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Abstract: Performance is a key pillar to the accomplishment of the goals of all organizations, whether private, public or non- profit. Employees are the intellectual assets of the organization and they are an avenue to achievement of competitive advantage. An employee welfare service in an organization is vital in fostering employee motivation and improving their productivity. In view of this, the main goal of this research was to determine the relationship between employee welfare practices and performance of non-governmental organizations in Nairobi City County, Kenya. A conceptual framework utilized literatures on economic support, counselling services, recreational facilities at work place, social support and performance of non-governmental organizations. The study utilized survey design using both qualitative and quantitative approaches. In this study, purposive, stratified and simple random sampling technique was used to arrive at a sample of 355 respondents who comprised senior managers, middle level managers and operational employees out of the targeted population of 14,283 employees of NGOs working in Nairobi City County. The primary data collection tools were questionnaires supplemented by an interview schedule; while secondary data was obtained from reviewed journals, published books and articles. Data analysis was done using Statistical Packages for Social Sciences Software version 23. The study utilized multiple linear regression and structural equation model.The findings of the study were that: employee welfare practices had a positive and significant relationship with performance of NGOs in Nairobi. In addition, there was also a linear relationship between the independent variables and the dependent variable  and the study concluded that there was a relationship between the predictor variable and the dependent variable of the study. The study recommended that management of NGO boards in Nairobi should come up with a comprehensive policy document on employee welfare practices in order to enhance performance of NGOs in Kenya.
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1. Introduction  

Employees are the key to organizational success, and their strategic importance is growing in today’s knowledge based industries (Chaudhary, 2017). Employees are the intellectual assets of the organization and they are an avenue to a competitive advantage, especially in the corporate world (Armstrong & Taylor, 2014). An employee welfare service in an organization is critical and imperative for efficient delivery of services. Employee welfare services are beyond the normal salary and provide the additional motivation for the employee to remain in an organization. The relationship between employee and employer has to be cultivated and nurtured to enable the organization to remain competitive. Organizations use employee welfare practices as a means of enhancing engagement and to establish the best place to work (Armstrong & Taylor, 2014). Employee performance is critical in any organization in order to enhance production and quality services (Namuddu, 2010). According to Patti, Rapp and Poertner (2014) Organizations function in environment that is competitive and demanding, hence require providing an environment conducive for the employees to provide quality service. In the period of industrial revolution in the 1900s, labour unions and other lobby groups highlighted the state of working conditions of the industrial workers. Many organizations were affected by the demands of the revolution (Mishra, & Bhagat 2007). In the period of 1920s and 1930s; employers perceived that all business and economic activities rested on the role of the employer. 
The evolution of the techniques of scientific management by Fredrick Taylor (1911) affected employee welfare services. Taylor expressed that scientific management was the way to increase employee welfare. Employee welfare practices begun on an optional basis until after the First World War (1914-1918).International Labour Organization (ILO) enforced the value of employee welfare with a focus on employee benefits.  Corporate managers embarked on the welfare of employees through the practice of welfare capitalism in order to boost the employee engagement and commitment to the organization (Patro, 2012). The British researchers found the scientific management practices too unfair to the employees (Caldari, 2007). They experienced a lot of absenteeism and high staff turnover. Non-Governmental organizations (NGOs) are one group of collaborators who are involved in various aspects of development with a focus on the welfare of the poor; they operate both independently and alongside other agencies like; self-help associations and local governments (Vaughan & Arsneault, 2014). 
According to Mendelson and Glenn (2012), Charismatic vision and philanthropic mission guide the founders of NGOs. The employees tend to focus more on the quality service than their own welfare hence end up with burn out and over worked by the organization. The provision of employee welfare services is critical for efficiency and high quality services.
NGOs grew in number to 250 between 1980s and 1990s. They focused very much on poverty, civil strife, conflicts, internal displacements and general political systems (NGO Council, 2000). The main reason was that government had failed to deliver the much-needed economic leadership; there were economic decline and market forces that were affecting government operations. In 1990 to 1995, the number increased from 250 to 1,441 NGOs; this has increased since then to over 7,004 in the year 2016. 

An NGO bureau was created under the Office of the President in the Republic of Kenya to handle the registration of the NGOs, under Act No. 19 of 1990. The Act defined NGO as a private voluntary grouping of individuals not for profit, but for the benefit of the public (GoK, 1992). According to Mendelson (2002), Non-governmental organizations employ people who are passionate about their work, moved by compassion and not necessarily money. This study focuses on the relationship between employee welfare practices and performance of NGOs in Kenya. The study addressed the employee economic service, social service, recreational facilities, counseling and their relationship with the performance of NGOs in Kenya.
2.
The Problem
Performance is a key pillar to the accomplishment of the goals of all organizations, be they private, public or non- profit. Organizations operate in a changing environment that requires them to remain competitive. They face a dilemma whether to focus on projects, community development activities or to invest in employee welfare activities. On the other hand, employees are seeking happiness, good health and more time with family than a decade ago. A survey done in Nairobi on employees at Zamara Group Limited, found that employee wellness programs are broken down into financial, physical and mental health. It revealed that employees rated money and financial wellness 14 times more than the rest of the needs. When the survey analysis compared employer and employee’s view of wellness programmes, the employees rated 35% while employers rated 31%, they further rated money subsidies 34% while the employers rated 25% (Zamaragroup, 2019).

A study carried out by Dimba et al., (2015); found that improved organizational performance is direct or indirect through employee welfare services. They further found that employee cultural orientations at work place moderated the relationship between strategic human resource practices and employee motivation in multinational manufacturing companies in Kenya. The results in the study pointed out that innovative recruitment and motivation through compensation practices had a positive significant relationship with firm performance (Dabirian, Berthon & Kietzmann, 2019). The study was done in corporate firms and not in NGOs. A number of researchers in similar sector followed; (Kindermann, 2015; Dabirian, Berthon & Kietzmann, 2019) argued that employee welfare practices are a poorly developed side of the internal marketing concept. Literature affirmed that an organization with a superior employment offering is one whose employee welfare practices match their corporate and consumer brands (Chaudhary & Mirza, 2017; Minchington, 2015).

Kucherov and Samokish (2016) stressed that the main role of the employee welfare practices was to provide a coherent framework for management to simplify and focus priorities, increase productivity and improve recruitment and commitment and that, human capital is an asset that has received increased value during recent years and employees are the primary tool for creating competitive advantages as reiterated by (Gilani & Cunningham, 2017). Nyamwamu et al., (2012) found that, there were no proper systems of employee welfare services in the National Police Service. Those that existed were not implemented. The study was done in the public service sector in Nairobi using descriptive design. The study used descriptive statistical techniques such as frequencies, weighted average of 3.00 and percentages. The research method used was a case study and the findings informed recommendation that further research should be done in a different sector.

The scholars demonstrated that welfare services play pivotal role in achieving higher performance of employees, which ultimately lead to high performance of organizations. Based on the evidence of these studies, no matter how well funded an NGO is, there is need to provide employee welfare schemes to keep employee motivated which will in turn enhance service delivery. Although there are studies that have already been done on employee welfare practices, they are scanty, inadequate, deficient and inexhaustive, therefore, this study will contribute to the pool of knowledge and fill the knowledge gap as it intends to determine the relationship between employee welfare practices and performance of non – governmental organizations in Kenya. This study is timely and relevant

3.
Objectives
The study was guided by both a general and specific objective.

3.1
General Objective of the Study

The general objective of this study was to determine the relationship between employee welfare practices and performance of Non-Governmental Organizations in Kenya.

3.2
Specific Objectives

The study was guided by the following specific objectives;

i.
To establish the relationship between employee economic support and performance of Non-Governmental Organizations (NGOs) in Nairobi
ii.
To determine the relationship of recreational facilities at workplace on performance of Non-Governmental Organizations (NGOs) in Nairobi
iii.
To evaluate the relationship between employee counseling services and performance of Non-Governmental Organizations (NGOs) in Nairobi
iv.
To assess the relationship between employee social support and performance of Non-Governmental Organizations (NGOs) in Nairobi
3.3
Research Hypotheses

The following hypotheses guided the investigation:

H01: 
Economic support has no positive relationship with performance of Non-Governmental Organizations (NGOs) in Nairobi
H02:
Recreational facilities at work place have no positive relationship with performance of Non-Governmental Organizations (NGOs) in Nairobi
H03: 
Employee counseling services has no relationship with performance of Non-Governmental Organizations (NGOs) in Nairobi
H04:  
Social support has no positive relationship with performance of Non-Governmental Organizations (NGOs) in Nairobi 
4.
Literature Review

The theoretical foundation of welfare is rooted in the various theories of welfare practices such as  the five theories used by the researcher, namely, the Social Reciprocity Theory, Riggle, Edmondson and Hansen (2015) contend that employees who perceive a supportive organization exhibits higher performance, they are focused, engaged and committed to the organization,  Resource-Based (RBV) theory,  which  is a model that assumes that firms may have heterogeneous resources under their control and these resources cannot be imitated by other firms (Rosenberg Hansen & Ferlie, 2016). Herzberg’s Two Factor Theory. Chakraborty & Ganguly (2019), argue that when employees play together, they work in peace, and this peaceful environment brings about organizational productivity and changes that improve performance. Maslow’s Theory of Motivation and the Functional Theory of labour which involves opportunities for training, competence enhancement, skills building, career growth, employee satisfaction and creativity (Daft & Marcic, 2016).
4.1 Conceptual Framework

Figure 2.2 depicts the relationship between employee welfare practices as independent variables and performance as dependent variable. 
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Figure 2.1 Conceptual Framework

According to Kemboi et al., (2013), a case study of staff welfare in Nandi County in Kenya, revealed low level of safety, health plan for employees and high levels on flexible work time which had a significant effect on service delivery. Further, Kemboi et al., (2013), recommended further research using moderating variables. Although studies have examined the relationship between employee social support and performance, the results have yielded mixed results (Kehoe & Wright, 2013). The literature study therefore has not explored conclusive results related to this study.
 5.
Methodology 

The study adopted cross sectional survey research design. This design was suitable as it is capable of generating accurate account of life events. The researcher used qualitative and quantitative approaches to collect, measure and to analyze the data. The questionnaires supplemented by interview questions were the main data collection tools Mugenda & Mugenda (2012). This study required both the causal relationship and how each independent variable influenced the dependent variable. Cross sectional survey design was adopted in a similar study by Kinyanjui (2014), who used both descriptive cross sectional survey and correlation designs in the study titled, “influence of contextual and cognitive factors on the relationship between performances contracting system and organizational performance in government ministries in Kenya”. 

The total number of the targeted population was 14,283 employees in different levels of employment such as those in senior management, employees in middle management and general employees in Nairobi County (FKE, 2018). According to the records available at FKE (2018) there are a total of 14,283 employees in different categories of employment such as: those in top management, employees in middle management and employees in lower management. 
The sampling frame for this study was drawn from the 14,283 employees working in NGOs in Nairobi County in Kenya. The list of the various categories employees of NGOs was obtained from the Federation of Kenya Employees (2018).Since the current study constituted heterogeneous population, stratified random sampling technic was the most appropriate for the study. Stratified random sampling was then employed to ensure representation of employees working in the different levels in the organization. The levels were stratified as: junior management, middle management and top management.
Table 3.1 Sample size and sampling frame

	Target population
	Population size
	Proposed sample size

	Top management
	38
	33

	Middle management
	159
	80

	Low management
	14126
	242

	Total
	14283
	355


Source: FKE (2018).

The study generated both quantitative and qualitative data. Quantitative data in the form of descriptive and inferential statistics was analyzed with the aid of the Statistical Package for Social Sciences (SPSS) version 23. Hypothesis testing involved running an OLS regression model for each independent variable against the organization performance as done. Several assumption tests were done to verify whether the researcher would proceed and fit a regression model to the study or not. Various assumptions of regression models were tested and confirmed whether they existed or not. The study employed skewness and kurtosis test, Q-Q plot, Kolmogorov-Smirnov test and Shappiro-Wilk to test for normality of the dependent variable. Multicollinearity was tested using Variance Inflation Factor (VIF) which is reciprocal to tolerance as a rule of thumb. Breusch-Pagan test was used to test the null hypothesis that is if heteroscedasticity exists. To find out if there was a linear relationship between dependent and independent variable; correlation analysis between the dependent variable was conducted. In the autocorrelation test, the study used Durbin Watson test. In this study, an outlier test was conducted using Q-Q plot test. In this study, confirmatory factor analysis was used because it allowed the researcher to test the hypothesis that a relationship between the observed variable and their underlying latent construct exists. 
Table 4.32: Regression Analysis for Relationship of Employee Economic Support  

	Model
	R
	R Sq.
	Adjusted R Sq.
	Std. Error of the Est.
	Durbin-Watson

	1
	.610a
	.372
	.369
	.44921
	1.654

	a. Predictors: (Constant), Employee Economic Support   X1

	b. Dependent Variable: Performance of NGOs in Nairobi (Y)



Table 4.33: ANOVA: Employee Economic Support (X1)

	Model
	 
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	24.284
	1
	24.284
	120.344
	.000b

	
	Residual
	40.962
	203
	.202
	
	

	
	Total
	65.246
	204
	
	
	

	a. Dependent Variable: Performance NGOs in Nairobi (Y)

	b. Model 1 Predictors: (Constant), X1


Table 4.34: Coefficients: Employee Economic Support (X1)

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	Model1
	(Constant)
	2.120
	.139
	
	15.300
	.000

	
	Employee Economic Support
	.594
	.054
	.610
	10.970
	.000

	a. Dependent Variable: Performance of NGOs in Nairobi



According to the results as shown from the above table, the null hypothesis was rejected and instead the study accepted the alternative hypothesis and the researcher concluded that employee economic support had a positive and significant relationship with performance of Non-Governmental Organizations (NGOs) in Nairobi.
Table 4. 35: Regression Analysis of Relationship of Recreational Facilities at Workplace (X2)  

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	2
	.599a
	.358
	.355
	.45415
	1.520

	Model 1 Predictor: (constant) Recreational Facilities X2
Dependent Variable: Performance of NGOs in Kenya


Table 4. 36: ANOVA: Recreational Facilities at Workplace(X2)

	Model
	Sum of Sq.
	Df
	Mean S q.
	F
	Sig.

	1
	Constant

Regression
	23.376
	1
	23.376
	113.335
	.000b

	
	Residual
	41.870
	203
	.206
	
	

	
	Total
	65.246
	204
	
	
	

	a. Dependent Variable: Performance of NGOs in Kenya

	b. Model 1 Predictors: (Constant), Recreational Facilities at Workplace (X2)


Table 4. 37: Coefficients: Recreational Facilities at Workplace(X2)

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	Constant
	1.664
	.185
	
	9.011
	.000
	
	

	
	Recreational Facilities 
	.549
	.052
	.599
	10.646
	.000
	1.000
	1.00


a. Dependent Variable:  Performance of NGOs in  Nairobi (Y)

The study concluded that there was a positive and significant relationship between recreational facilities at workplace and performance of (NGOs) in Kenya. 

The study rejected the null hypothesis that there was no positive and significant relationship between recreational facilities at workplace and performance of (NGOs) in Nairobi and instead accepted the alternative hypothesis.
Table 4. 38: Regression Analysis of Employee Counseling Services (X3) 

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.456a
	.208
	.204
	.50452
	1.881

	a. Model 1 Predictors: (Constant), Employee Counselling (X3)


Dependent variable: Performance of NGOs in Nairobi (Y)

Table 4.39: ANOVA:  Employee Counseling Services (X3)

	Model
	Sum of Sq.
	Df
	Mean Sq.
	F
	Sig.

	1
	Regression
	13.575
	1
	13.575
	53.330
	.000b

	
	Residual
	51.671
	203
	.255
	
	

	
	Total
	65.246
	204
	
	
	

	a. Dependent Variable: Performance of NGOs in  Nairobi (Y)

	a. Model 1 Predictors: (Constant), X3


Table 4.40: Coefficient of Employee Counseling Services (X3)

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	2
	(Constant)
	2.765
	.120
	
	23.087
	.000
	2.765
	

	
	Performance of NGOs in  Nairobi 
	.236
	.032
	.456
	7.303
	.000
	.236
	1.00

	a. Dependent Variable: Performance of NGOs in  Nairobi (Y)


The study concluded that the third null hypothesis was rejected and instead the alternative hypothesis, meaning that there was accepted so there was a positive and significant relationship between employees counselling services and performance of Non-Governmental Organizations (NGOs) in Nairobi   in Kenya.

6.1
Regression Analysis for Influence of Social Support


Regression analysis was conducted to establish the association between the social support and performance of NGOs in Kenya. From the findings, an R- square value of 0.439 was recorded indicating that social support explained 43.9 % of performance of NGOs in Kenya. Model summary table 4.9 shows the findings.

Table 4.9: Model summary for Social Support

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	2
	.663a
	.439
	.436
	.42455
	1.749

	a. Model  1  Predictors: (Constant), X4 and  X


6.2
ANOVA. Employee Social Support


The F-statistics 158.994 presented in table 4.10 indicated that the overall model was significant, that is, the independent variable, social support was a good joint explanatory for performance of NGOs in Kenya. P- Value was 0.000<0.05 also indicated that the model was fit.
Table 4.10: ANOVA. Employee Social Support

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	2
	Regression
	28.657
	1
	28.657
	158.994
	.000b

	
	Residual
	36.589
	203
	.180
	
	

	
	Total
	65.246
	204
	
	
	

	a. Dependent Variable: Performance of NGOs in  Nairobi       (Y)

	b. Model  1 and 2 Predictors: (Constant), X1


6.3
Coefficient: Employee Social Support (X1)

From the regression coefficient table, there was a positive and significant relationship between social support and performance of NGOs in Kenya. The model is given as Y= 1.596+.482X1. The regression coefficient of 0.482 indicated that an increase in employee social support by 1 unit leads to an increase in performance of NGOs in Nairobi by 0.362 units.
Table 4.11: Regression coefficients- Social Support

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	1.596
	.162
	
	9.868
	.000
	
	

	
	Social Support
	.482
	.038
	.663
	12.609
	.000
	1.000
	1.00

	a. Dependent Variable: Performance of NGOs in  Nairobi   ( Y)


From the analysis, the null hypothesis was rejected indicating that there was a significant relationship between social support and performance of NGOs in Kenya.

6.
The Findings
The study sought to determine the relationship between employee welfare practices and performance of Non-Governmental Organizations in Kenya. The specific objectives of the research were as follows: to establish, determine, evaluate and assess the relationship of employee economic support, recreational facilities at work place, employee counselling services and employee social support on performance of non-governmental organizations in Kenya. 

The research used survey design method. The study tools were questionnaires and interview. The results obtained from inferential statistics in this study found that there was a positive and significant relationship between employee welfare practices and performance of Non-Governmental Organizations (NGOs) in Kenya. The study also established that the most significant factor explaining the relationship between employee welfare practices and performance of Non-Governmental Organizations (NGOs) in  Nairobi was employee social support, followed by employee economic support, recreation facilities at workplace and employee counselling services in that order. Finally, the study found that there was a linear relationship between the independent and the dependent variables. 

The researcher therefore, concluded that the variables under this study could be incorporated in welfare packages by NGOs to enhance employee support in order to improve performance of NGOs in Kenya.
8.
Recommendations and Areas for further Study
This study examined the relationship between employee welfare practices and performance of Non-Governmental Organizations (NGOs) in Nairobi City County, Kenya. A similar study could be done to explore the relationship between employee welfare practices and performance in other organizations such as civil service and in other service-oriented organizations. Secondly, other studies could also be done in similar organizations using different samples sizes, different research designs such as census. Thirdly, future research could be done on counselling services due to changes in the business environment and the effect of COVID-19 with moderating variables and under sub- sector of the NGOs. Finally, a study could be done combining the predictor and both intervening and moderating variables while retaining the same topic of investigation in different counties and regions.
9.
Conclusion 

The study concluded that there was a positive and significant relationship between employee economic, recreational facilities at work place, Counselling services at work place and social support and performance of NGOs in Kenya. The study, therefore, rejected the null hypotheses (H0) which stipulated that employee economic support, recreational facilities at workplace, employee counselling services and employee social support had no positive and significant relationship with performance of Non-Governmental Organizations (NGOs) in Nairobi City County, Kenya. The study instead adopted the alternative hypotheses (Ha) which stated that all the four predictor variables of the study namely: employee economic support, recreational facilities at workplace, employee counselling services and employee social support had a positive and significant relationship with performance of Non-Governmental Organizations (NGOs) in Nairobi City County, Kenya.

REFERENCES

Amutabi, M. N. (2018). Nationalism in Africa: Concepts, Types and Phases. In The Palgrave Handbook of African Politics, Governance and Development (pp. 187-202). Palgrave Macmillan, New York.
Armstrong, M., & Taylor, S. (2020). Armstrong's handbook of human resource management practice. Kogan Page Publishers.

Caldari, K. (2018). Alfred Marshall and François Perroux: the neglected liaison. The European Journal of the History of Economic Thought, 25(1), 134-174.

Charkraborty, T., & Ganguly, M. (2019). Crafting Engaged Employees Through Positive Work Environment: Perspectives of Employee Engagement in N.C.N. Sharma, &V. Singh, Management Techniques for Employee Engagement in Contemporary organization, (180 -198); Harshey, P.A: IGI. Global.

Chaudhary, S. & Mirza, N. (2017). Domestic and cross-border returns to bidders in acquisitions into the EU. Economic research-Ekonomska istraživanja, 30(1), 1021-1032.

Chaudhary, R. (2017). Corporate Social Responsibility and Employee Engagement: Can CSR help in redressing the engagement gap? Social Responsibility Journal, 13(2), 323-338.

Dabirian, A., Berthon, P., & Kietzmann, J. (2019). Enticing the IT crowd: employer branding in the information economy. Journal of business & industrial marketing, 34(7), 1403-1409.
Daft, R. L. & Marcic, D. (2016). Understanding management. Nelson Education.
Damghani, B. M. (2013). The Non‐Misleading Value of Inferred Correlation: An Introduction to the Cointelation Model. Wilmott, 2013(67), 50-61.
Dimba, B., & Obonyo, P. K. (2015). Influence of culture on Strategic Human Resource Management (SHRM) practices in multinational companies (MNC) in Kenya: a critical literature review.

Gilani, H. & Cunningham, L. (2017). Employer branding and its influence on employee retention: A literature review. The marketing review, 17(2), 239-256.

Kehoe, R. & Wright, P.M. (2016). The Impact of high-performance human resource practices on employee attitudes and behaviour. Journal of Management, 39(2), 366-391.

Kemboi, A., Geoffrey, B. K., Thomas, T. K. & Keter, C. J. (2017). Staff Welfare as an Antecedent to Service Delivery among Civil Servants in Kenya: A Case Study of Nandi County. European Journal of Business and Management, 5(22), 146-153.

Kennedy, E. K., Dunsmuir, S., & Cameron, R. (2017). Professional training and development in consultation. The International Handbook of Consultation in Educational Settings, 312.

Kindermann, H. (2015). A single-item measure approach to consumer-based brand equity based on evolutionary psychology and neuroscience. Journal of Marketing Management, 3(1), 76-82.

Kinyanjui, N. J. (2014). Investigate the effect of strategic plans implementation on performance in Kenya’s public universities. A case study of the University of Nairobi. European Journal of Business Management, 2(1), 161-173.

Kucherov, D. & Samokish, V. (2016). Employer brand equity measurement. Strategic HR review, 15(1), 29-33.

Mendelson, S. E. & Glenn, J. K. (Eds.). (2015). The power and limits of NGOs: A critical look at building democracy in Eastern Europe and Eurasia. Columbia University Press.

Mishra, S. & Bhagat, M. (2017). Principles for successful implementation of labour welfare activities. From police theory to functional theory.

Mostashari, A. (2015). An introduction to non-governmental organizations (NGO) management. Iranian studies group at MIT, 2. 

Mugenda, A. G., & Mugenda, A. G. (2012). Research Methods Dictionary. Nairobi, Kenya: Applied Research & Training Services.

Namuddu, J. (2015). Staff appraisal systems and teacher performance at Aga Khan Schools in Kampala District. Doctoral dissertation, Makerere University.

Nyamwamu, W. B., Atambo, W. N., Munene, C. & Okibo, W. (2012). Role of employee welfare services on performance of the National Police Service in Kenya. A case of Kisii Central. International Journal of Arts and Commerce, 1(7), 75-95.

Patro, C.S.& Kamakula, M.K.R. (2020). A Take on Employee Welfare Facilities and Employees’ Efficiency. In Wealth Creation and Poverty Reduction: Breakthroughs in Research and Practice, IGI Global.

Patro, C. S. (2014). Employee Welfare Activities in Private Sector and Their Impact on Quality of Work Life. International Journal of Productivity Management and Assessment Technologies (IJPMAT), 1(2), 19-30.

Patro, C. S. (2017). Employee welfare measures in public and private sectors: A comparative analysis. In Public health and welfare: Concepts, methodologies, tools, and applications (pp. 1026-1042). IGI Global.
Rosenberg Hansen, J. & Ferlie, E. (2016). Applying strategic management theories in public sector organizations: Developing a Typology. Public Management Review, 18(1), 1-19.

Riggle, R. J., Edmondson, D. R., & Hansen, J. D. (2015). A meta-analysis of the relationship between perceived organizational support and job outcomes: 20 years of research. Journal of business research, 62(10), 1027-1030.

Vaughan, S. K. & Arsneault. M. (2014). Managing non-profit organizations in a policy world. Thousand Oaks, Calif: CQ Press.

Zamara Group http://zamaragroup.com/wp-content/uploads/2020/06/The-Zamara-Benefits-Watch-2019-Edition.pdf accessed on 31.10.2020

Employee Economic Support


Credit Facilities


Mortgage Loan


Education Loan




















Organizational Performance


Donor retention


 Partner


Attraction


Donor attraction


Internal organizational processes











Recreational Facilities


Staff Parties


Team Building Activities


Sports Activities





Employee Counseling Services


Individual Therapy


Group Therapy


Workshops








Employee Social Support


Bereavement contribution


Wedding support 


Anniversary support








