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Abstract:

 The objective of the study was thus to investigate the role of reward management on employee service in the energy industry in Kenya singling out Geothermal Development Company Ltd. This is Government of Kenya owned institution mandated with exploration, development and exploitation of all geothermal resources in the Republic of Kenya. The study targeted the geothermal development company given that the industry is new in Kenya. The study used a descriptive cross sectional survey design which gives the quantitative relationship between the reward management practices employed and employee service delivery at a particular point in time to be used for generalization for other times. The survey was conducted in the Company’s three satellite branches namely Nairobi, Naivasha and Nakuru. The study used primary data collected using structured questionnaires administered using the drop and pick method. The collected data then sort for validity and reliability and coded then quantitatively analysed using mean and standard deviation. This was done independently for each of the variables. This followed by a correlation analysis. 
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1.  Introduction

1.1 Concept of Performance
Performance management influences work performance by helping employees to understand what good performance means and by providing the information needed to improve it. Reward management influences performance by recognizing and rewarding good performance and by providing incentives to improve it”. Armstrong and Taylor (2010, p. 331). While there are plenty of people who enjoy working and who claim they would not stop working even if they were to win a big cash prize in a lottery, most of us work in large part because it is our only means of earning the money we need to sustain us and our families. How much we are paid and in what form is therefore an issue which matters hugely to us (Torrington et al., 2011, p.514). 
Efforts have therefore been made by human resources management theorists to try to establish the relationship between reward management and employee performance in various sectors of the economy. 

Reward management is critical to organization performance and in facilitating employees to effectively deliver not only on time but also efficient services. Hence this study seeks to add to the available information by analysing the role of reward management on service delivery in organizations with specific reference to Geothermal Development Company. Reward management is critical to organization performance and in facilitating employees to effectively deliver not only on time but also efficient services. Some organizations over the years see employee as additional cost as well as liability to their operations, hence do not remunerate them with view to commensurate with efforts and skills they put into the organization work, instead of recognizing and paying attention on how employee will be rewarded appropriately, some organizations concentrate on other resources, like machines, materials and production process with little or no consideration for human efforts.
1.1.1. Concept of Reward Management
Reward Management is formulation and implementation of strategies and policies that aim to reward people fairly within organization; equitability and consistently in accordance with their value to the organization. It deals with the design; implementation maintenance of reward practices that are geared to the improvement of organizational, team and individuals performance. 

While Employee Service Delivery is a set of principles, standards, policies and constraints used to guide the design, development, deployment, operation and retirement of services delivered by a service provider with a view to offering a consistent service experience to a specific user community in a specific business context.

Human resources (HR) departments spend as much as 80 percent of their time dealing with employee services and transactions. These employee services may include payroll or benefits. The model or method by which a company provides these services is called HR service delivery. Employees’ Roles in Service Delivery illustrate the critical importance of service employees in creating customer satisfaction and service quality. The expectancy theory details the relationship between performance and expectations and is given in two dimensions. One dimension is the expectation of an employee of reward equal to the input on the organization and the other dimension is the expectation of the organization of an output by the employee equal to the reward given, (Porter & Lawler, 1973). 

This theory thus explains the delicate balance relationship between reward management and employee performance as seen where each depends on the other such that performance depends on reward while at the same time reward depends on performance. The theory is supported by instrumentality theory which states that employees work for specific instruments giving a range of instruments to be used as rewards ranging from monetary, recognition and promotion, (Berridge, 2001). 

Instrumentality theory thus forms the basis of reward management which entails selecting the best reward instrument to be used at any given time and the duration and schedule in which it is to be used as well as the complementing reward instruments coming up with a reward policy and strategy to optimize employee performance Role of Reward Management on Employee Service Delivery

1.2. Statement of the Problem

From the foregoing, the role of reward management on employee performance is mixed. Some studies show that its effect is positive. The importance of reward management is heightened by its important role in enhancing employee performance. As a result a special area of concern for Human resource managers has been the reward management and with special emphasis to its effect on employee performance, (Baptiste, 2008). Therefore the challenge facing many organizations is the need to have some sort of structure and guidelines in which an organization can offer rewards that do not just attract the high performers but also motivate the average performer to put in their best at all levels. Furthermore while most of these studies have been conducted in the Western world, few have been done at the regional or national level. However, these studies suffer many shortcomings.

 Again, while GDC has been implementing reward management for the last 8 years, there has not been any systematic study to assess the effects of this on employee performance. Available casual empirical evidence based on the Company’s M&E framework appears inconclusive. Some positive, some negative. The focus of this study therefore is on assessing the role of reward management on employee service delivery in GDC.

1.3. General Objective

To investigate the role of reward management on employee service delivery at Geothermal Development.

1.3.1. Specific Objectives

a) To establish role of reward management on employee service delivery at Geothermal Development Company

b) To determine the role of leadership in supporting the growth of Geothermal Development Company

1.4. Significance of the Study

The study will be significant to GDC management because they will be able to understand the effects of reward management on service delivery and seek ways to handle them. This will not only add to employee self-satisfaction but also productivity in achieving it needed goals that will translate to main mandate the company was formed to serve. 
The study will provide the background information to research organizations and scholars who will want to carry out further research in this area. The study will also facilitate individual researchers to identify gaps in the current research in those areas and find more sound insights, learning and growth and provide challenges that might have been over sighted and thereby culminating to more robust findings benefiting future researchers and academicians.

The study will be significant to the GDC shareholders because they will be able to understand the effect of reward management on service delivery in GDC. Shareholders being the owners of the company will ripe the benefit of high productivity emanating from a satisfied workforce whose end result will yield to achievement of high results thereby translating to high return that will impact positively even to the national gains.

1.5. Scope and Delimitations of the Study

The study will be limited to understanding the effects of reward management on service delivery with specific reference to GDC. This will involve Institutional scope and delimitation on who and what will be studied and its rationale. It will also consider Geographic scope and delimitation of the study for the regional focus and why to put focus on those regions. Also to be considered is the Time scope and delimitation and reason over what period of time is study relevant and why i.e. from the time of inception of GDC. Lastly, content/subject scope and delimitation of independent, dependent and intervening variables rationale for these variables in the literature.

1.6. Conceptual framework

A conceptual framework is described as a diagrammatic representation that depicts how the variables (constructs) of a given study interact. Figure 1 shows the conceptual framework for this study. As shown, there are two sets of study variables. These are independent and dependent variables. Independent variables include reward management and organizational leadership. Service delivery is the dependent variable. Each of these variables is operationalized by specific indicators. The indicators of reward management include performance pay, employee motivation, employee recognition and total reward. It was hypothesized that similar organizations can get prudent service delivery from either of the stated sources. Lastly, indicators of employee performance in service delivery include staff motivation, productivity and employee turn-over.
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Figure 1: Conceptual Framework

Whereas Performance Pay, Employee Motivation, Employee Recognition and Total Reward System has proven to have a direct impact on employee service delivery, some intervening variables suggest to influence the same. Gender has been hypothesized to moderate the impact of culture-based biases. It had been showed that customer evaluations of service encounters might indeed be culture bound. Age is also a factor to consider based on experiential level of a person. Young people tend to have rational and flexible mind set than older people who have a more principled stand. The level of education also impact on employee decision making. Informed employees have rational thinking that will give more accurate results which will enhance organizational pursuit to sound decision making.
2. LITERATURE REVIEW

2.1. Theoretical Review

Various theories explain the impact rewards have on employee performance laying emphasis on the role of reward management in the exercise. These would thus be the theories that would form the foundation of the present study.
2.2.1. Human capital theory
A worker has a set of skills developed by education and training which generates a stock of productive capital. Employees and employers each derive benefits from investment in creating human capital. The level of pay should supply both parties with a reasonable return on that investment. (Reinhold, Karl Leohard, Theory of human capacity, 2006)

An organization's valued human assets cannot be copied. As one executive put it; “machines do not make things, people do”. Rapidly advancing technology makes human resources even more critical to organizational success. Similarly, the general manager of Boise Cascade observed; "capital and machinery make it possible, people make it happen”.
2.2.2. Agency theory
The owners of a firm (the principals) are separate from the employees (the agents). This difference can create ‘agency costs’ because the agents may not be as productive as the principals. The latter therefore have to devise ways of motivating and controlling the efforts of the former by having a system of incentives to motivate and reward acceptable behaviour. This process of ‘incentive alignment’ consists of paying for measurable results that are deemed to be in the best interests of the owners, (Bamberg et al, 1987).

Individuals want to feel that they are being treated fairly and thus would like to be paid according to their own valuation of their worth-based on comparisons with the marketing rates for similar jobs elsewhere with the pay received by other staff in the organization. Empirical Review
2.3.1. Effects of Performance Pay on Service Delivery

Many authors have argued that, although performance pay is a significant part of the reward scene, the reasons why it is used are rarely rational and since it’s so central, it’s often used as a vehicle for a whole range of management objectives. But the power of pay to achieve efficient service delivery goals is ‘counterpoised by the disruption caused when things go wrong’, (Welsh, D. H. B. Luthans, F., Sommer and S. M. 1993)
An attractive remuneration package has been a norm of any employment contract. The appraisal and rewards systems for employees are now closely linked to the performance measurement indicators of the companies. If such reward does not commensurate with their job performance, this can lead to low motivation and high attrition, finally affecting service delivery (Thum&Sardana, 2012). Reward has therefore been seen to be a vital instrument in employee performance. This is because a well-rewarded employee feels valued by the company. The employee is thus encouraged to work harder and better if they are aware that their well-being is taken seriously by their employers, and that their career and self-development are also being taken care of by their company thus increasing employee performance, (Condly et al, 2005)
2.3.2. Effects of employee motivation on service delivery
Employees tend to feel appreciated when motivated and therefore will strive in achieving desired outcome. A motivational theorist by name McClelland was noted for describing three types of motivational need, which he identified in his book entitled “The Achieving Society”. All these needs can be classified as achievement, affiliation or power The personal motives are frequently influenced by the hierarchy or higher position the employee intends to occupy within the organization and that motive will have a greater effect on the employee’s behavior, (Tosi, Mero & Rizzo 2000, p137)
2.3.3. Effect of employee recognition on service delivery

Employees’ wish to receive what they feel is fair and competitive financial compensation for their effort. Employees’ want to feel that they are being recognized and would thus like to be paid according to their own valuation of their worth based on comparisons with the market  rates for similar jobs elsewhere and with the pay received by other staff in the organization. Also, they will want their salaries to keep in pace with inflation and general increase in salary level. This has the effect of ensuring that employees concentrate on delivering services in such a way to meet the organization objectives, (Welsh, D. H. B. Luthans, F., Sommer and S. M. 1993)
2.3.4. Effect of Total Reward System on service delivery

Total reward could be used to manage and motivate people by thoroughly understanding the relative significance placed on the various aspects of the reward proposition and applied the well-designed total reward strategy effectively. According to Armstrong & Stephens, (2006) total reward is seen as the combination of both the financial and non-financial rewards made available to the employees. The adoption of total reward system is believed to help in retaining the best worker and ensure the organization stay in a best positioned for future success. The system however has a weakness whereby more skilled and experienced employees would feel despised by getting the same pay as the other employees. This would thus go against the expectancy theory as the said employees had specific expectations based on their level of education and level of experience, (Pierce et al, 2004) 

It can also be said to be a descriptive process of breaking down a specific job into its component by using a collection of tools and techniques to establish job requirements. Statt, (2004) asserts that the job description outlines the job tasks, duties and responsibilities and serves as a guide for the recruitment and selection process going forward.In general, a job description can be seen as relating to all the technical, administrative and managerial aspects of the job, the job title, job summary, job duties, tasks and outputs. 
Structures enable an organization to determine where jobs should be placed in a hierarchy, to define pay levels and the scope for pay progression and provide the basis on which relativities can be managed, equal pay can be achieved and the processes of monitoring and controlling the implementation of pay practices can take place. A grade and pay structure is also a medium through which the organization can communicate the career and pay opportunities available to employees (Armstrong & Murlis, 2000

3. RESEARCH METHODOLOGY

3.1. Introduction

This section outlines the methodology that was used in gathering data, analysing and reporting the results. It comprises of research design, population, sampling technique, research tools, pilot testing, data collection method, and data analysis. Lastly, it states how the results of the analyses were presented.

3.2. Research Design

Research design is the blue print of the research used in data collection, analysis, interpretation and presentation. This study used descriptive research design. Descriptive studies are those that are used to describe phenomena associated with a subject population or to estimate proportions of the population that have certain characteristics Cooper and Schindler (2003).

It was used to obtain information concerning the current status of the group and to survey what exits with respect to the conditions in a situation. The methods involved will consist of secondary data and primary data collected from a certain grade of employees in the Geothermal Development Company.

3.3. Target Population

The projected population is the group of individuals the researcher wanted to generalize the results. They are the people the researcher was interested in describing, comparing and predicting. The large set is the population while the smaller set is the sample. The target population comprised of all staff working with the GDC in Kenya. The study population, on the other hand is a subset of the target population subjects that the researcher was able to access. The researcher used random sampling as a method to conduct research since the method gave a sample which could be generalized to the whole population. In this regard, therefore, the study population constituted all the 924 staff working with the GDC in Nairobi, Naivasha and Nakuru branches. Confidence interval which is a range in a sample distribution between which it is expected that the true population value will lie given the particular degree of confidence (typically 95% or 99%) was pre-determined as at 96% since most of the employees in the population sample were experiencing nearly equal environment.

3.4. Sample Size

Sample size or project sample is part of the population the researcher selected to produce the results. The population typically was everyone of interest and the sample was a subset of the population. In this respect, the three units which are Nakuru, Naivasha and Nairobi had a population of 924 workers in different regions and departments. I did research with 30% which gave me the total figure of 924 as shown in Table 1.
Table 1: Sampling Frame

	Town
	Total Employees
	Sample asked
	Percentage

	Nakuru
	  600
	180
	15

	Nairobi
	301
	90
	62

	Naivasha
	 23                                                                                   
	6
	23

	Total
	924
	276
	100


The researcher used the formula of taking the total number of employees in the three towns and then gave out questionnaires to 30% of the total which would help one to get the required sample for a research of such kind. The percentage obtained showed that Nakuru branch had the highest number of employees followed by Nairobi and then Naivasha. The employees were drawn from different departments such as corporate planning and strategy, project management, finance, ICT and Supply Chain Management. The total number was then divided into five departments in each plant and gave 924 that were taken as the sample size 

Using the Cohan method outlined in Bartlett, Kotrlik, (2001) the following equation was applied to get the maximum estimated sample size




Y = Yt  X Yp (1 – Y) 






Yd




Where 

· Y is the minimum estimated sample size

· t is the value of the t-distribution corresponding to the chosen alpha level – for 0.05 this is 1.96

· p is the estimate of population proportion*

· d is the margin of error – Bartlett et al recommend using 5%

*when p is unknown, generally it is best to set it at 0.5

3.4.1. Sampling Technique

Stratified random sampling method was used to obtain the 76 sampled respondents from the study population of 396 employees. Stratification is the process of dividing members of the population into homogeneous subgroups before sampling (Mugenda & Mugenda, 1999). This method was chosen because it ensured that there was fair and equitable distribution of respondents across the 5 departments of the GDC as shown in Table 2.

Table 2: Sample Distribution

	Department
	N
	Proportion (%)
	n

	Corporate Planning & Strategy
	30
	16.1
	11

	Project Management
	13
	6.9
	10

	Finance
	50
	26.8
	35

	ICT
	41
	22.0
	10

	Supply Chain
	52
	27.9
	10

	Total
	186
	100
	76


3.4.2. Research Instrument

The study employed a structured questionnaire as its research instrument in the collection of primary data. The reason for structured questionnaire was because the researcher did not have sufficient time to meet all the respondents to conduct interview. The time was limited and as such the best way was to use that research instrument. To measure the variables under study, the questionnaire was designed with a Likert scale of 5 points.

3.4.3. Pilot Testing

A pilot study is an activity that is done before the actual data collection is done. The researcher randomly issued 10 questionnaires to employees of Geothermal Development Company. This helped to check whether the instrument measured what was intended to measure if it was appropriate for the study. The participant in this study was excluded from taking part in the main study. The bottom line of carrying the pilot study was in order to investigate both the validity and reliability of the data collection tool.

3.4.4. Validity Testing

According to Kimberlin and Winterstein (2008), validity test is a measure of the extent to which a given data collection instrument measures what it purports to. In the context of the present study, the researcher determined the content validity of the instrument by conducting pilot testing. There were no alterations or adjustments made on the research instrument after the pilot testing. The research content validity was direct questions which aimed at justifying the research topic of the role of reward management on employee service delivery. The internal validity was done by testing the sample questions on those who were to be asked the questions.

3.4.5. Reliability Testing

Reliability test is a measure of internal consistency which is within the control of the researcher. Granted that the research instrument contained items on a Likert scale, the Cronbach alpha coefficient was employed to test the reliability. Moreover, Kimberlin and Winterstein (2008) aver that this is the most widely employed and recommended test for reliability. The results of the reliability test are as shown in Table 3.

Table 3: Results for Reliability Test

	Study Variable
	Items Tested
	Test Results (α) (%)

	Reward Management
	5
	0.70

	Service Delivery
	6
	0.78

	Motivated workforce
	6
	0.81

	Growth of GDC
	5
	0.76


As shown in Table 3, the data collection instrument was found to be reliable in that all the three study variables namely reward management, service delivery, motivated workforce of GDC returned alpha values greater that the threshold of 0.7.

3.5. Data Collection Procedure

The researcher used both the primary and secondary data collection methods. The primary data was collected through a semi structured close and open ended questionnaires; the secondary data of the study was collected from GDC documents. Each instrument was employed based on the objectives that the researcher wanted to achieve, therefore the researcher used appropriate data collection instrument so as to achieve identified research objective and therefore get answers to the questions asked.

3.6. Data Processing Techniques

The data collected were analysed using Statistical Package for Social Sciences (SPSS) version 24 tool. The analysis took the form of both descriptive statistics and inferential statistics. Descriptive statistics were in form of frequencies, percentages, means, and standard deviation while correlation and multiple regression analyses were the inferential statistics. The results of the analyses were presented in form of tables. The following regression model was adopted
Y=β0+β1X1+β2X2+ ε

Where Y represented growth of GDC

X1 represented Reward Management

X2 represented Leadership

β1, β2represented parameter estimates for independent variables

β0 represented constant

ε represented error term for the regression model

4.  PRESENTATION, ANALYSIS, AND INTERPRETATION OF EMPIRICAL     FINDINGS.

4.1 Introduction

This chapter covers the response rate, descriptive findings and discussions for reward management, descriptive findings and discussions for organizational leadership, descriptive findings and discussions for organizational growth, diagnostic analysis, hypothesis testing  and regression analysis.

4.1. Response Rate

It is stated that the percentage of people who respond to a given survey is referred to as the response rate. The response rate facilitates to determine the representativeness of the target population. The optimum or acceptable response rate varies depending on mode of administration of the research instrument. According to Hamilton (2003), the acceptable response rate for online survey is an average of 30% while in face-to-face surveys, 75% to 85% is considered good (Punch, 2003). In the present study, a total of 76 questionnaires were issued and the ones returned having successfully been filled totalled 56. This translated to 73.68%.

According to Punch, the foregoing response rate was good and as such, acceptable.

4.2. Descriptive Findings

The study evaluated the opinions of the employees working with the Geothermal Development Company in Nairobi, Naivasha and Nakuru work stations on issues of reward management, organizational leadership, and service delivery enhancement mechanisms.

4.3. Descriptive Findings and Discussions for Reward Management

The study has put into perspective the views of the GDC employees regarding reward management. Therefore stated views are summarized in Table 4.
Table 4: Descriptive Statistics for Long Term Loans
	
	n
	Min
	Max
	%

	Geothermal development engages in performance pay
	56
	1
	5
	50

	Motivation of employees for GDC growth
	56
	1
	5
	60

	Recognition of employees is very key
	56
	1
	5
	70

	Gender is a consideration in performance
	56
	1
	5
	80

	Age influences on service delivery at a workplace
	56
	1
	5
	60

	Level of education directly and indirectly impact on service delivery
	56


	1
	5
	80


The study noted that the GDC employees were in strong agreement that geothermal development was a capital intensive project. It was further agreed that long-term debt was necessary for GDC growth; the Government of Kenya was involved when borrowing money; and that financial institutions helped in bridging the financing gap thus leading to the growth of GDC. In the same vein, it was revealed that the respondents held the view that the GDC adhered to the funding conditions; and that cost of capital was considered when borrowing money.

4.4. Descriptive Findings and Discussions for organizational leadership

The study analysed the views of the GDC employees in respect to grant financing in their firm. The descriptive results outlining these views are presented in Table 5.

Table 5: Descriptive Statistics for organizational leadership

	
	n
	Min
	Max
	%

	GDC has benefited from organizational leadership
	56
	1
	5
	60

	GDC prepares and submits policies on reward management
	56
	1
	5
	70

	Reward management helps in productivity
	56
	2
	5
	80

	Rewards reduce high risk of turn-over 
	56
	2
	5
	85

	GDC prepares compliance reports on the use of rewards
	56
	1
	5
	65

	Reward application is a competitive process
	56
	1
	5
	75

	Reward support is very limited
	56
	1
	5
	65


The study further revealed that rewards reduce high risk of turn-over, GDC prepared compliance reports on the use rewards  Reward application is a competitive process mean and also that reward support was very limited.

4.5. Descriptive Findings and Discussions for Organizational Growth

The study further sought the views of the employees working with the GDC in respect to the growth of their organization. The results to this effect are as presented in Table 6.
Table 6: Descriptive Statistics for Organizational Growth

	
	n
	Min
	Max
	%

	Revenue of GDC has been rising over the years.
	56
	4
	5
	70

	The scope of activities and mandate of GDC has increased over time
	56
	4
	5
	85

	The amount of geothermal power generated by the firm has increased significantly
	56
	4
	5
	65

	The number of employees working with GDC is on the rise
	56
	4
	5
	80

	GDC has opened new power generation sites in the recent past
	56
	2
	5
	70


Additional findings as shown in Table 6, revealed that the sampled employees held the view that the number of employees working with GDC was on the rise; and also that the firm had opened new power generation sites in the recent past. In general, it was noted that GDC had recorded growth in various spheres.

4.6. Diagnostic Analysis

The study further examined various issues on the research as normality test and unionity test of the research and found out the following:
4.6.1 Normality test

Normality test indicated that the research was conducted and revealed that reward management was proportional to service delivery and had a great effect. When an organization gives better rewards to its employees then they will deliver better service.
4.6.2 Unionity test

Unionity test revealed that there was a great effect on the employee service delivery in relation to performance, motivation and reward management. The better rewards given to an employee then better service will be delivered.

4.7 Hypothesis

After conducting the research the following were noted as the results which led to the conclusion and the recommendation.
4.7.1 Effect of Performance Pay on Employee Service Delivery

As shown from the research when an employee is rewarded well then the performance of the employee will improve. The results were obtained by taking the formula of those who said yes out of the total number of questionnaires multiply with one hundred. The conclusion was revealed from the table below

Table 7 Effect of Performance Pay on Employee Service Delivery

	Department
	Yes
	No

	Corporate Planning & Strategy
	20
	10

	Project Management
	10
	3

	Finance
	40
	10

	ICT
	30
	11

	Supply Chain
	40
	12

	Total
	140
	46


4.7.2 Effect of Employee Motivation on Employee Service Delivery

Motivation is a driving force that makes an employee to put in the job more effort in order to accomplish the task given. When the employer such as GDC motivates the employees well as shown from the research conducted they will offer better services to the employer. Table 8 justifies since the percentage per study area reveals that each department had a score above 50%.

Table 8 Effect of Employee motivation on Employee Service Delivery

	Department
	Yes
	No

	Corporate Planning & Strategy
	22
	8

	Project Management
	10
	3

	Finance
	42
	8

	ICT
	28
	12

	Supply Chain
	40
	12

	Total
	142
	43


4.7.3 Effect of Employee Recognition on Employee Service Delivery

Employee reward is any item that is given by the employer to the staff in order to improve the employee performance. After conducting the research it reveals that rewards had a positive effect on the delivery of service in the organization. Table 8 illustrates

Table 9 Effect of Employee Reward on Employee Service Delivery

	Department
	Yes
	No

	Corporate Planning & Strategy
	25
	5

	Project Management
	8
	5

	Finance
	40
	10

	ICT
	31
	10

	Suply Chain
	42
	10

	Total
	146
	40


4.7.4 Effect of Total Reward on Employee Service Delivery

From the research conducted the findings revealed that reward management in totality had a great effect on employee service delivery. Table 10 illustrates the researcher’s findings 

Table 10 Effect of Performance Pay on Employee Service Delivery

	Department
	Yes
	No

	Corporate Planning & Strategy
	18
	12

	Project Management
	7
	6

	Finance
	28
	22

	ICT
	30
	11

	Supply Chain
	28
	24

	Total
	111
	75


4.7. Regression Analysis

This section outlines the results of combined correlation (R) between all factors studied under reward management, and organizational growth of the GDC. It also shows the results of the coefficient of determination (R2) which illustrates the extent to which the studied elements of rewards contributed towards the growth of the GDC. In this section the influence of reward management on organizational growth is also examined. Moreover, the results of the test statistics that enable addressing the null hypotheses are presented in this section.
Table 11: Model Summary

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

	1
	.636a
	.405
	.358
	.33828


Predictors: (Constant), Reward management, Organizational leadership

 Dependent Variable: Service delivery
The study as shown in Table 9 observed that the relationship between the four studied elements of reward management and organizational growth was positive and strong (R = 0.636). The results meant the more the GDC encouraged and embraced the facilitation rendered by rewards, the more it was likely to record growth. According to the results of the coefficient of determination (R2 = 0.405), shown in Table 9, the mentioned factors (reward management and organizational leadership) could explain 40.5% of growth of the GDC. The results indicated in Table 10, show the significance of the combined reward management factors and organizational growth.
Table 12: Analysis of Variance

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	Regression
	3.969
	4
	.992
	8.671
	.000a

	Residual
	5.836
	51
	.114
	
	

	Total
	9.805
	55
	
	
	


Table 13: Regression Coefficients and T-test Results

	Unstandardized

Coefficients
	Standardized

Coefficients


	Model
	B
	Std. Error
	Beta
	t
	Sig.

	(Constant)
	2.095
	.393
	
	5.336
	.000

	Reward Management
	.009
	.089
	.015
	.096
	.924

	Organizational Leadership
	.231
	.103
	.305
	2.242
	.029


Dependent Variable: Organizational Growth

The regression results shown in Table 11 were interpreted using the following regression model:

The findings implied that a change of growth of the GDC by a single unit was subject to 0.09 unit change in reward management, and 0.231 unit changes in organizational leadership. At the same time, other factors represented by 2.095 were supposed to be held constant in order for the foregoing model to hold. These findings further showed that among the studied contributions of reward management, organization leadership was the most crucial. At the same time, reward management were the least important in enhancing the growth of the GDC. On this premise, therefore, it was imperative for the management of the GDC to source for greater financing through leadership while paying less attention to rewards. Unlike rewards which attract interest, leadership are interest free and are more often than not large in successful operations of the firm. The results of the t-test statistics shown in Table 11 were employed to test the null hypotheses. The first null hypothesis (H01) stated that there was no significant role of reward management by in growth of Geothermal Development Company. To this effect, the results of the t-test statistics (t = 0.096; p > 0.05) led to failure to reject the stated null hypothesis. The second null hypothesis (H02) stated that there was no significant role of leadership on growth of GDC. However, the results of the t-test statistics (t= 2.242; <0.05) led to the rejection of the stated null hypothesis.
5. SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS

5.1. Summary of the findings

The research study found out that the rewards are substantially related to turnover as employees who are satisfied with organizational rewards will believe losing such a competitive reward to be costly and would not find such compensation elsewhere, and therefore choose to stay. Although others argue that organizational rewards reflect appreciation and recognition of individual’s performance. As pay increases with tenure, skills and work experiences, satisfaction with rewards implies both willingness of both parties to invest time and effort in the continuation of the employment relationship.

The study noted that employees react in a number of ways, and this impacts on whether they want to learn more, are committed to the organization and are satisfied with their jobs. This, in turn, strongly influences how well they do their jobs, whether they’re prepared to contribute discretionary effort – going the extra mile – for example, coming to work rather than taking ‘sickies’ and staying with the organization rather than leaving. 

The study further revealed that employees wish to receive what they feel is fair and competitive financial compensation for their effort. Employees’ want to feel that they are being recognized and would thus like to be paid according to their own valuation of their worth based on comparisons with the market  rates for similar jobs elsewhere and with the pay received by other staff in the organization. Also, they will want their salaries to keep in pace with inflation and general increase in salary level. This has the effect of ensuring that employees concentrate on delivering services in such a way to meet the organization objectives.

The research study found out that better attention needs to be paid to understanding the link between business strategy and reward, securing high-level understanding of the process of decision-making, where possible, using a process of involving stakeholders in design choice, following assessment of stakeholder needs, not preceding it, leaving lots of time for implementation, including training, communication and guidance, monitoring and evaluating the outcome and learning from the results.

5.2. CONCLUSIONS

The study made several deductions pertinent to objectives of the study. The conclusions were drawn from the findings of the study. It was concluded that geothermal development was a capital intensive project. It was inferred that reward management was necessary for GDC growth. This was based on the assertion that the company was involved in sound reward policies which required long-term rewards as opposed to short-term incentives. The study also concluded that the government was involved in promoting of rewards by the GDC, largely due to the fact that the company is a State corporation largely funded and managed by the government through the ministry of energy. The study further concluded that reward management was important in enhancing the growth of the energy company.. The study also deduced that organizational leadership helped in bridging the performance gap in the firm. Reward management was further concluded to have helped the GDC in carrying out high production. Moreover, it was concluded that the GDC filed compliant report on how the rewards policies were employed. Organizational leadership was deduced to facilitate the growth of the company.

5.3. RECOMMENDATIONS

The study recommended that the Geothermal Development Company (GDC) should seek reward management tacts for service delivery while both short-term and medium-term policies on reward should be limited to leadership of the firm. The rewards, regardless of the efforts put, should be evaluated in respect to the organizational productivity.The performance pay, employee motivation, employee recognition thus taken by the firm should make positive sense in the general positive outcome of the company whose reward is being sought. When dispensing reward, it was also advisable for the firm to ensure that all concerned stakeholders were full involved.

In respect to leadership, the study advised that the GDC should have a competent

team mandated with drafting proposals for leadership policies from leading energy institutions particularly those with global presence. The management of the GDC is advised to ensure that all the reward policies  sourced from energy institutions are accounted for and reports to this effect duly compiled and submitted to those institutions in order to facilitated future policy making.
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