasingly meeting clients' expectations, leading to heightened customer satisfaction and potential loyalty. Lastly, goals are being achieved more promptly, signifying improved organizational efficiency. These findings collectively underscore a positive trajectory in employee performance and its far-reaching benefits for DAWASA Chalinze.
5.3 Conclusion TC "5.3 Conclusion" \f C \l "1" 
Based on the findings of the study, the researcher draws the following conclusions, this study assessed the factors influencing employee motivation in the Tanzania Water Authorities, specifically focusing on the case of DAWASA Chalinze. The research examined the influences of non-financial reward, financial reward, and intrinsic reward systems on employee motivation. 
The findings of the study highlight the significance of these reward systems in shaping employee motivation within DAWASA Chalinze. It was found that, the non-financial reward system, with features such as employees' participation, job security, employee engagement, providing fringe benefits, promoting employees, training and development, motivating employees with tangible assets, and creating better working conditions, emerged as key drivers of motivation. The active involvement of employees in decision-making processes, the provision of job security, and the cultivation of employee engagement were identified as factors that enhance motivation and increase their performance.

It was found that the financial reward system, encompassing features such as productivity-linked wage incentives, retirement benefits, stock options at lower prices, profit sharing with employees, providing employees' salaries, bonuses rewards, allowances, and commissions provision, was found to significantly influence employee motivation. The findings indicate that fair and competitive compensation, along with incentives aligned with performance and financial security, are critical in driving employee motivation and commitment.

Finally, the study discussed the importance of the intrinsic reward system in influencing employee motivation. Empowering employees, showing appreciation, promoting career growth, and investing in employee development emerged as vital factors that foster intrinsic motivation and in turn increases the performance level among employees. Providing employees with opportunities for growth, recognition for their contributions, and a sense of ownership and responsibility within the organization significantly impact their motivation and performance.

Implementing effective reward systems that encompass these factors can create a positive work environment, enhance employee motivation, engagement, and performance, ultimately contributing to the success and sustainability of the organization. The findings of this study provide valuable insights for practitioners and decision-makers in the Tanzania Water Authorities and serve as a basis for further research in the field of employee motivation.
5.4 Recommendations TC "5.4 Recommendations" \f C \l "1"  

Based on the influences of non-financial reward, financial reward, and intrinsic reward systems on employee motivation in the Tanzania Water Authorities, specifically the case of DAWASA Chalinze, the author made the following recommendations:

i. The study highlights the importance of integrating non-financial, financial, and intrinsic reward systems. Organizations should develop and implement a comprehensive reward system that combines these elements to effectively motivate employees. This can include providing opportunities for employees' participation, ensuring job security, fostering employee engagement, offering competitive financial rewards, and promoting intrinsic motivation through empowerment, appreciation, career growth, and employee development.

ii. Organizations should actively involve employees in decision-making processes to foster a sense of ownership and empowerment. Creating avenues for employees to contribute their ideas, opinions, and suggestions can enhance their motivation and commitment. Managers and leaders should solicit employee input and provide opportunities for collaborative problem-solving and decision-making.

iii. Organizations should review and adjust their compensation and benefits packages to ensure they are competitive within the industry. This includes offering productivity-linked wage incentives, retirement benefits, profit-sharing programs, and competitive salaries. Transparent and fair processes for determining and distributing financial rewards should be established to motivate employees and recognize their contributions.

iv. Organizations should develop a culture of appreciation and recognition, where employees' efforts and achievements are acknowledged and rewarded. This can be done through formal recognition programs, regular feedback and praise from managers, and creating a supportive work environment where employees feel valued and appreciated.

v. Organizations should prioritize employee development and provide opportunities for career growth. This can be achieved through training programs, skill enhancement initiatives, and creating clear pathways for advancement within the organization. Employees should be supported in their professional growth and encouraged to take on new challenges and responsibilities.

vi. Organizations should focus on creating a positive work environment that promotes employee well-being, satisfaction, and engagement. This includes providing better working conditions, ensuring a healthy work-life balance, and fostering a supportive organizational culture. Managers should prioritize open communication, trust, and collaboration among team members to enhance motivation and job satisfaction.

By implementing these recommendations, the Tanzania Water Authorities, particularly DAWASA Chalinze, can create a motivating work environment that attracts, retains, and maximizes the performance of their employees. These strategies will contribute to the overall success and sustainability of the organization, while also fostering a positive and engaged workforce.

5.4.1 Implications of the Study Findings TC "5.4.1 Implications of the Study Findings" \f C \l "1" 
i. Implications for Policy Makers: Policymakers should consider developing and advocating for policies that encourage organizations to adopt integrated reward systems. This includes supporting initiatives that promote a balance between non-financial, financial, and intrinsic rewards to motivate employees. Additionally, policies should encourage transparent and fair processes for determining financial rewards to ensure equitable distribution and recognition of employee contributions.

ii. Implications for the Industry or Institution Concerned: Organizations within the industry should revisit and adapt their compensation and benefits packages to align with industry standards. This includes incorporating productivity-linked wage incentives, competitive salaries, retirement benefits, and profit-sharing programs. Transparent processes for reward distribution should be established, ensuring that employees are motivated and acknowledged for their contributions.

iii. Implications for Academics in Terms of Theory Development: Academics should focus on further developing theories that explore the interplay between various reward systems and employee motivation. Research in this area can contribute to the formulation of comprehensive models that guide organizations in implementing effective reward strategies. Additionally, academic institutions can incorporate findings into management and leadership curriculum, emphasizing the importance of employee involvement, recognition, and the creation of positive work environments.
5.4.2 Limitations of the Study TC "5.4.2 Limitations of the Study" \f C \l "1" 
One limitation of the study is the potential challenge of generalizing findings beyond DAWASA Chalinze. The specificity of the case study may limit the broader applicability of the results to other water authorities or organizations in different industries. The unique organizational culture, structure, and contextual factors at DAWASA Chalinze might not fully represent the diversity found in other settings.

The study acknowledges the possibility of response bias as a limitation. Employees may provide responses that they perceive as favorable or acceptable rather than expressing their true opinions or experiences. This bias could impact the accuracy and reliability of the data collected, influencing the study's overall findings and conclusions.

Resource limitations, such as time and budget constraints, represent another challenge faced during the research. Conducting an in-depth exploration of employee motivation factors within DAWASA Chalinze may have been constrained by available resources. This limitation could affect the comprehensiveness and depth of the study's analysis.
Top of Form

5.4.3 Recommendations for Further Studies TC "5.4.3 Recommendations for Further Studies" \f C \l "1" 
The study was conducted in one geographical area, namely DAWASA Chalinze. It succeeded to collect data from the top managers and junior staff. Thus, it reached a small segment of the population found only in that geographical area. 

It is recommended that further studies should be conducted in larger geographical areas which containing a larger number of the population a factor that will help to get more generalized conclusions for further studies. Further, this will encourage other researchers to come up with more valid results which will bring about changes and increase employee’s performance in the operations of DAWASA. 
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Appendix 1: Research Questionnaire

[For employees working at DAWASA Chalinze]
My name is Isack James Maliganya pursuing Master of Human Resource Management (MHRM). The aim of this questionnaire is to gather data required for the purpose of research study entitled “Assessing the factors influencing employee’s motivation in Tanzania water authorities: A case of DAWASA Chalinze” which is part of requirement for the award of Master of Human Resource Management (MHRM) of The Open University of Tanzania (OUT).  
The data you provide will assist the researcher on accomplishment of this study and will be helpful to DAWASA workers, stakeholders and government to become aware on various features of motivation packages especially rewards and their contribution in influencing employees’ performance. 
PART A: DEMOGRAPHIC INFORMATION

(Please tick one box for each of the questions 1-6)
1. Gender 

        Male 
  [
]
Female
[
]

2. Please indicate your age category (Tick accordingly)

 18-25 years [   ] 26-33 years [    ] 34-40 years [     ] 41-48[     ] 
Above 49 [     ]

3. What is your educational level? (Tick accordingly)


          Certificate [      ]   Diploma [     ]   Bachelor’s degree [       ]    


           Master’s degree [       ]   Above Master’s Degree [       ]   

4. How long have you been working with your organization DAWASA particularly Service Area, (Chalinze)?

          1-5 years      [      ]        6-10 years [        ]    11 years and above [       ]  

SECTION B: Features of Non-financial reward system influencing employees’ performance in DAWASA Chalinze
[Please put a tick [√] in the box that corresponds most closely to how much you agree with each statement. 

	6. S/N
	Opinions
	Strongly Disagreed
	Disagreed
	Neutral
	Agree
	Strongly Agree

	1
	Employees participation encourages working performance
	
	
	
	
	

	2
	Job security encourages employee to think remaining with an organization
	
	
	
	
	

	3
	Employee engagement makes them fill to be an organization asset
	
	
	
	
	

	4
	Providing fringe benefits (gifts) to employee makes them work hardly
	
	
	
	
	

	5
	Promoting employees makes them fill to be valued by management
	
	
	
	
	

	6
	Training and development are helpful to retain employees
	
	
	
	
	

	7
	Motivating employees by tangible assets makes them work efficiently 
	
	
	
	
	

	8
	Better working condition makes employees work efficiently
	
	
	
	
	


Section C: Features of financial reward system influencing employees’ performance in DAWASA Chalinze 
[Please put a tick [√] in the box that corresponds most closely to how much you agree with each statement. 

	6. S/N
	Opinions
	Strongly Disagreed
	Disagreed
	Neutral
	Agree
	Strongly Agree

	1
	Productivity linked wage incentives increases performance of employees
	
	
	
	
	

	2
	Retirement benefits encourages employees working performance
	
	
	
	
	

	3
	Stock options (offered lower price shares) enhances work performance
	
	
	
	
	

	4
	Profit sharing with employees encourages their performance
	
	
	
	
	

	5
	Providing employees’ salaries increases working performance
	
	
	
	
	

	6
	Bonuses reward enhances working morale
	
	
	
	
	

	7
	Allowances positively increases employee’s performance
	
	
	
	
	

	8
	Commissions provision to employees enhance their performance 
	
	
	
	
	


Section D: Features of intrinsic reward system influencing employees’ performance
[Please put a tick [√] in the box that corresponds most closely to how much you agree with each statement. 

	6. S/N
	Opinions
	Strongly Disagreed
	Disagreed
	Neutral
	Agree
	Strongly Agree

	1
	Empowering employees influences their performance 
	
	
	
	
	

	2
	Appreciation to employees encourages their performance
	
	
	
	
	

	3
	Career growth of employees influences their performance
	
	
	
	
	

	4
	Employee development increases their performance
	
	
	
	
	


Section E: Employee performance 

[Please put a tick [√] in the box that corresponds most closely to how much you agree with each statement. 

	6. S/N
	Opinions
	Strongly Disagreed
	Disagreed
	Neutral
	Agree
	Strongly Agree

	1
	Increase in number of units to be produced per day, monthly or annually
	
	
	
	
	

	2
	Increase in accuracy when doing work
	
	
	
	
	

	3
	Increase in organizations sales
	
	
	
	
	

	4
	Reaching clients expectations
	
	
	
	
	

	5
	Increasing in customers satisfaction level on the provided services
	
	
	
	
	

	6
	Goals are reached timelier 
	
	
	
	
	


THANK YOU FOR YOUR PARTICIPATION!
Appendix 2: Clearance Letter from DAWASA Chalinze
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Date:09.03.2023

REF. REQUEST FOR RESEARCH CLEARANCE FOR ISACK JAMES MALIGANYA

The purpose of this letter is to introduce to you the above named is a bonafide student of open
university of Tanzania, and who is at the moment required to conduct Research.

I therefore, kindly requested to provide assistance need to Mr Isack James Maliganya while doing
his Research respectively; The title of the research is ASSESSMENT OF THE FACTORS
INFLUENCING EMPLOYEE’S MOTIVATION IN TANZANIA WATER AUTHORITIES: A
case of DAWASA CHALINZE

Regards

Eng. Pascal Fumbuka =





ASSESSING FEATURES OF NON-FINANCIAL REWARD SYSTEM IN INFLUENCING EMPLOYEES’ PERFORMANCE IN DAWASA CHALINZE

 Isack Malinganya1
 MHRM Graduate - The Open University of Tanzania 

isackmaliganya95@gmail.com  
Dr Chacha Matoka 2

Lecturer – The Open University of Tanzania 

Dr Lilian Macha3 
Lecturer – The Open University of Tanzania 
Abstract

The study assessed the features of non-financial reward system in influencing employees’ performance in DAWASA Chalinze. The positivist philosophy, quantitative research approach was employed. A descriptive design supported collecting primary data using questionnaires. Purposive and random sampling techniques used to collect data from 73 top and supporting staff respondents. Descriptive statistics with percentages, mean and standard deviation, correlation and regression analysis used for data analysis. The study found that, employees' participation in decision-making processes emerged as a crucial factor influencing performance. The findings indicated that employees are actively involved in the decision-making process, it fosters a sense of ownership, empowerment, and commitment. The research findings highlight that when employees perceive job security, it enhances their confidence and commitment to the organization. The assurance of a stable position motivates employees to invest their skills, knowledge, and efforts, resulting in improved performance and loyalty. The research findings suggest that when employees feel to be valued, appreciated, and connected to the organization, it positively impacts their motivation and commitment. Engaged employees demonstrate higher levels of productivity, innovation, and overall performance, contributing to the success of the organization. The study concluded that the active involvement of employees in decision-making processes, the provision of job security, and the cultivation of employee engagement were identified as factors that enhance motivation and increase their performance. It recommended that all features of non-financial, financial and intrinsic reward systems need to be promoted by the organization as they are key motivators to employee’s performance. The study concluded that by implementing effective reward systems that encompass employee motivation, engagement, and performance, ultimately contributing to the success and sustainability of the organization. 

Key words: employee’s motivation, non-financial reward, employees’ performance
1. INTRODUCTION

It is widely explained that employee performance plays great role as a good indicator for the whole organization performance as employees are part and parcel of all activities which are to be performed by the organization. Noorazem et al., (2021) declared that in Turkey without management awareness targeting at increasing employees’ performance the organizations goals and objectives are difficult to be achieved. Now is when the organization thinks on how to make employees perform better or exceed the expected performance. As a solution, rewarding employees has become an important thing to the organizations as it has been stated primarily from the mission and vision by telling the employees and other stakeholders that the rewards will benefit and touch all parties. 

The study by Elrayah & Semlali, (2023) in Nigeria found that many organizations are declining since they don’t know when to reward employees financially and non-financially. It was noted that in order to implement effectively the issue of motivation, organizations must rethink how they hire, train and reward their employees; therefore, the employees could be encouraged to be competitive. 

The study by Borsi, (2022) in Ghana reported that regardless that employees are the key engine for the sustainability of many organizations and businesses, they are cared a little in terms of their safety and health. It was found that the health of employees cannot be strong if the rewards provided to him/her are insufficient and not focused to the current needs. Also, safety of employees is not possible when he/she is paid low salary to secure his/her family and home facilities. Improving working conditions only and forgetting about employees’ homes if what they receive as payments can help them to improve or build their houses, it remains a pain to them a factor reducing their working capabilities. 
Also, in Kenya, it was declared that performance measurement is a critical tool of aligning the employee behavior with the organizational goals, objectives and expectations during the employee working life. But it should be noted that there is no way performance can be enhanced if employees are not well motivated. Financial, non-financial and intrinsic rewards if are not well planned and implemented it reduces the sense of performance. The performance measurement should its objectives through clarifying job responsibilities and expectations, setting clear targets, and providing information to enable make human resource decisions such as promotions, reorganizations and talent management (Okwata et al., 2022). 

In Tanzania Lambin, Roosa and Nyyssola, (2022) explains that the Employment Policy under the Ministry of Labour, Employment and Youth Development has stated clear plans with the vision of reducing poverty level and prepare employment opportunities which are able to help Tanzanians move from poverty. All these plans are expected to be achieved before financial year 2025, further the challenges associated by globalization are to be reduced by that time. The plan of succeeding on these strategies goes together with the need for the employers to ensure that they have good rewards systems which are able to promote employees and help them perform under the expected level. 

Rewards are very crucial to the employees of DAWASA, (Chalinze) and any other business organization used as competitive tool, employee retention, motivating employee, employee’s commitment, developing a positive employment relationship and psychological contract align reward practices and employee values. The combination of all these strategies stimulates employee’s performance as they feel to be valued by the organization/employer. 

2. LITERATURE REVIEW

Theoretical Literature Review

In order to reach the conclusion of the study, Maslow’s Theory of Motivation was adopted. 

Maslow’s Theory of Motivation

The theory argues that people are motivated to do things because of external Rewards. The greater the perceived rewards, the more strongly people are motivated to pursue those reinforcements (Johnson et al., 2018). Maslow’s Theory of Motivation was early propounded by Abraham Maslow in 1943 stating that people are full motivated by achieving their basic needs before moving to advanced / other needs. The main aim of Maslow theory aimed at stressing managements that any kind of motivation should consider if an employee has access to basic needs before thinking for more advanced motivations (Aruma & Hanachor, 2017). 

Maslow’s Theory of Motivation provides assumptions that, human beings have an internal need pushing them towards self-actualization (fulfillment) and personal superiority. Maslow came up with the view that there are five different levels of needs and once we happen to satisfy a need at one stage or level of the hierarchy it has an influence on our behavior. At such level our behavior tends to diminish, we now put forth a more powerful influence on our behavior for the need at the next level up the hierarchy. Initially, individuals are motivated by psychological needs. As postulated by Maslow these psychological needs form the basic need for survival and these includes food, warmth, clothing and shelter. The second level is seen as the security needs: Security tends to be the most essential need to people at this level. This is expressed in safety in the employee’s health and family (Kuranchie-mensah & Amponsah-tawiah, 2016). 

Esteem needs; these needs relate to desire for self-respect, recognition and respect from others. The highest or last level of Maslow’s need is self-actualization needs: These are the needs of the highest order and these needs are found in those people whose previous four needs are satisfied. This will include need for social service and meditation (Aruma & Hanachor, 2017).  

 The theory was primarily criticized by various scholars, for instance; Tezcan & Genc, (2017) as cited in (Yang, 2003; Jex, 2008) asserts that they criticized Maslow’s Theory that the basic needs which explained by the theory rejected useful explanation about working environments (on how an employee should be motivated in working place). Also, Fisher & Royster (2016) criticized Maslow’s theory on the assumption that the lower needs are to be fulfilled before a person can achieve potential or self-actualized needs. Fisher & Royster they criticized that; this is not always the case as Maslow’s hierarchy of needs in some aspects has been falsified. This is after conducting cultural research on people needs and find that they highly need love and belongingness rather than self-actualization needs. 

The study applied Maslow’s Theory of Motivation as it explains on the need to establish the process of motivating employees to get the best or required output and efficiency. This is due to the reason that, when employees are at working place the Maslow’s hierarchy of needs matter. For instance, the theory is the best to be reviewed in this study as it suggests that, when employees are well motivated, they feel to be valued by the organization or management, hence their performance level is multiplied. Therefore, the researcher found that the theory fits when studying better strategies for non-financial rewards as they play roles in increasing employees’ performance. 
The study conducted by Shibly & Weerasinghe, (2019) assessed the impact of non-financial rewards on the work motivation of operational level employees in manufacturing organizations. The results showed that non-financial rewards have a significant and a positive motivational impact to improve employees working performance in manufacturing organizations. Furthermore, non-financial incentives were found to be the most influential type of financial reward in determining the work motivation of operational level employees. The study recommended for the industrial management to ensure that non-financial rewards are planned to motivate employees to enhance their performance. 

The study conducted by Imran et al., (2018) explored the potential practices associated with reward and incentives system in Pakistan. The findings reveal that the all sectors of Pakistan require uniformity of these best practices as all over rather than to some specific areas. It found that provision of non-financial rewards practices brings about positive impact on the psychological behaviors of employees, and the outcome of those behaviors leads to organization performance. The study concluded that all human resource managers planning at doing better in terms of organization performance, they are primarily needed to think about better incentives for motivating employees. 

The study conducted by Forson et al., (2021) in Ghana examined the relationship between job motivation factors and performance among teachers of basic schools in Ghana. The study findings revealed that the mentioned motivation factors were significant predictors on performance when regressed at a decomposed and aggregated levels. The study concluded that there is the need for the management teams responsible for motivating employees to be trained on attractive ways of motivation so as to maintain good performance. 
Research Gap

It is evident from Eutimi, (2020) and Njunwa, (2017) that when employees are not enjoying the following motivational packages improvement in working capability and performance is not met as expected. If they are not offered medical services, transport to and from work, house allowance, loans, health assistance and insurance, employee training and development, leave travel assistance, and long service awards for employees their performance is altered as it was expected prior. Regardless of the efforts employed by an organization, still there is continuous retirement of employees, as to many organizations it is difficult to retain all employees. 
The organizations have been failing to understand on how to reward employees whether financially or non-financially. However, the previous studies did not point out well on how employees’ reward system advances job performances in public organizations, in addition the available findings cannot be enough to make a general conclusion, as many organizations fail to retain her employees’, a factor that leads poor job performance. This study succeeded to bridge the knowledge gap left by assessing the features of Non-financial reward system in influencing employees’ performance in DAWASA Chalinze.

3. METHODOLOGY  

DAWASA Chalinze was selected as a study area due to the reason that there was no currently conducted study based on the factors influencing employee’s motivation in Tanzania water authorities. The study area consists many of employees who are serving in the selected area. It was the researcher expectation that the employees at the study area are compensated by various ways hence they are receiving various rewards. Therefore, they are good key informants to indicate the influence of the factors influencing employee’s motivation in Tanzania water authorities. 

Both probability/simple random sampling and non-probability/purposive sampling was employed. A simple random sampling/probability technique was applied to select respondents from junior or subordinate employees as they are many in number. This is due to reason that Taherdoost, (2016) supports that random sampling is attractive to be used when selecting the sample from large population group with similar characteristics to avoid baseness. Further, non-probability sampling was applied to select respondents from the Top-management as they are few and they answered semi-closed questions in the questionnaire to get more details towards the study. This is due to reason that Showkat, (2017) argues that purposive sampling is applied to select respondents from a population with skills, knowledge and experience in managing the organization. 
The study data analyzed quantitatively. Data analysis is the way to obtain the relationship between data groups by performing measures and assigning meaning to them (Creswell, 2019). In this regard, quantitative data from direct respondents by the aid of statistical package for social science (SPSS) software was analyzed in descriptive statistics whereby mean and standard deviation computed to test for consistency and variability response across the study. The findings from the descriptive part of this study organized and presented in the form of words, numbers and percentages using charts and tables where necessary and applicable. 

4. FINDINGS


Non-Financial Reward System Descriptive Statistics Results  

Table 1: Non-Financial Reward System Descriptive Statistics Results  

	
	Features of Non-financial reward system influencing employees’ performance
	Min
	Max
	Mean
	Std. Deviation

	1
	Employees participation encourages working performance
	1
	5
	2.25
	1.460

	2
	Job security encourages employee to think remaining with an organization
	1
	5
	2.33
	1.395

	3
	Employee engagement makes them fill to be an organization asset
	1
	5
	2.04
	1.207

	4
	Providing fringe benefits (gifts) to employee makes them work hardly
	1
	5
	2.03
	1.224

	5
	Promoting employees makes them fill to be valued by management
	1
	5
	2.05
	0.998

	6
	Training and development are helpful to retain employees
	1
	5
	2.15
	1.371

	7
	Motivating employees by tangible assets makes them work efficiently 
	1
	5
	2.29
	1.369

	8
	Better working condition makes employees work efficiently
	1
	5
	1.78
	1.121


Source: Field Data, (2023)

The features of non-financial reward system were computed using descriptive statistics; minimum, maximum, mean and standard deviation Table 4.4. Job security encourages employee to think remaining with an organization was received highest mean scores (M=2.33, SD=1.395) as a feature of non-financial reward was found to encourage employee to think remaining with an organization. It followed by motivating employees by tangible assets makes them work efficiently that received high mean scores (M=2.29, SD=1.369). 

The study also revealed that, employee’s participation encourages working performance as it received the mean scores (M=2.25, SD=1.460) hence encourages employee to think remaining with an organization. It followed by the variable that training and development are helpful to retain employees and it encourages employee to think remaining with an organization as it received mean scores (M=2.15, SD=1.371). The study found that promoting employees makes them fill to be valued by management received the mean scores (M=2.05, SD=0.998) to encourage employee to think remaining with an organization, while employee engagement makes them fill to be an organization asset as receiving mean scores (M=2.04, SD=1.207). 

Further, the study found that providing fringe benefits (gifts) to employee makes them work hardly as it received (M=2.03, SD=1.224) to encourage employee to think remaining with an organization, while better working condition makes employees work efficiently received (M=1.78, SD=1.121).
5. DISCUSSION OF FINDINGS

The study revealed employee’s participation as a feature of non-financial reward has great influence on increasing employee performance. This indicate that when employees are actively involved in decision-making processes, it encourages their working performance. By allowing employees to contribute their ideas, opinions, and suggestions, organizations can tap into their expertise and creativity, leading to improved problem-solving, innovation, and overall performance. The study findings correspond with Forson et al. (2021) who found that when employees are actively involved in decision-making processes and feel that their input is valued, it fosters a sense of ownership and commitment to their work. This participation not only boosts job satisfaction but also leads to improved performance as employees are more invested in achieving organizational goals.

The research findings suggest that providing job security encourages employees to think long-term and remain with the organization. When employees feel secure in their positions, they are more likely to be committed, loyal, and invested in the organization's success. This can lead to higher job satisfaction, increased productivity, and a reduced turnover rate the factors increasing their performance level. 

The research findings highlight that employee engagement plays a significant role in influencing their performance. When employees feel a sense of belonging, purpose, and being valued as an asset to the organization, they are more likely to be motivated, committed, and enthusiastic in their work. Engaged employees are more likely to go the extra mile, exhibit higher levels of productivity, and contribute to the overall success of the organization, and that point shows that they have reached satisfactory performance level. The study corresponds with Kumburu (2020) who revealed that the significance of employee engagement in transforming them into valuable organizational assets. Engaged employees are emotionally connected to their work and the organization, resulting in increased discretionary effort and a willingness to go the extra mile. This sense of belonging and commitment positions employees as valuable contributors, leading to improved performance and productivity.

Providing fringe benefits: The research findings suggest that providing fringe benefits, such as gifts or tangible rewards, can motivate employees to work harder. These benefits serve as incentives and acknowledgments of their efforts, making employees feel appreciated and recognized. Consequently, this can increase their motivation, job satisfaction, and performance. 

The research findings indicate that promoting employees positively impacts their perception of being valued by management. When employees are promoted based on their merit and potential, it instills a sense of achievement, growth, and recognition. Such promotions can boost employees' morale, loyalty, and commitment, resulting in improved performance. The study findings are in line with Mrope (2018) who found that that promoting employees based on merit and recognizing their contributions fosters a sense of being valued by management. Such recognition motivates employees to excel in their roles, as they see a clear path for career advancement within the organization. This, in turn, contributes to increased performance and dedication to their work.

The research findings emphasize that investing in employees' training and development is helpful in retaining them and enhancing their performance. When employees are provided with opportunities for skill enhancement, career growth, and personal development, they are more likely to feel valued, motivated, and engaged. This, in turn, can lead to higher job satisfaction, improved competencies, and increased performance. The study findings are similar with Rwothumio et al. (2020) who highlighted that investing in training and development programs is crucial for retaining employees. When employees see opportunities for skill enhancement and career growth, they are more likely to remain committed to their current organization. This commitment results in improved performance as employees continuously acquire new skills and knowledge to excel in their roles.

The research findings suggest that motivating employees through tangible assets, such as bonuses or incentives, can enhance their efficiency and performance. When employees perceive a direct connection between their efforts and tangible rewards, it creates a sense of motivation, goal alignment, and effort justification. This can lead to increased productivity, goal attainment, and overall performance improvement.

The research findings indicate that creating better working conditions positively impacts employees' efficiency and performance. When employees have a safe, comfortable, and supportive work environment, it can enhance their job satisfaction, well-being, and work engagement. This, in turn, translates into higher productivity, reduced absenteeism, and improved overall performance.

Overall, the research findings demonstrate the various benefits associated with features of the non-financial reward system in influencing employees' performance in DAWASA Chalinze, Tanzania. By understanding and effectively implementing these features, organizations can foster a motivated, engaged, and high-performing workforce, leading to improved organizational outcomes.
6. CONCLUSION  
Based on the findings of the study, the researcher draws the following conclusions, this study assessed the features of Non-financial reward system in influencing employees’ performance in DAWASA Chalinze. The research examined the influences of non-financial reward, financial reward, and intrinsic reward systems on employee motivation. 

The findings of the study highlight the significance of these reward systems in shaping employee motivation within DAWASA Chalinze. It was found that, the non-financial reward system, with features such as employees' participation, job security, employee engagement, providing fringe benefits, promoting employees, training and development, motivating employees with tangible assets, and creating better working conditions, emerged as key drivers of motivation. The active involvement of employees in decision-making processes, the provision of job security, and the cultivation of employee engagement were identified as factors that enhance motivation and increase their performance.
7. RECOMMENDATIONS 

Based on the study's compelling findings, the study provides the following recommendations:

Based on the influences of non-financial reward on employee motivation in the Tanzania Water Authorities, specifically the case of DAWASA Chalinze, the author made the following recommendations:

i. The study highlights the importance of integrating non-financial, financial, and intrinsic reward systems. Organizations should develop and implement a comprehensive reward system that combines these elements to effectively motivate employees. This can include providing opportunities for employees' participation, ensuring job security, fostering employee engagement, offering competitive financial rewards, and promoting intrinsic motivation through empowerment, appreciation, career growth, and employee development.

ii. Organizations should actively involve employees in decision-making processes to foster a sense of ownership and empowerment. Creating avenues for employees to contribute their ideas, opinions, and suggestions can enhance their motivation and commitment. Managers and leaders should solicit employee input and provide opportunities for collaborative problem-solving and decision-making.

iii. Organizations should develop a culture of appreciation and recognition, where employees' efforts and achievements are acknowledged and rewarded. This can be done through formal recognition programs, regular feedback and praise from managers, and creating a supportive work environment where employees feel valued and appreciated.

By implementing these recommendations, the Tanzania Water Authorities, particularly DAWASA Chalinze, can create a motivating work environment that attracts, retains, and maximizes the performance of their employees. These strategies will contribute to the overall success and sustainability of the organization, while also fostering a positive and engaged workforce.
Recommendations for Further Studies  

The study was conducted in one geographical area, namely DAWASA Chalinze. It succeeded to collect data from the top managers and junior staff. Thus, it reached a small segment of the population found only in that geographical area. 

It is recommended that further studies should be conducted in larger geographical areas which containing a larger number of the population a factor that will help to get more generalized conclusions for further studies. Further, this will encourage other researchers to come up with more valid results which will bring about changes and increase employee’s performance in the operations of DAWASA. 
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Non-Financial rewards


-Promotion


-Training


-Houses/Vehicles


-Working condition


-Insurance benefit


-Employee participation





Employees performance


-Increase in units produced


-Increase in accuracy


-Increase in organizational sales


-Reaching clients expectations


-Customers satisfaction


- Goals are reached timelier








Financial rewards


- Salary


- Bonus


- Allowance


- Commission


-Productivity linked wage incentives


-Retirement benefits





Intrinsic Rewards


- Empowerment 


- Appreciation


- Career growth


- Employee development











