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Executive Summary


This project report is prepared with a purpose to determine the Performance Management and Employee Motivation in Public hospitals in Mogadishu, Somalia. I also had other objectives such as, to identify the effects of reward system, direct and indirect compensation on the performance and motivation of the employees working in Benadir hospital, Mogadishu, Somalia. In order to prepare for this report, I collected data through survey and discussion method from public hospitals which provided me with valuable experience.
In the first chapter, I have included the background, scope, objectives, methodology and limitations of this report. In order to prepare for this report, I collected data through survey and discussion method from public hospitals which provided me with valuable experience. Then, in the second chapter, I have included past literature on employee compensation, incentives, rewards, direct and indirect compensation, etc. Additionally in this chapter, employee motivation and performance management literature are also included. In chapter three, the selected organization’s profile is provided. More elaborately, the organization’s mission, vision, values, structure and services were described briefly. Next, under chapter four, the organization’s Human Resource functions were included. 
In chapter four, the analysis and findings of the report is included. It was found by the survey analysis that there is significant positive relationship between compensation and organizational performance. Moreover, there is not only a clear positive relationship between reward system and employee motivation but also there is a strong positive relationship between these two variables. So, finally it was concluded that more research should be done in these areas so that the problem that affect these areas can be detected and solved.

















[bookmark: _bookmark5]CHAPTER 1
Introduction of the Report
[bookmark: _bookmark6]1.0 Background of the Project Report
Employer-employee relationships must now be interconnected. The roles of employers and employees are explicitly defined in employment contracts. Compensation management is a key aspect in motivating people to increase the effectiveness of their organization, according to Naukrihub (2009). It is an integral part of human resource management. Compensation is one of the most crucial topics to reconsider. In today's competitive corporate market, compensation management is one of the human resource practices that requires more attention. Employee performance is influenced by the company's remuneration system.
Employees are excited about their given work and look to be putting in a lot of effort for the company. Employees will be disheartened and productivity will be considerably diminished if the organization does not value their efforts (Werner & DeSimone, 2009) The most important and delicate resource is human capital.
They are consequently critical to the organization's productivity and must be managed effectively (Armstrong&Murlis, 2007)
Compensation management has received little attention in the business world, which has resulted in a slew of employee strikes. Organizations that do not correctly manage remuneration will be unable to meet their goals owing to unproductive staff (Holmes, 2010)
Employees, according to Armstrong and Murlis (2007), are a key source of competitive advantage for businesses. Compensation management, with a focus on employee performance, has been a cause of concern for human resource managers, according to Baptiste(2008). As a result, human resource management theorists are attempting to create a link between compensation management and performance management.

 (
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)
employee performance in a variety of industries Compensation management and employee performance have been studied by a number of academics.
[bookmark: _bookmark7]As a human resource best practice organization, I have chosen Banadir Mother and Child Hospital, a public hospital in Mogadishu, Somalia. The Banadir Hospital was founded in 1976 as part of government development projects for Somalis, and the department of human resource was launched in late 2019 after a 43-year journey. Since human resource In terms of policy formulation and execution, regular marked wage surveys, employee development plans, employee wellness programs, and other efforts targeted at meeting the organization's strategic goals, management (HRM) is expanding and actively working as a management business partner.
Scope of the Study
The research focuses on public hospital organizations to investigate the An Impact of Performance management and compensation practices on employee in Mogadishu Somalia.
1.2.1 [bookmark: _bookmark8]Geographical scope
The study centered at the Banadir mother and child hospital in Mogadishu because it is the biggest mother and child care hospital in of the public sector in of ministry of health government where motivation plan is carried out, and it has large quality performance.
1.2.2 [bookmark: _bookmark9]Demographic scope
The study concentrated on high levels and middle directors, other low-level directors and the members of HR department. The researcher selected those persons because they have appropriate information and experiences.
1.3 [bookmark: _bookmark10]Objectives of the Report
1.3.1 [bookmark: _bookmark11]General Objective
The purpose of this study was to determine the importance of Performance management and compensation practices on employees in Mogadishu Somalia.

1.3.2 [bookmark: _bookmark12]Specific Objective
· To identify the “effects of rewards systems on organizational performance in Benadir hospital Mogadishu Somalia.
· To determine how the direct compensation practices on employee motivation in Benadir hospital Mogadishu Somalia.
· 	To investigate how the indirect compensation effect on organizational performance in Benadir hospital Mogadishu Somalia.


1.4 [bookmark: _bookmark13]Methodology and Material of the Report
To develop this project, I have collected data from two sources such as:

Primary sources of data:

I visited one public company and had direct face-to-face conversations with high-level and middle-level directors, as well as other low-level directors and representatives of the HR department. These forms of information were gathered through the use of a survey questionnaire.
Secondary sources of data:

I acquired material for the study's continued growth from the websites of those public bodies, past research articles, journals, books, and the internet.

1.4.1 [bookmark: _bookmark14]Data Collection
Primary data

Primary data was gathered directly from one public entity, and high-level and middle-level executives were interviewed face to face. This was used when specialized information was sought that was not available elsewhere or in another form, or when a topic was being explored for the first time. By going to the field, the researcher was able to collect primary data.

Secondary data

Secondary data was gathered from existing and previously used sources regarding the organization, such as information from journals, books, and the internet. Information was gathered from both external and internal sources by the researcher. Respondents were required to choose from a list of options provided by the researcher.
1.4.2 [bookmark: _bookmark15]Sample Size

In the sample size of the researcher decided to take 32 respondents drawn from Banadir mother and child public hospital in Mogadishu-Somalia, based on their employees, to determine the best sample size for the population the sample size of the study was identified by using Slovene’s formula which is n=N/ (1+ (N*e^2)), where n= sample size, N= population size, and e = margin of error of 5%. n=35/ (1+ (35*0.0025)) = 32 subjects.

	Category
	Population
	Sample Size

	Banadir mother and child public hospital
	35
	32

	Total
	35
	32



1.4.3 [bookmark: _bookmark16]Sampling Techniques

[bookmark: _bookmark17]Because every responder in this study has an equal chance of being chosen, the sampling strategy used in this study was the probability sampling approach, specifically the Sample random procedure. As a result, probability sampling is the only sampling method that ensures a representative sample is chosen (Amin, 2004).

1.4.4 Area and Time of Research
This study was done from 1st August-2021 to 11 February-2022.

1.5 [bookmark: _bookmark18]Limitations of the Project Report
There is a lack of data needed for the investigation. Field preparation differs from usual technique, which has resulted in a dilemma. Because cross-checking was not possible, the precision of the data is dependent on the correctness of the sources. The disclosure of numerous critical facts is restricted according to the confidentiality of public organization policy.

[bookmark: _bookmark19]CHAPTER TWO: LITERATURE REVIEW

2.0 Introduction
The impact of performance management and remuneration on employee motivation in the Banadir maternity and child hospital in Mogadishu, Somalia, is summarized in this chapter. The chapter also explains concepts of organizational performance such as effectiveness, efficiency, and in the context of the Banadir maternal and child hospital in Mogadishu, Somalia. It also highlights s, ideas, and opinions from authors on concepts of employee compensation such as ‘salary, Rewards, and indirect compensation,' and the chapter also highlights s, ideas, and opinions from authors on concepts of employee compensation such as ‘salary, Rewards, and indirect compensation,' and the chapter also highlights s, ideas, and

2.1 DEFINITIONS AND CONCEPTS OF EMPLOYEES COMPESATION Compensation is an intangible concept that refers to a group's positive and supportive feelings toward the organization to which it belongs, as well as the unique feelings that members of the group share with others, such as trust, self-worth, purpose, pride in one's accomplishment, and faith in leadership and organizational success (Haddock, 2010). Seroka is a fictitious character created by Seroka (2009)
Employees receive pay in the form of compensation, wages, and other relevant perks, such as monetary exchange, in exchange for their efforts to improve performance (Holt,1993).
Compensation refers to the part of the transition between the employee and the owner in which the employee signs a contract. It is a requirement of existence in terms of employee remuneration. The funds are derived from work performed on behalf of those who have been engaged. One of the most essential aspects of cash flow from the perspective of employees. Compensation is usually equal to 50 percent of a company's cash flow. However, it is greater than 50% in the service industry. It is necessary to improveperformance.
The relationship between employee pay and productivity, as well as various supervisory strategies for improving employee morale, were explored. His research revealed a correlation between employee productivity and their level of morale. According to Ewton, employee morale has been related to absenteeism, which costs large businesses in the United States $760 000 per year in direct payroll costs, and much more when lower productivity, lost income, and other ramifications of low morale are included (2007). Morale at a company can be expensive. Morale is thought to be the most important factor in a company's success.
Design remuneration in a basic approach to keep personnel, as well as to recruit, retain, and motivate workforce. Various colleges have the same purpose.
2.1.1 Salary
2.1.2 A number of factors have an impact on pay (Millvier and newman; 2005) Merit pay is, first and foremost, a type of remuneration based on a person's performance and ranking. It could take the form of one or more performance compensation plans. Different aspects, such as the effectiveness of the degree to perform merit pay to performance, bonus long incentives, and so on, can be considered (Henenman&warner,2005) Employee performance reviews are the most prevalent method of determining remuneration (Chani 1998) The term "pay" is commonly used in the workplace. According to a recent poll, merit pay is used by 80 to 90% of businesses (Heneman & Wamer2005). Bounces pay (Millovian) is a monetary incentive given to employees in addition to their regular salary
2.1.3 . Incentives and Rewards:
Employee performance might be influenced by the way they are rewarded. A good employee understands the importance of the firm they work for, which helps them perform better at work and improve their overall well-being. Employees are taken seriously and their professional self-assessment is also taken care of by their commonalty. Employees are a large component of the company, like the engine of the organization, and without them, the organization cannot achieve any goal (Akerale,1991) Also, blame the workers' productivity on a variety of circumstances and pay adequate failure recompense for their hard work (Mark and ford 2001) Mention how the employee boosts the positive employee inputs and incentives procedures in place, as well as how the employee increases the genuine success of the firm from employee desire to use their ingenuity. The significance of job satisfaction is influenced by both psychological and social factors. Although compensation is the most important factor, studies show that experience rewards are more complex and difficult to obtain. Another study looked at the effects of pay menagerie levels, which could be adjusted to meet key motivational rewards for effective performance (Olce 1993;olce 1997) Employees should be rewarded for putting out their best efforts to develop innovation and new ideas in order to improve the financial and operational performance of the organization. Dewhurst et al. (2010) found a link between manager supervisor incentive power positivity and employee performance, contentment, and turnover, as well as organizational citizenship behavior (simon,1976;more&hunt 1980;jahangar,2006). According to Dee prose (1994), staff productivity may be increased by providing appropriate acknowledgment, which improves the outcome. second, the employee was motivated to evaluate the success of the job compensation abacus at all 2003). The ability to organize meets the needs of employees and improves their performance 1960). A crucial role is played by their commitment to their company and their task (eisenbegal 1992).

2.1.4 Indirect compensation:
Milkovich and Newman (1999) incorporate all cash incentives and other goods employees obtained in which countries of total compunction when calculating the financial return and employee receive as a work relationship. In the compunction of global business and economy, a wide range of financial and Nan financial rewards can be found (2010). Wages and salaries are examples, as are insurance-free travel, which includes chhabra (2001). The article goes on to add that



· Salary is normally paid twice a month and once a year. The amount of time spent on the job is subtracted from the amount of time spent on the organization's salary. Organizations today give indirect composition in some way (byars and rul 2008)
· • Social security: this is the system that manages the insurance system according to the laws that require employees to pay into the system and to keep their pay up to date in order to stay within the limit. In addition, the employee's security is provided by the average monthly wage.
· Workers' compensation: it also states that employees are protected against wage loss as a result of further job-related illness. Medical expenses are normally covered under the legislation.
· • Retirement plan: it provides a source of income for people who have received retail money for prior services. Contribution plans, also known as advantageous annual plans, are one type of plan that can be used during your term of employment.
· • Paid holiday: The new year's day is a separate day that is referred to as an employee-to-employee holiday.
· • Vacation pay is usually based on employee performance. The majority of the company's units lasted less than a year.
• Other perks: It also includes extra benefits such as discounts on a wide range of purchases, which are particularly appealing to retail businesses. Compilation of indirect employee motivation Gareth and Jeorge are a couple (2010). Defined as a psychological force that indicates an organization's mindset. The method by which the specific motivating period is engafip (1998). That provides the organization's weeforce, with employees displaying Nifshed production and behaving as a result of their high productivity. They fulfill the response responsibility to the amount of productivity regarding performance and how successful you are indicated war and hollon (1995).
2.2 DEFINITIONS AND CONCEPTS OF ORGANIZATIONAL PERFORMANCE

2.2.1 Organizational performance (OP) is a metric that assesses how successfully a company accomplishes its goals (Hamon, 2003). The efficiency and effectiveness with which an organization achieves its goals can be used to evaluate its performance (Robbins and Coulter, 2002). According to Andersen (2006), effectiveness is defined as the degree to which anobjective is met. Performance, according to Schermerhorn et al., (2002), refers to the quality and quantity of individual or group task accomplishment. Several studies have used various methods to assess organizational performance. Steer (1975) looked over 17 organizational effectiveness models, combined organizational performance measurements from numerous research, and divided them into three categories: financial performance, business performance, and organizational effectiveness. Delaney and Huselid (1996) proposed two methods for evaluating organizational performance: Market performance and organizational performance
Employee relations and management/employee relations While market performance is concerned with the ability of an organization to sell itself, total sales growth, and total profitability.
Thus, organizational performance is perhaps the most important measure of organizational performance and one of the most important variables in management research.
Despite the fact that the idea of organizational performance is widely used in academic literature, defining it is challenging due to its multiple definitions. As a result, no commonly agreed definition of this idea exists.
Organizational performance was described in the 1950s as the extent to which organizations, when considered as a social system, achieved their goals (Georgopoulos&Tannenbaum, 1957: p. 535). During this time, performance evaluations were centered on work, people, and organizational structure.

Organizations later in the 1960s and 1970s have
2.2.2 Effectiveness There is no single definition of efficacy that we can represent. In the 1950s, the first viewpoint that was illustrated for it was probably pretty simplistic. The degree or extent to which an organization achieves its goals was characterized as effectiveness (Robins, 1998, p 18).
2.2.3 Efficiency It is vital to consider the efficiency level of the organization in addition to applying the associated criteria when measuring the effectiveness of the organization and generally its performance appraisal (Najafbeigi, 2001, p 83).
Efficiency, according to Peter Draker, entails completing tasks effectively or properly. The ratio of useful output to input unit, or performance based on production, is known as efficiency. 
service unit to performance cost (Mirsepasi, 2010, p 245).


2.3 IMPORTANCE OF EMPLOYEE MOTIVATION

The force or causes that motivate desire and tenacity in following a specific path of action are referred to as motivation (Daft and Marcic, 2008). Motivation refers to psychological goal-directed processes and is derived from the Latin verb "to move" (Kreitner and Kinicki, 2007). Motivation has always been a challenge for managers since what motivates one person may not motivate another. A good or negative reaction to items, people, or events is called motivation (Dessler, 2008).
One of the most fundamental variables that determines human behavior is motivation. Motivation affects not only other cognitive factors such as perception and learning but also an individual's total professional performance. This is why it should be a top focus for CEOs.
Importance of Motivation: Employee performance necessitates motivation. People will not put out the necessary effort to perform well if they do not feel inclined to engage in work behavior. However, an individual's performance in the workplace is influenced by a variety of elements in addition to their degree of motivation, such as their abilities, sense of competence, role perception, and resources (Cristea & Schulz, 2016).
Motivation should be seen as a constant and dynamic process of energizing and growing an organization's personnel. The meaning and definition of motivation, i.e. the conceptual definitions of motivation, are the foundation of this chapter. In addition, the section provides an overview of various unique motivating approaches as well as a theoretical foundation for motivation (Investigation et al., 2013).
The force or causes that stimulate passion and persistence in pursuing a specific path of action are referred to as motivation (Daft and Marcic, 2008). The term "motivation" comes from the Latin word "motivare."
meaning “to move” represents those psychological goal directed processes (Kreitner and Kinicki, 2007). Motivation has been recognized as a dilemma that managers must face because what motivates one individual may not motivate another. Motivation refers to a response to objects, people, or events in either a positive or negative way (Dessler, 2008).

2.4 THE RELATIONSHIP BETWEEN PERFORMANCE MANAGEMENT SYSTEM IS AND EMPLOYEE MOTIVATION
The first stage of a performance management system's development and planning is the development and planning stage. The company's mission and objectives, as well as individual tasks and responsibilities, must be established at this time. The mission of an organization defines its character, identity, and reason for being. The aim, strategy, behavior standards, and values are all split down into four components. The purpose of an organization is to explain why it exists; strategy takes into account the nature of the business; behavior standards are the norms and rules that govern "how we do things around here; values are the beliefs and moral principles that underpin the behavior standards, beliefs that are typically formed within the organization by a founding dynasty or a dominant management team (Campbell and Yeung)
(Klemm, Sanderson, and Luffman (Klemm, Sanderson, & Luffman, 1991). Motivation is defined as the ability to change one's conduct. Motivation is a drive that holds one to perform because human activity is directed toward a goal. According to Grant, motivation affects employee outcomes such as tenacity, productivity, and performance (2008). Furthermore, motivated employees have been shown to be more self-driven and autonomy-oriented than unmotivated employees (e.g., Ryan and Deci, 2000; Thomas, 2002, as mentioned in Grant, 2008), meaning that given developmental possibilities, they will take on more responsibility. Employees who are motivated are more engaged and involved in their jobs (e.g., Guay et al., 2000; Vansteenkiste, 2000).
CHAPTER THREE:
ORGANIZATIONAL BACKGROUND/INDUSTRY PERSPECTIVE
3.0 [bookmark: _bookmark20]ORGANIZATIONAL PROFILE
3.1 [bookmark: _bookmark21]BANADIR HOSPITAL MOTHER AND CHILD HOSPITAL
The Banadir mother and child hospital was founded in 1976 as part of the Somali government's development efforts. It is one of Somalia's oldest hospitals, and after the country's central government fell, its services were extended to the entire Somali community for free until it became one of the country's best and most beloved referral hospitals for mothers and children.
In comparison to Maternity OPD & pediatric OPD, delivery services, maternity inpatient services, 24hours operation theatre, 24hours laboratory & blood bank, Pharmacy, MCH, Pediatric wards, Measles Isolation, Stabilization Centre, Catering services, newborn unit, Banadir Mather and Child Hospital takes pride incompetent, qualified, caring, and experienced staff that offers primitive, preventive, and curative services.
3.2 [bookmark: _bookmark22]BANADIR HOSPITAL VISION, MISSION, AND CORE VALUES

VISION
Mother and under-five children attain the best of health to realize the overriding Banadir Hospital vision which is every child providing free health services.
MISSION
Promote the health of mothers and under-five children in Somalia by providing quality health services to the Mather and child as a contribution to the overall Banadir Hospital mission that state, we build families for children in need, we help them shape their futures and we share in the development of their communities.
CORE VALUES
Courage - We take action. Commitment-We keep our promises. Trust - We believe in each other. Accountability - We are a reliable partner

3.3 [bookmark: _bookmark23]Structure of Banadir Mother and child hospital
Pediatrics is a branch of medicine that focuses on the medical treatment of infants, children, and adolescents, with a typical age range of birth to 18 years.
Changes in body size are mirrored by changes in maturation. The physiological makeup of a newborn or neonate differs significantly from that of an adult.
Pediatricians are more concerned than adult doctors with congenital deformities, genetic variation, infectious infections, and developmental difficulties. Children, as is been said, are not simple. When examining symptoms, giving drugs, and diagnosing ailments, the doctor must remember the infant or child's undeveloped physiology.

[bookmark: _bookmark24]The Banadir Pediatric Department is one of the hospital's main parts, and it has

3.4 [bookmark: _bookmark25]OPD PEDIATRIC HEALTHSERVICES
Outpatient pediatric department is one of the hospital departments where patients seeking healthcare services come to gather but do not stay long time. OPD is the mirror of the hospital, which reflects the functioning of the hospital being the first point of contact between the patient and the hospital staff.
Patients’ visit the OPD come early morning to get doctor visiting card number by sitting prepared waiting area; the visit card distributors comes and begin giving numbers to the patients who came first time. The children visit the outpatient department for various purposes, like consultation, day care treatment; investigation, referral, admission and post discharge follow up.
Not only for treatment but also for preventing and primitive services like, health checkup, Immunizations, and so on. Patients are initially assessed in OPD by an experienced nurse or doctor where they are thoroughly triaged to the appropriate department or managed as an out- patient. Serious patients admitted to the medicine ward are sent to the intensive care unit (ICU) to hold in 24 hours for stabilization. The ICU staff evaluates the patients, orders laboratory and radiographic studies, and initiates treatment appropriately. When the patient’s condition is stabilized, she/he is transferred to fitting department for the fulfillment of the remaining care. The diseases affecting the patients are numerous, but some of the common pediatric illnesses seen in Banadir pediatric departments include malaria, malnutrition, bronchitis, pneumonia, measles, tuberculosis, diarrhea, whooping cough, anemia, Burn, meningitis, and others. CBC, hemoglobin, blood group, blood glucose level, Malaria blood smears, urinalyses, stool examination, chest X-rays, ESR/CRP are the most common initial diagnostic tests used by pediatric wards.
The majority of patients who visit the Hospital are very poor, and patients themselves often pay in a cost-sharing system only for lab studies and imaging from their pocket on an ordered basis but consultation, bed, treatment, and health care are free for Services. However, there are still quite a number of patients who are unable to pay that little amount therefore, they are provided all their medical care freely by the hospital.
For the limited resources, it is wise to use the physical examination as the first diagnostic tool, such as using mucosal pallor as an alternative for hemoglobin values. Some patients come with very severe illnesses, as patients usually present themselves or are referred for medical therapy late. The severe patients are referred to the emergency and intensive care unit which has a capacity of 20 (ER+ICU) beds for emergency treatment.
In general, if the family members are present, they stay at the patient’s bedside on the floor to help with nursing care and to provide food for the patient. And the hospital sometimes provides food for patients and patients’ caretakers. Each ward in the pediatric department consists of two large open rooms with a capacity of 12 beds per room. Each ward team has an open ground that can hold approximately 30 patients, toilets, and water facilities.
There are 5 nurses per ward during the day and often only 2 nurses at night, family members are, therefore, imperative for their help with patient care.
3.5 [bookmark: _bookmark26]IN-PATIENT WARDS HEALTH SERVICES
The in-patients’ wards are departments of a hospital division that are intended for patients that needs to stay in a hospital while receiving medical care or treatment.
The Banadir Hospital pediatric wards can be generally categorized:
Emergency room for Triage or Categorize of the cases
Ward 21 for the admission of Malaria, Anemia, Gastroenteritis, Hepatitis, and ARI, Bleeding disorder, Asthma, Febrile convulsion, and congenital heart disease cases.
Ward 22 for the admission of Common Surgical Cases (Intestinal Obstruction, Pyloric Stenosis, Bladder stone, Appendicitis), Tetanus, Trauma, Diabetic, Burn, UTI and Renal Diseases (Nephrotic & Nephritic syndrome, RF), Epilepsy, Abscess, Cellulitis, Ascites, Lymphadenopathy, Tumors ( like Leukemia, Lymphoma) and Cerebral Palsy cases.
Ward 23 (Isolation ward) separate ward used for the admission of contagious cases like TB, Measles, Meningitis, Whooping Cough, Encephalitis, and Chickenpox cases.
Ward 24 for the admission of Severe Acute Malnutrition (SAM), Leishmania Cases and Neonatal Cases like Birth Asphyxia, Sepsis, Congenital Pneumonia, Hypoglycemia, Hypothermia, Anemia, Jaundice, Premature babies, Low Birth Weight and Skin Infection and UTI cases.
Ward 25 Diarrhea Treating Center (DTC) for the Diarrheal Diseases (Acute Watery Diarrhea AWD), Bloody Diarrhea, Severe acute malnutrition (SAM) with Severe Dehydration and Cholera and cholera suspect cases.
Intensive Care Unit (ICU) Critical Ill Pediatric Cases like Coma, DKA, Shock, Asphyxia, and Premature babies who need incubator.

 (
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[bookmark: _bookmark27]CHAPTER FOUR:
CHAPTER FOUR-DISCUSSION OF SELECTED HR FUNCTION OF THE SELECTED ORGANIZATION

4.0 [bookmark: _bookmark28]INTRODUCTION
HR managers play a critical role in achieving organizational goals. Human resource/workforce personnel are responsible for completing tasks and achieving organizational objectives.
		As a result, human resources are essential in any firm. The person in charge of such a job, i.e., the human resource manager, is no less important in an organization than human resource at work in terms of getting the right number and kind of human resource at the right time of institution need, as well as motivating, preparing, and developing the human resource to perform the task. The human resource manager is a guide, philosopher, friend, pathfinder, path identifier, issue solution, and competency maker
4.1 Board of trustees
In Banadir mother and child hospital, regulation the Board of trustees consists of 7 members—the board meets twice a year.
4.1 [bookmark: _bookmark30]The Human Resource Committees.
The Human Resources Committee is a Principal Committee of the Board. Its principal objective is to assist the hospital Council and the head of the departments to fulfill their functions by providing timely advice on areas within its remit.
[bookmark: _bookmark31]4.3. Authority
a) The Board Human Resources Committee (the “Committee”) is created and responsible to the Board of Governors (the “Board”) of Banadir hospital”).
b) The Office of the hospital Secretariat shall provide administrative support to the Committee.
c) The Committee shall function in accordance with the Head of the departments, “Board Committees”.
d) The Committee will communicate and/or consult, when appropriate and as needed, with the Executive Committee and with other committees of the Board.

[bookmark: _bookmark32]CHAPTER FIVE
FINDINGS AND DISCUSSIONS

5.0 [bookmark: _bookmark33]INTRODUCTION
[bookmark: _bookmark34]The researchers at Banadir mother and child hospital in Mogadishu, Somalia, looked at the impact of performance management and reward systems on employee motivation. This chapter discusses the research findings, as well as data analysis and interpretation. The study questions and research objectives guided the data analysis and interpretation; the presentation is separated into three parts. The respondents' profile or demographic data was presented in the first part, the study questions and objectives were offered in the second part, and the findings and discussions were presented in the third section.
DEMOGRAPHIC DATA
In the first part of this chapter presents demographic data or general information of the respondents of the study. The profile information of this study consists of five parts which are gender characteristics of respondents, Age of respondents, marital status of respondents, level of education of respondents and length of service at organization of respondents. To find out this information the researchers distributed administrated questionnaire, and the results found the study are presented in the below table 4.1.1.
Hence, in gender characteristics the results shown that male are all about respondents of the distributed questionnaire which respondents’ rate 26 (81.3%) were Male and 6 (18.8%) were Female, this indicates that Most of the respondents were Male holds those position in Banadir hospital see the following table 4.1.1.
[bookmark: _bookmark35]Table 5.1.1 Respondents by Gender

	
	Frequency
	Percent

	Valid
	Male
	26
	81.3

	
	Female
	6
	18.8

	
	Total
	32
	100.0



Table 4.1.2 below summarizes the age of respondents, which are categorized 20-30. The next table 4.1.2 below summarizes the age of respondents, which are categorized 18- 25, 26-35, 36-45, and 45 above. The ages “between” 18-25 are the most age holds those positions in Banadir Hospital, which have response rate of 25 (478.1%). The second ages are “between” 36-45, which had 7 (21.9%), The other remaining ages were above 50, which had 0 (0%). See the following table 4.1.2.
[bookmark: _bookmark36]5.1.2 Respondents by Age

	
	Frequency
	Percent

	Valid
	18-25 years
	25
	78.1

	
	36-45
	7
	21.9

	
	Total
	32
	100.0



The next table 5.1.3 below summarizes, in Marital Status the results shown that marriage are majority respondents of the distributed questionnaire which respondents’ rate 28 (87.5%), this indicates that the majority were marriage and also the second respondent were Divorced which respondent rate 4 (12.5%) that holds those position in Banadir Mother and child health see the following table 4.1.3.
5.1.3 Respondents by Marital Status

	
	Frequency
	Percent

	Valid
	Married
	28
	87.5

	
	Divorced
	4
	12.5

	
	Total
	32
	100.0




The next table 4.1.4 below summarizes the working experience the respondent categorized less than one year, between one and three years, between four and six year, and above six years. Hence, the majority staff working in Banadir Mother and child health was between six and ten years which respondent rate 14 (43.8%), the second respondents were less than five years which respondent rate 12 (37.5%) and the third respondents were above ten years which respondent rate were 6 (18.8%), so that the majority of employees had working long time in Banadir Mother and child health. See the following table 5.1.4.
5.1.4 [bookmark: _bookmark37]Respondents by work experiences

	
	Frequency
	Percent

	Valid
	Less than 5 years
	12
	37.5

	
	6-10 years
	14
	43.8

	
	Above 10 years
	6
	18.8

	
	Total
	32
	100.0



5.2 [bookmark: _bookmark38]DATA PRESENTATION AND ANALYSIS

[bookmark: _bookmark39]Table 5.2.2: The Descriptive Analysis about the effects of rewards systems on Employee motivation In Some Selected Mogadishu Banadir Hospital.
Table 5.2.2 Source: Researchers, 2021

	No
	Scale rating
	N. valid
	Mean
	Std.
Deviation
	Interpretation

	1.
	Rewards are paid by the manager in a biased on their motivation commitment towards their organization motivation.
	90
	1.98
	.925
	          Good

	2
	Reward at work place influence
my productivity
	90
	1.98
	.922
	

	
	
	
	
	
	Good

	3
	Reward brings a sense of security at work place which in turn increase company productivity
	90
	1.09
	.772
	

	
	
	
	
	
	Good

	4
	Employees should be rewarded for putting in their best efforts in order to promote innovation and new ideas, which will boost corporate motivation.
	90
	1.50
	.872
	Good

	
	
	
	
	
	

	5
	Does the rewards given at your company have any impact on your motivation
	
	
	
	

	
	
	90
	1.80
	.967
	Good

	
	Average
	90
	1.67
	.8922
	Good


The tables 5.4 above In Q1, Rewards are paid by the manager in a biased on their motivation commitment towards their organization motivation with mean score 1.98 and Std. deviation is
.925 the range of scale denotes that the respondents answered “Good”
In Q2. Reward at work place influence my productivity with mean score 1.98 and Std. deviation is .925 the range of scale denotes that the respondents answered “Good”

In Q3. Reward brings a sense of security at work place which in turn increase company productivity with mean score 1.09 and Std. deviation is .772 the range of scale denotes that the respondents answered “Good”.
In Q4, Reward is the most significant aspect to eliminate employee for giving their best efforts to develop innovation and new ideas in cress the firm motivation with mean score 1.50 and standard deviation is.872 the range of scale implies that the respondent replied "Good"
In Q5. Does the rewards given at your company have any impact on your motivation with mean score 1.80 and Std. deviation is .967 the range of scale denotes that the respondents answered “Good” So there is small variance in respondents although the majority was Good except in Q4. Thus, mean index 1.67 and std. deviation 0.8922 indicates that there are many factors’ effects of rewards systems on Employee motivation in some selected Mogadishu Banadir hospital the majority of responded of the employees were “Good” respectively.












[bookmark: _bookmark40]Table 5.2.3: The Descriptive Analysis about indirect compensation effect on Employee motivation In Some Selected Mogadishu Banadir Hospital
	No
	Scale rating
	N. valid
	Mean
	Std.
Deviation
	Interpretation





Table 5.2.3 Source: Researchers, 2021
	1.
	Empowerment and recognition of the
employee is one factor of Employee motivation.
	90
	1.05
	.671
	Good

	2
	When employee from loss of salary associated extra job-related illness. The laws generally provide the medical
expenses as Workers’ compensation
	90
	1.98
	.752
	Good

	3
	How helpful is Paying holiday such as,
holidays or Muslim’s festival (AIDs) on employee-to-Employee motivation
	90
	3.53
	1.087
	Very Poor

	4
	Paid for vacation generally depend on employee services. Most of the hospital
unit less than one year.
	90
	1.66
	.831
	Good

	5
	Training of Employees is considered one

of the compensation of employees
	90
	1.53
	.745
	Good

	
	Mean Index
	90
	1.95
	0.8172
	Good


The tables 5.4 above, In Q1 Empowerment and recognition of the employee are one factor of Employee motivation. with mean score 1.98 and Std. deviation is .925 the range of scale denotes that the respondents answered “Good”
In Q2. When employee from loss of salary associated extra job-related illness. The laws generally provide the medical expenses as Workers’ compensation with mean score 1.98 and Std. deviation is .925 the range of scale denotes that the respondents answered “Good”
In Q3, How helpful is Paying holiday such as, holidays or Muslims festival (AIDs) on employee to Employee motivation with mean score 3.53 and Std. deviation is 1.087 the range of scale denotes that the respondents answered “Very Poor”
In Q4, Paid for vacation generally depend on employee services. Most of the hospital unit less than one year. with mean score 1.50 and Std. deviation is .872 the range of scale denotes that the respondents answered “Good
In Q5, Training of Employees is considered one of the compensation of employees with mean score 1.80 and Std. deviation is .967 the range of scale denotes that the respondents answered “Good’’ So there is small variance in respondents although the majority was Good except in Q3. Thus, mean index 1.95 and std. deviation 0.8172 indicates that there are many factors that affect indirect compensation on Employee motivation in some selected Mogadishu Banadir hospital the majority of respondent were “Good” respectively.

[bookmark: _bookmark41]Table 5.2.4: The Descriptive Analysis about Employee Compensation in Banadir Hospital.

	No
	Scale rating
	N.
valid
	Mean
	Std.
Deviation
	Interpretation

	1.
	Employee compensation can increase
the output of organization
	90
	1.88
	.671
	Good

	2
	I hope if compensation is not good my motivation is decrease
	
90
	
3.99
	
.772
	
Poor


Table 5.2.4Source: Researchers, 2021

	3
	Employee compensation may reduce

turnover of the organization
	
	
	
	

	
	
	90
	1.02
	.778
	Good

	4
	The compensation at the workplace

influence Employee motivation
	
	
	
	

	
	
	90
	1.21
	.902
	Good

	5
	I am not satisfied with the
compensations in my company
	
	
	
	

	
	
	90
	4.00
	1.087
	Very Poor

	
	Mean Index
	90
	2.42
	0.842
	Poor


The table 5.4 above, in Q1. Employee compensation can increase the output of organization with mean score 1.88 and Std. deviation is .671 the range of scale denotes that the respondent is “Good”
In Q2. I hope if compensation is not good my motivation is decrease with mean score 3.99 and Std. deviation is .772 the range of scale denotes that the respondent answered “Poor” In Q3 Employee compensation may reduce turnover of the organization with mean score 2.02 and Std. deviation is .778 the range of scale denotes that the respondent answered “Fair”
In Q4. The compensation at the workplace influence Employee motivation with mean score
1.21 and Std. deviation is .902 the range of scale denotes that the respondents answered “Good”
In Q5. I am not satisfied with the compensations in my company with mean score 4.00 and Std. deviation is 1.087 the range of scale denotes that the respondents answered “Very Poor” So there is variance among the giving respondents although in Q1 & Q3 Q4 were answered the respondents is “Good” while in Q2 responded is “Poor” & in Q5 responded is “Very Poor”. Thus, mean index 2.42 and std. deviation 0.842 indicates that the relationship between Employees Compensation and Organization motivation is Very Poor. Table 5.2.5; Pearson correlation between Salary Compensation & Employee Motivation in Banadir Hospital:
*. Correlation is significant at the 0.01 level (2-tailed).
	Dimensions
	
	
	Employee Motivation

	salary
	Pearson
correlation
	
	.546

	
	Sig.(2-tailed)
	
	0.000

	
	N
	90
	90


Based on the result of the table 4.6, about salary & Employee motivation is investigated using Pearson product momentum correlation. The result indicated that the salary as compensation can significant positive relationship toward Employee motivation given r=0.546 N=90 P= is less than 0.01. This result means the high of the Salary is the high of the Employee motivation and it’s vice versa.
[bookmark: _bookmark42]Table 3.2.6; Pearson correlation between Rewards systems & employee Motivation in Banadir Hospital:
*. Correlation is significant at the 0.01 level (2-tailed).

	Dimensions
	
	employee

Motivation

	Rewards systems
	Pearson

correlation
	.567

	
	Sig.(2-tailed)
	.003



	N
	92
	92


Based on the result of the table 5.7, about Rewards systems & employee Motivation is investigated using Pearson product momentum correlation. The result obtain indicated that the Rewards systems can significant positive relationship toward employee Motivation given r=.567N=92 P= is less than 0.01. This result means the higher of the Rewards systems is the higher of the Employee motivation and it’s vice versa.

[bookmark: _bookmark43]Table 5.2.7; Pearson correlation between indirect compensation & employee Motivation in Banadir Hospital:
*. Correlation is significant at the 0.01 level (2-tailed).

	Dimensions
	
	
	Employee

Motivation

	indirect compensation
	Pearson

correlation
	
	654

	
	Sig.(2-tailed)
	
	.004

	
	N
	90
	90


Based on the result of the table 4.8, about indirect compensation & employee Motivation is investigated using Pearson product momentum correlation. The result obtain indicated that the indirect compensation can significant positive relationship toward Employee Motivation given r=.654N=92 P= is less than 0.01. This result means the higher of indirect compensation is the higher of the Employee Motivation and it’s vice versa.

[bookmark: _bookmark44]CHAPTER SIX:

[bookmark: _bookmark45]CONCLUSION AND RECOMENDATION
6.0 [bookmark: _bookmark46]SUMMARY AND CONCLUSION
6.1 [bookmark: _bookmark47]Major findings
The main objective of this study was to identify the relationship between about Employee’s compensation & Employee motivation in Banadir Mother and child hospital exists or not, so the researcher of this study found that there is a significant positive relationship between the two variables (Employee compensation & Organizational Performance).
Actually, there is not only a clear a positive correlation between Reward systems & employee motivation, but also there is a strong positive correlation between the two variables.
Also, the third objective of the study was to investigate how the indirect compensation effect on Employee motivation in Banadir Mother and child hospital. And this study shows that there is a strong positive relationship between indirect compensation and employee motivation (r=.654 N=90 P= is less than 0.01), as the previous studies indicated significant positive relationship between indirect compensation and employee motivation. It was observed the indirect compensation does have significant effect on employee motivation given r=0.615, p=0.004 ((Fernand and Awamleh, 2006).
Really, there is not only a clear a strong positive correlation between indirect compensation & employee motivation, but also there is a strong positive correlation between the two variables.

6.2 [bookmark: _bookmark48]Recommendations
The following major recommendations are suggested for Banadir maternal and child hospital: -
1. The researcher recommended that a primary objective of Banadir maternal and child hospital can be clear understood to the Employee Compensation in order to reach Employee performance.
2. 	The researchers recommended that managers of Banadir maternal and child hospital can maintain Employees Compensation in order to enhance employee performance.
3. The luck compensation practices can be reduced by trainings to the managers about the importance of compensation in the work environment that may create awareness to the all employees, thus increase their productivities.
4. Finally researchers recommended that Banadir maternal and child hospital should clearly Compensate of the employee to achieve employee satisfaction enhance employee motivation.
6.3 [bookmark: _bookmark49]: AREAS FOR FURTHER RESEARCH
The researchers suggested that more research should be done in the following areas, other components of Employees compensations toward incentive or rewards toward employee motivation.
Future researchers should also find out the solutions to the problems that affect Employees compensation toward employee performance in any given organizations.
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[bookmark: _bookmark54]Appendix I: Questionnaires


Research Questionnaire
Dear Sir/Madam
This questionnaire will made for collecting date to conduct academic research on Impact of Performance management and compensation practices on employee motivation in Mogadishu telecommunications. The researcher mentions that all information will be used for academic purpose and all information from you will be treated confidentially.
Please tick the appropriate response of the following demographic information.


SECTION (A): PROFILE OF THE RESPONDENTS (PR)



1. Gender	1. Male
2. Age
1) 18-25	2) 25-36
above
3. Marital status	1) Single
2. 
Female


3) 35-45


2) Married




4)	45	and



3. Highest level of education
1)  Diploma Degree	2) Bachelor Degree	3) Master Degree 4) Others
Section B. Reward system.

	No
	Reward system.
	Strongly
agree
	agree
	Disagree
	Strongly
disagree

	1.
	Reward at work place influence my
productivity
	
	
	
	

	2.
	Rewards are paid by the manager in a biased on their performance commitment	towards	their
organization performance.
	
	
	
	



	3.
	Reward brings a sense of security
at	work	place	which	in	turn increase company Productivity
	
	
	
	

	4.
	Does the rewards given at your company have any impact on your
Motivations
	
	
	
	







Section C Performance Appraisals on Employee Motivation

	No
	Reward system.
	Strongly
agree
	agree
	Disagree
	Strongly
disagree

	1.
	Performance appraisal makes me work
harder than expected
	
	
	
	

	2.
	Performance appraisal makes me work
at my normal pace
	
	
	
	

	3.
	Performance appraisal makes me work below expectation due to how it is conducted
	
	
	
	

	4.
	f	don’t	agree	with	performance
appraisal score, there is appeal process
	
	
	
	



Section (D) please tick the appropriate answer

	No
	direct compensation
	Strongly
agree
	Agree
	disagre
e
	Strongly
disagree

	1
	I am paid commissions if I meet my
job targets
	
	
	
	



	2
	The	commissions	paid	to	me
motivates me to work hard and achieve more targets
	
	
	
	

	3
	I receive merit pay for job well done
	
	
	
	

	4
	My basic pay is balanced to the work
I do
	
	
	
	














Section (B) please tick the appropriate answer




	No
	Employee Motivations
	Strongly
agree
	agree
	disagree
	Strongly
disagree

	1
	Employee compensation can increase the output of employee.
	
	
	
	

	2
	The compensation at the workplace influence Employee Motivation.
	
	
	
	




	No
	indirect compensation
	Strongly agree
	agree
	disagree
	Strongly
disagree
	

	1.
	Empowerment and recognition of the employee is one factor of organizational performance.
	
	
	
	
	

	2.
	When employee from loss of salary associated extra job related illness. The laws generally provide the medical expenses as Workers
compensation.
	
	
	
	
	

	3.
	How helpful is Paying holiday such as, holidays or Muslims festival (AIDs) on employee to
organizational performance
	
	
	
	
	

	4.
	Training of Employees is considered one of the compensation of employees
	
	
	
	
	

	3
	Employee compensation may reduce turnover of the organization.
	
	
	
	

	4
	I	am	not	satisfied	with	the compensations in my company
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