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ABSTRACT

The research intended to establish the impact divaton on employee performance of UPE
(Universal Primary Education) schools in Ugandae Tack of sufficient motivators in UPE
schools as the study problem was addressed usumngofgectives as to establish the different
motivators of employees in UPE schools, to acdesgdlationship between motivational levels
and employee performance levels in UPE schoolgxtmine the impact of motivation on
employee performance in UPE schoolsand lastlyeatify the challenges faced by management
in the effort of motivating employees in UPE.

A conceptual frame was also deemed necessary éoptinposes of addressing the research
problem. The variables in conceptual frame workemaotivation as the independent variable,
employee performance as the dependent variableh@nthtervening variable were government
intervention and social cultural factors.Herzberge factor theory was used as the theoretical
frame,hypothesizesboth null and alternative wes® aleemed necessary as better motivation
strategies will improve employee performance andl tativational strategies will not improve
employee performance respectively.

A literature review was conducted on the reseaogictin line with the objectives, conceptual
frame work, theoretical frame work and hypothesit \wwmphasis on the research objectives.

The research was conducted using a case studyndestiy UPE schools in Gayaza County
Wakiso district, both quantitative and qualitati@gproaches were applied and a cross section
survey was used for the case of the time horizamtaDQvas collected using Questionnaires,
Interviews, observation and the review of secondiata from the library. The research targeted
employees of all categories with focus on the teehaking them to be the most important
employees of schools.

Data was analyzed using the Statistical Paxkdgr Social Scientists (SPSS) where
conclusions were drawn from tables generateah fitte Package and these same tables were
used to generate graphs and pie charts from elkaeMmiere used to present the findings. The
findings were presented in a way that they answéhnedobjectives, conceptual frame work,
theoretical frame work and hypothesis both null altérnative in that order.

According to the research, it was found out thatriotivational strategies that have so far been
implemented in the UPE schools are not good endughf bettered then the performance of
employees in these schools will increase.

The researcher recommends the schools to betterntioéivational strategies and get all stake
holders especially government, teachers and pamhtbe pupils that go to these schools
involved in the motivation of employees.

In conclusion, motivation has a positive impact employee performance and hence a
significant relationship between the two. Improvimgtivation of employees is the one assured
way of improving employee performance.



CHAPTER ONE: GENERAL INTRODUCTION

INTRODUCTION
The motivation of employees is considered an ingmaraspect of human resource management

(Cole, 2002). It is the willingness to exert higivéls of effort to reach organizational goals
conditioned by the efforts’ ability to satisfy sonmadividual needsMendonca and Kanungo
(2003, pp. 65-75).This definition further presetite importance of motivation as an aspect of
human resource management since it leads to thevachent of organizational goals which in

all cases are the reasons for the existence dfitieeent organizations.

Motivation has also been defined by other schdiiesConninghamand Stanley (1993) as the
inner state that activates a person and this iesluttives, desires and motives. Cole (2002)
defines it as a process in which people choosedetvalternative forms of behavior in order to
achieve personal goals and Casio (2003)definesat@erson’s drive to take action because they

want to do so.

Therefore the definitions of motivation according €onningham and Stanley (1998jsio
(2003) and Cole (2002) can be referred to in concludimgt motivation directs the affected
party’s behavior willingly. It can therefore be ds& direct the behavior of employees in

different organizations by management as it maggae

In relation, Ferell, Hirt and Ferell (2006) defimeotivation as the inner drive that directs a
person’s behavior towards goals and according e (2004) it is a process both instinctive and
rational by which people seek to satisfy the bakiges, perceived needs and personal goals
which trigger human behavior. The definitions oftiwation according to Ferell, Hirt and Ferell
(2006) and that of Cole (2004) unlike those of Gogham and Stanley (1993) Casio (2003) and
Cole (2002) go ahead to indicate the significant@e®ds and goals. Therefore from all the
definitions above motivation can best be definedrasternal feeling that guides the actions of

individuals towards the achievement of desiredgeabkand organizational goals.

Armstrong (2010) states that employee performasitied level at which the employees meet the

set performance targets of the organization. Tresipte targets can be in form of profits and

Xi



any other form of expected results according todperations of the organization. Employee
performance is a major indicator of overall orgatianal success and hence should be an area of
focus for the management of different organizatismss to achieve high levels of performance
(Page and Braddock, 2009).

Page and Braddock (2009) further indicates empkyag the most important factor of
production, in support Corey (1973) goes aheackptaé how employees add the most value to
the organization through the importance of employegale and how it helps managers avoid
unexpected troubles at work.

Couger, Zawacki and Oppermann (1997), Camilleri Hedden (2007), Muse at al (2005) all
regard the relationship between motivation and eyg# performance positive. In addition
Armstrong (2010) regards motivation as the mosiciefit way of improving employee

performance. Therefore management needs to focysraper employee motivation so as to
achieve high levels of organizational performance.

In relation to the above argument, Hiam (2000) sstg that the traditional command and
control has reached its limits and can no longereiase productivity. This is because it's
equivalent to pushing employees up a hill wheroiild take less effort to assist them find the
hill they want to climb. Therefore the motivatioh @mployees so as to have them perform as

their own initiative is recommended for better pemfance.

The motivation of employees when carried out inright way impacts positively on the levels
of employee performance which leads to greater atvgrerformance of the organization
(Colquit, Lepine and Wesson, 2011). This is an dattir of the importance of motivation,
employee performance and the relationship betwkentwo. Luthans (2005) emphasizes the
important of employee motivation as it leads tadye¢mployee performance which in turn leads
to greater organizational performance meaningtti@imotivation of employees to perform can

be used to improve organizational performance.

In UPE schools there have been efforts by managetoanotivate employees through efforts
like providing allowances with the most popular dreng provision of housing facilities and

this therefore is believed to influence performarfbvesigye, 2013)



The motivation of employees is a critical aspectm@nagement in all organizations as earlier
seen. This study will therefore express the impachotivation on employee performance in the
education sector with focus on the lower levelpiary education. The emphasis will be on
the government owned primary education institutiander the programme of UPE in Gayaza

county of Wakiso district.

1.1 BACK GROUND TO STUDY
Employee motivation persists to intrigue and depedanong both business practitioners and

organizational behavior researchers (Quigley e2@Q7). The desire to understand the above
phenomena is driven by the recognized impact thags on organizations, individuals, and
society at large. In addition Grobler and Warni2d(6) state that motivation of employees has
been a great concern for significant organizatiom®ldwide due to its influence on the
performance of the employees and hence in the lumgthe performance of the entire

organization.

Robbins (1998, p.165) states thatincentive progréwange long been part of the corporate
landscape in developed countries of Europe andltiieed States of America (USA). This trend
has also taken over in Asia and Africa. Compamethése countries are introducing incentives

based motivation programs to boostemployee prodticti

Africa like the rest of the world recognizes thgnificance of employee motivation for the
success of any organization (Kimbugw2003). However, it cannot be ignored that the
organizations in Africa especially in the low dey@dd countries pay less attention to employee

motivation as compared to the other developed cmsrike USA.

Uganda as an African country also does not paygmattention to the motivation of workers
as most employers mind more about the objectiyerafit maximization and hence try as much
as possible to reduce costs like give low salaaies less allowances which in turn affects the

moral of the employees and leads to low perform@koabugwe, 2003).

Motivation in the education sector worldwide isgvéat importance as the sector is responsible
for the success of all the other professions. Deitew (1986) emphasizes the significance of

motivation in the education sector by appreciatimgt efficient educational institutions at both



lower and higher levels of learning are characeetiby knowledgeable and highly motivated

principals and teachers.

Despite the importance of motivation in the edwratector, the issue has not been accorded
enough attention worldwide as poor motivation aauklof accountability have been reported to
result in high levels of teacher absenteeism inynbaw developed countries (Glewwe and Zhao,
2009)

Glewwe and Zhao further emphasize poor teachemddtece as a direct consequence of the lack
of teacher motivation and hence the teachers hawveanal to come to school. This indicates that
the motivation problem in the education sectorvgadwide concern and therefore some action

needs to be taken.

Chapman (2003) states that teacher migration t&Jthied Kingdom (UK) had still been largely
circulatory in nature with a large proportion ofesseas teachers finding it difficult to cope with
the schooling culture and general working environthespecially in inner city schools and
returning home, usually after a few years. Thigaatés that even the developed countries like

the UK are still faced with low levels of motivation the education sector.

Brighouse (2002) indicate that 98.2% of recurrent expenditure imay education in Africa goes
to teachers’ salaries. However, the average ptgacher ratio is 30:1. This ratio results in
relatively high teacher costs, which have beerdcag a factor hindering the motivation of the
teachers since the available funds cannot meet tostis and they are over loaded with big
numbers of pupils. This therefore leads to poorlegge motivation in primary education being
not only as a result of what teachers ought toivecand are not receiving like adequate salaries

but also as a result of having to attended to anbigber of pupils by themselves.

The low levels of teacher motivation are more enida government institutions including the

institutions of higher education like the publiciversities as indicated by a strike of Makerere
university lectures asking for 100% salary incremé@wesigye, 2013). There have also been
several strikes by the lecturers of the same utgiit in the past like that of two weeks as stated
by Haggai (2011) was due to the refusal of theonali security fund to release their money in

pension funds which | must say was demotivating.



The low levels of employee motivation in the ediarasector are more widely spread in the low
developed countries especially amongst countrias lave the government policy of free
primary education (FPE) which is commonly known @RBE in UgandaGlewwe and Zhao
(2009%tate that other African countries like Kenya, ltasoand Malawi have also introduced
FPE and the pupils in the schools where the progaave been implemented have been faced
with less delivery from the teachers due to thei Imotivation by the respective governments

under the ministries of education.

The FPE government policy could be implemented ditipal grounds for governments to gain
fame and just like most political promises oncepower the maintenance of these schools
changes in many aspects which have adverse etieatsnployee motivation. This can be seen

in the case of Uganda with the unending strikethbyprimary teachers (Kwesiga, 2013).

It must be noted that the motivation problem in élgeication sector in Africa is not only faced
by the countries with FPEslewwe and Zhao (2009) present a study on Zimbabwean teachers
faced with various challenges in their professiomd dhese include low salaries, lack of
resources, poor working conditions which all leadtheir low motivation to perform. These
teachers not having been in countries with FPE shtvat such countries are also facing
challenges therefore attention should not onlyibected those with FPE.

In the countries with FPE the motivation problenmas only faced by the schools under FPE but
also the private schools, In relationPratt and Wi (2008)states that the private schools
operate at a very big cost without subsidies frobengovernment due to the operational expenses
with the main one being the salaries of employdess& being profit making organizations costs
are cut so as to maximize the profits and in smgléhe salaries of the employees , incentives
and allowances are likely to be affected hencectffg motivation since most of them involve

costs.

1.2 PROBLEM STATEMENT
Motivation of employees in UPE schools in the pamtild have been better than the present

situation since there were fewer cases of malmest{Chapman, 2003). This therefore indicates
that employees received the allowances entitletém, got jobs on merit, were not segregated

at work and hence were motivated to perform.



Todaythe education sector has been characterizeall fprms of corruption and strikes for
employees’ rights as evidenced by Mwesigye (20TB)s therefore indicates lower levels of
employee motivation. Given the above present sanagémployee motivation levels in UPE
schools need to be improved.

This research will therefore address the employedivation problems in UPE schools by
emphasizing the impact of motivation on employedgomance.In the future, the motivation

situation in the UPE schools will improve and heaogloyees will perform better.

1.3 PURPOSE OF THE STUDY
The intent of this study is to establish if motieat has an impact on employee performance in

UPE schools. The study will also establish the howtivation impacts on employee

performance and the different levels of the refahop that exists between the two.

1.4 OBJECTIVES
1. To establish the different motivators of emples@é UPE schools.

2. To assess the relationship between motivatitevals and employee performance levels in
UPE schools.

3. To examine the impact of motivation on emplogegormance in UPE schools.

4. To identify the challenges faced by managenmettie effort of motivating employees in UPE

schools.

1.5 RESEARCH QUESTIONS
1. What are the different ways through which employeddPE schools can be motivated?

2. What kind of relationship exists between motivasiblevels and employee performance
levels in UPE schools?

3. What impact does motivation have on employee perdoice in UPE schools?

4. What challenges does the management of UPE scHaoés in trying to motivate

employees?

1.6 NULL HYPOTHESIS
Better motivational strategies will improve empleygerformance levels in UPE schools



1.7 ALTERNATIVE HYPOTHESIS
Bad motivational strategies will not improve perfance levels in UPE schools.

1.7 SCOPE OF THE STUDY
This study will be on the impact of motivation om@oyee performance amongst other factors.

1.7.1 Content Scope

Despite other factors affecting employee perforneatius study focuses on motivation breaking
it down in the extrinsic and the intrinsic motivetolt examines the impact of motivation on the
performance of employee in the education secton ¥atus on the UPE schools and breaks
down employee performance in to service delivery arademic performance levels of students.

1.7.2 Time Scope
This study will use records of the different sclsodbr years between 2008 and 2013 for

comparison, getting the other data using intervjeugstionnaires and observation. The study is

to be carried out in the period of one year, thds32to 2014.

1.7.3 Geographical Scope
It will focus on UPE schools in Gayaza parish innjabo Sub County, in kyodondo East

County of Wakiso district in the central regiond§janda as a case study. The schools in this
area will include; Gayaza junior school P/S, St résa Gayaza girls school P/S, Bishop
Mukwaya P/S, Gayaza boys P/S, Wampewo P/S, Bulif§akasangati Muslim P/S and others.

1.8 SIGNIFICANCE OF THE STUDY
This study will provide valuable insights to thevgrnment, head teachers of Universal

primary schools, development partners and dbeimunities on the effect of motivation on

the performance levels of Universal primary Edioraprogram

The findings of the study will provide the Ministof Education and sports with data on how
motivation affects employee performance in UPE stho In turn, the Ministry of Education

and Sports may be in a position to improvepleyee motivation and establish their
effectiveness in order to take effective mees regarding the performance of UPE

schools.

By presenting data on the effect of motivation ompyee performance, the Government of
Uganda(GOU) is likely to be in a position tonm up with strategies to improve employee



motivation in order to uplift the performance of EPFn Uganda. In respect of school
management committee or board of governors, théystould be used to check on the weak

areas of human resource management and thus imgrtheir performance.

The findings may assist the donors and other wedhers in assessing the level of needs in the
implementation of the program of UPE and hence g/ to contribute to the betterment of

the program.

The study will also add to the body ofowtedge on UPE management, service delivery
and other factors aside filling gaps in reseastiich could prompt other researchers to do

similar studies.

1.9 JUSTIFICATION OF THE STUDY
This study should be of great importance as it wilggest ways to effectively motivate

employees and such the results will be used bgdhemunity of Gayaza county Wakiso district,
the pupils and employees of UPE schools and themait large especially the ministry of
education and sports because they will improvelpuperformance in the UPE schools.

The findings of the study will indicate how to ingpe the motivation of teachers in UPE
schools. The study’s intent being to show the §icgmce of employee motivation, a few that
will come across it will learn about the significanof employee motivation and may in one way
or another help change the current situation eafpgdan the UPE schools and the education
sector at large.

It will also improve the researcher’s ability toncluct research as the researcher. It will help
develop different skills during the study like @ation of the data which will equip her with

skills that will be of great importance in the wiorix world.

The study will be used by other researchers iaréutliealing in the same field as a guide and
reference for their studies hence will help thepgdeavho will carry out similar research in the

future

1.10 DEFINITION OF IMPORTANT TERMS
Impact



This is the result or outcome that comes out o&giactions or decisions (Kleiman, 2000). In
this context impact can be best defined as thectefiemething has on something else. In this
study the term impact has been used to expressfteet employee motivation can have on

employee performance.
Motivation

Motivation is an inner drive that directs a persohehavior in a given direction (Kreinter and
kinicki, 2001). When motivation has been achievedirects the affected party’s behavior. This

study will express how employee motivation dirdbts performance of employee.
Employees

This is a group of people skilled, semiskilled gee unskilled, working for an organization for
payment (Armstrong, 2010). This payment can beomnfof salary, wages and many other
forms. Employees can be both permanent and tempdrath full time and part time as long the

work under an organizational structure for payment.
Performance

This is the level at which individuals or organinas achieve the goals and objectives for which
they exist. In this study it can be best be defiasdhe level of effectiveness and efficiency of

employees in an organization since it involves eygé performance

1.11 CONCEPTUAL FRAME WORK
This expresses the relationship between motivadimh employee performance, however it also

shows other factors that affect this relationshiyat's to say government influence and social

cultural factors.



Figure 1: conceptual frame work

Independent variable Dependent variable
MOTIVATION PERFORMANCE
¢ Intrinsic motivation 5 e Service delivery
e Extrinsic motivation e Students’ academic performance

Intervening variables

Government intervention

e Rulesandregulations
e Budget allocation

Social cultural factors

¢ Employee relationships
e Education levels
* age

Source; developed by the researcher.

The conceptual frame work above illustrates thati@hship between motivation (independent
variable) and employee performance (dependenthtajiantervening variable like government
influence and social cultural factors which couftket the relationship between motivation and
employee performance have also been presented.

The independent variable (motivation) is broken domwto intrinsic and extrinsic motivation as
the different types of employee motivation (Nelseh al 2006).The dependent variable
(performance) is broken down in to service delivengl students’ academic performance as the

indicators of the employee performance levels ifE$Phools.
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The intervening variables thus government influeswee social cultural factors are broken down
in to rules and regulations and budget allocatienttee different ways through which the

government can influence the performance of em@eye the UPE schools. The social cultural
factors like educational level, age and employésiomship are considered to have an impact on

the performance levels of employees in UPE schools.

The conceptual above therefore presents the resdtip between motivation and employee
performance while putting in to consideration ttibeo factors like government influence and

social cultural factors which affect the relatiomsh

1.12 THEORETICAL FRAME WORK
Herzberg's (1959) two factor theory of motivatioashbeen used as the theoretical frame work

for the study. Luthans, 2005 categorizes ways ofivatng employee under the two factor
theory as motivators and hygiene factors.

Brass(1981) presents some of the motivators asgnéan, achievement, appreciation and
others. He further presents the hygiene factons@sey, benefits and allowances. Cole (2004)

relates hygiene factors to extrinsic motivation amativators to intrinsic motivation.

Amabile (1993) argues that there exist numerous jabich are purely extrinsicmotivated.
However, when taking Herzberg's (1959) Two-Factoeary into account, it is arguedthat
extrinsic factors or hygiene factors cannot causdivation or satisfaction, so it is likelythat
those factors are not causing high performances.

CONCLUSION

In this chapter the researcher looked at the inztdn, background, problem statement,
conceptual frame work theoretical frame work, scagectives, research questions, hypothesis,

significance and justification of the study.
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CHAPTER TWO: LITERATURE REVIEW

2.0 INTRODUCTION
This chapter was intended to give a detailed dsounsof the other people’s views on motivation

and employee performance in relation to the rebeaic point of view. The literature was
presented according to the study objective and eqatnal frame work in chapter one so as to
give a better understanding of the research prabléns chapter formed a basis for choice of

methodology used for data collection and the basithe interpretation of the finding.

2.1 MOTIVATION AND EMPLOYEE PERFORMANCE

2.1.1 Motivation
Cole (2002)defines motivation as a process in whihple choose between alternative forms of

behavior in order to achieve personal goals. Quigteal 2007 state that it's a person’s drive to
take action because they want to do so .Motivatsothe inner drive that directs a person’s
behavior towards goals (Ferell, Hirt and FerellD@0 Cole (2004) defines it as processes both
instinctive and rational by which people seek ttis$athe basic drives, perceived needs and
personal goals which trigger human behavior. Thesdfore indicates that motivation has been

defined differently by different authors.

The definitions of Ferell, Hirt and Ferell (2006)daCole (2004) state the significance of needs
and goals in the motivation of human resource. digrificance of needs as presented above can
be related to Maslow’s 1943 hierarchy of needs Thidd therefore be considered to mean that
motivation is a personal feeling and for it to b#uenced positively one has to understand the

needs and goals of the people they intend to ntetiva

Camilleri and Herjden (2007) state that employeetivaton plays a central role in
management.In support of the above argument, L§20i@7)has had a revolution over the years
as follows: the earliest views on motivation embcdedonism which specifically viewed
people as beings that seek pleasure and comfoke wiing as hard as possible to avoid pain
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and discomfort. This view dominated and shaped d¢hey people’s thinking regarding
motivation. It must be noted that this view indifgcsays people work for gain and does not

consider people working in the expectation of namelike voluntary work.

The embrace of hedonism in the earliest view igreat importance since in most cases people
behave the way they do expecting something in mehence avoiding pain and embracing
pleasure. This is explained that in most casen #waese that work for no payment directly have
reasons for their actions which in most cases litlsnislem in one way or another hence at the

end of the day they do the work to avoid pain amtébrace pleasure.

Bee further presents a scientific management oéwnotivation which as the second view
emphasizes the belief that money is the most irpbrmotivator as presented by Mcshane and
Mcshane and Glinow(2000) and hence people are atetiveconomically and will work as hard
as possible to get all the money they can. (Armsir@010), however states that there is more to
work than money if we knew what it was then we wioget people working. The above
statement and the complexity of some human beh&k®rthe extreme effectiveness of some
under paid teachers which cannot be explained Isyuiew lead to the development of the

current view of human relations.

The human relation view as explained by Laurie 208uggests that people can be motivated
by social factors other than money and hence woekraling to the social environment at work.
This is supported by Colquit, Lepine and Wessonl{2Qhat presents finding of a study in
which employees under estimate the power of salaeinfluence their performance. The
different motivators therefore according to thiswiwould be recognition by the boss at work,
appreciation, job satisfaction and other relatedofiss (intrinsic motivators). This could be taken

to indicate the significance of intrinsic over éx$&ic motivation.

The earliest, scientific management and humanioektview on motivation are important in
their own perspective hence need to be understoad applied to employees as a where

necessary.

The classical theory of human relations as predemg Brown (2005) emphasizes that
motivation explains why people behave as they éacé explaining why the motivated behave

positively and the less motivated negatively. Camest be taken not to misunderstand this
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statement by focusing attention on extrinsic matxalike salary to mean that the underpaid do
not perform and vice versa. It should just be tat@mean that all those performing to their
expectations weather exposed too little or a lagxdfinsic motivators are motivated in one way
or another to perform the way they do.

Despite the great significance of motivation, itgnbe noted that motivating people is a very
difficult task since it requires understanding otheople’s needs and goals which is likely to be
unrealistic and complex given that people are dbfieand have different goals and needs which

are best known to the individuals themselves.

Needham (1999) states that the application of rabtwndiffers in organizations and individuals
as they relate towork consequences, a sense of olairgation or a sense of opportunity that
can be realized. Health and safety may stem fr@al l@€conomic and/or social pressures which
provoke a fear of adverse through addressing weekt and safety. Therefore all aspects of
one’s environment like economic, social, and paditihave influence on the person’s motivation

and hence should be considered.

It cannot be ignored that people and organizatiares different hence apply motivation
differently despite the existence of common motorataspects that apply to all most all
individuals and organizations like the significarafea sufficient salary for employees. Whetten
and Cameroon (2007) related their finding that migjaf front line workers would not leave
their job unless another employer offered them %o 20crease in pay and 30% increase in
benefit. This does not mean that different people be motivated the same way but simply
points out some commons ways in which employeeseamotivated hence management needs

to establish these common ways so as to have ig#aubtivation for all employees.

The motivation of employees is a hard task to uiadter since it involves different employees
with different motivators, employees all have diffet private lists which trigger efforts because
they want to receive the items on these lists (aB800). Management of organizations so as
to best motivate the work force needs to undersiach employee’s private list which is

unrealistic, hence employers need to be carefulevthey motivate the work force.
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Brooks and Shell (2006),emphasize that teachenatain is fragile and there are definite limits
to what teachers will be prepared to endure. Theeakachers just like the rest of the employees

need to be carefully handled while trying to matievéthem so as to influence their performance

However, motivating workers to do wrong things or the wrong reasons can have diverse
effects on an organization. For example encouratfieg to take excessive risks through high
compensation is not a good idea and can lead toaktimisconduct. It has been observed by
economic analysts’ worldwide that the recent finahcrises result from allowing excessive risk
taking in order to achieve financial reward espéciawhere losses are involved
(Csikszentmihalyi,1997). Therefore motivation didouclearly be differentiated from

encouraging excessive risk taking for financiahgai

There is no clear way in which motivation can beasuwged and it has not been presented,
however motivation can be related to the level@fgrmance directly by assuming that greater
performance levels indicates higher levels of wadion and vice versa. Therefore from the

measurement of performance one can just relatevaimn to the results and have an assumed

measurement of motivation levels amongst the eng@eyf a given organization.

Despite Muse et al (2005) ‘s rank of employees l@s most important contributor to

Organisational performance, the direct relation afrganizational performance levels to
employee motivational levels in the measure of wadibnal levels is un realistic since human
resource as a factor of production is not independkother factors of production. This makes it
a difficult method for management to use.

2.1.2 Employee Performance
Alhas (2007) defines employee performance as ¢wel lat which the workers of a given

organization full fill their obligations. Farland 958) states that employee performance greatly
affects the organizational success since it's thanmcontributor to the success of an

organization. In additionRoss, Westfield and Jorda0d06) consider employees as the most
important factor of production and note that theliance organizational engagement. March and
Sutton (1997) regards the change of personnarttepnt to human resource department an

indication of how significant human resources ararty organization.
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March and Sutton add that personnel departmentdedaat employees as any other factor of
production while human resource regards them ascue factor of production which is human
and hence has life un like the others. Therefotepedcautions must be put in place by
organizations to ensure great employee performsnees to be successful and one of the factors

with great impact on employee performance is eng®#ayotivation.

Employee performance may be hard and expensiveetsune as seen in the work of Gitman
and Carl (1995) who states that it is hard becéluse are many people involved at different
levels and in different sections. Hence, for anaaigation to succeed in the measure of
employee performance it may need to apply differaathod at each level and in each section

depending on its process of production in orderater for the different employees and sectors.

Employee performance influences organizational quathnce and thus can be measured in
different ways depending on the production proadsthe organization. Where there is direct
production like where each employee completes dineeprocess of production or in case of
professional jobs where an employee is consultedabgiven client then the employee
performance levels can be measured by the outpditnammber of clients served by each

employee respectively

There are instances where employees are given gesls and performance measured. The
level of performance for all the individuals in tlggoup can therefore be measured by the output
for the whole group. However, this method is natuaate since it assumes uniform performance
for the whole group which could be unrealistic.

The level of employee performance could be meashyeoutcomes (Kane, 1996). An example
can be taken as profits for the profit making orgations. Students’ academic performance for
education institutions like the primary schools wbcoonsider the performance of the school in
the national primary leaving examinations (PLE)wdwer care must be taken in the use of this
organizational out comes since the good/ideal perdoce of the organization may be resultant
of other factors involved in production. At timescambination of given factors may impact
Organisational out comes and hence directly rejatinese out comes to employee performance

would be assuming that employees are the onlyfaétproduction which is unrealistic.
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In relation to the above the measurement of emploperformance directly from the

organizational performance could be consideredoredse since the employees are the most
important factors of production and direct and guilde other inputs therefore influence the end
results to a great extent whatsoever. This thesafaticates that to a great extent the employee

performance levels can be measured by organizhbameomes or performance levels.

2.2EMPLOYEE MOTIVATORS
Luthans and Davis (1995) categorize the motivatibeamployees according to the source of the

motivating factor and hence present the types divaition as intrinsic and extrinsic motivation.

Hohnbaum further looks at intrinsic motivation &sitt which comes as an effect of a direct
relationship between the person and the task hessdts from internal feelings and extrinsic
motivation is as a result of external factors by t¢tther parties like salary, allowance and others.

Newstrom and Davis (1993) regards intrinsic motovags a resultant of internal rewards that a
person feels when performing a task based on tfegment. This therefore presents a direct
connection between work and reward. The employethis case is self-motivated. Intrinsic
rewards drive internally from individuals that da@ experienced through their work such as the
feelings of accomplishment (Luthans, 2005, p. 2B&itner and Kinicki (2001) emphasizes that
intrinsic motivation can also be called internaltiwation which results from positive internal

feelings.

Rewards such as positive recognition, enjoymentpraplishment, knowledge gain and skill
development have consistently been shown to inergdgnsic motivation (Colquit Lepine and
Wesson 2011, P. 185). This effect on intrinsic nadton gives such rewards a unique advantage
and makes them an important factor in the reasdnspeople stay with one firm over another

one other than for purely monetary intentions.

Extrinsic motivation drives people’s behavior whbey do things in order to attain a specific
outcome. Byars and Rue (2011) states that it ikeduby people’s desire to achieve or avoid
some type of outcome. The extrinsic rewards arereat outcomes granted to someone by
external environment like other people or an orgaion of interest so as to influence the

performance of the person. Colquit Lepine and Weg2011) specifies that they are in most
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cases extended to the employees in form of incestand these include pay, bonuses, benefits,

support, free time and promotions.

Mcshane and Glinow (2000) states that monetaryninges can be direct and indirect with the
direct ones including money in form of salaries eathhas been regarded as the most effective
motivator. However research findings presented bigdt Lepine J A and Wesson (2011, P.
186) show that employees underestimate the poweyalairy as it ranked the fifth or sixth
motivator. Whetten and Cameroon (2007) also staét people work for more than money,

money is just a means to an end, and it's not asmot its self but a due to other motives.

With direct reference to the education sector iratta the increase in salaries can be a way of
increasing the number of teacher. However, it dmdshape specific behaviors of teachers since
its permanent it may not even increase performaoethe other hand allowances tied to levels
of performance can encourage the employees to\echie levels of performance so as to get
the allowances. Such allowances have less effeth@mecurrent budgets of the country since
they are not permanent unlike salary increment.s Tthierefore could be taken as an
encouragement of management to use more of theallmes than salary increments to increase

performance.

The indirect monetary benefits include the othen-nash allowances like free training,
transport, housing and meals and others. Thesglsbemportant to the employees as they make

their working conditions more favorable.

The non-monetary allowances include the incentwdsch don’t involve money at all like
promotion to a position that does not increase gakxsy, and emotional support in case of need.
Luthans (2008) regard such incentives as very itapbrsince they are predicated to influence

employee intrinsic motivation greatly.

A study by Aacha (2010) indicates that teachers rfe@me motivated by the intrinsic than the
extrinsic factors like the love for the childrendahigh scores in their subjects than the salary

increments because it has always been low.

Handy (2000) quoting a primary teacher states, thingg that excites me most is to see a young
boy or girl begin to realize they are good at sdnmgt. You can see their eyes begin to shine,
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their whole personalities come alive, another bamdépone, and you cannot buy that sort of
thrill”. This presents the motivation of employeespecially teachers to be way beyond the
monetary gain of the job and in direction of intrnachievements like a feeling of
accomplishment which can be related to intrinsicivadion.

In relation Kuvaas and Dysvik (2010 pp. 138-15@&tet the employees with a high level of
intrinsic motivation and high autonomy orientatidor, instance seem to respond productively to
developmental performance appraisal. This furtinéicates the significance of intrinsic over

extrinsic motivation hence management and emplayeesl to understand intrinsic motivation.

Luthans (2005) states that of the two types of waditon, intrinsic motivation has been shown to
be the stronger predictor of performance, Howevashould be noted that intrinsic motivation is
also the form of motivation that is the most diffiicto increase through traditional compensation
practices. Kleiman (2000) explains a way to mosvamployees with intrinsic rewards as
provision f stimulating job assignments. For ttosbe effectively done, you must be able to

gauge the type of activities that each of your eygés would find stimulating.

As stated above intrinsic motivation has been kgaore significant as compared to extrinsic
motivation. However Brown (2005) argues that estiginmotivation should not be discarded as it
is equally important by stating that pay is ondh&f most powerful motivating tools. Similarly,

Armstrong (1997) emphasizes the value of extrinsitivation by saying that money gives one

moral to work by providing for their needs.

Therefore the integration of the two types of mation should be taken in to consideration by
the different employers while taking care not tmsider money as the only extrinsic motivator
despite its importance. Kinicki and Kreitner (20@4)d Colquit Lepine and Wesson (2011) all
support the above argument by stating that the gmatibn of the two with emphasis on intrinsic
would work. The motivation of employees therefore important both intrinsically and

extrinsically, management needs to understand pply &oth types of employee motivation.

From the above employees are motivated by botmsgitrand extrinsic motivators and hence a
combination of the two needs to be derived so abest motivate employees. Teachers as
employees also need to be motivated by both typkesmagement of educational institutions

therefore needs to understand the two types ofvatodn and apply them to teachers.
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Despite all the above suggested ways of motivagimgloyees, money has been considered the
most important motivator by scholars like Kleim&0@2) who states that monetary benefits are

far likely to influence an employee to perform betis compared to the nonmonetary benefits.

The importance of understanding the ways througiclwlemployees can be motivated is in
management’s ability to determine which form of iwation is the most effective for inspiring
the desired behavior in employees. None of thedessbf motivation is inherently good or bad,
the positive or negative outcome is truly deterrdibg the way they are used. According to the
work ofKuvaas B and Dysvik (2010) different motineits may co-exist and mutually interact.
That is, motivations differ in the context of amanization’s operations and individual.

2.3 MOTIVATION AND EMPLOYEE PERFORMANCE
The main indicator of motivation of workers in anyganization is their great performance

which can be indicated by the success of the orgéion. Guest (2002) notes that there exists a
significant relationship between employee motivatemd performance. In relation, Griffin and
Ebert (1991) state that organizational to succesasresultant of employee satisfaction for a class
of motivated employee who perform better. Henceinldecator of motivation is great employee

performance while that of performance is succeseabrganization.

The relationship between motivation and employe@opmance is significant (Armstrong, 2010,
p.136) and it ought to be noted that high perforoeas achieved by well-motivated people who
are prepared to exercise discretionary effort. Tisins that for organizations to achieve desired
levels of performance, motivation of the work forsemportant. This will in turn lead to greater
employee performance that is likely to lead to tgeperformance of the organization as a whole

there by benefiting it and increasing its compeg¢enc

In support of the above argument Colquitt, LePimel &/esson (2011, p. 200) regard the
relationship between motivation forces and perforoesto be positive with the motivating forces
of the strongest performance effect being selicafly and competence because people who feel
a sense of internal confidence tend to out- perfothers. This therefore continues to indicate
the relevance of motivation especially intrinsic timation since both self- efficacy and

competence are intrinsic motivators.
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The relationship between motivation and employedop@ance has further been regarded
significant by Courgar, Zawacki and Oppermann (39€amilleri and Herjden (2007), Quigley
(2007) amongst others. Despite the various schodatributions regarding the relationship
between motivation and employee performance sianfi, none of them states that its 100%.
Hence a stand that this relationship is positiva great extent would be more realistic because

the motivation of employees does not guaranteettiegtwill perform as expected.

Deci (1972) states that it's not all motivation Méad to greater employee performance. This
could be related to the assumption that motivatiecourages unlike force employees to perform
better, hence the decision of performance haviran lbeft to the employees it's not a guarantee
that they will perform. When the motivation of ttmployees becomes too much or monotonous
it is likely to lose meaning Amabile (1993). Theref a lot of care needs to be taken when
motivation employees for better performance by fcdlse selecting the methods to apply and

avoiding monotony.

The motivation of employees also may not lead watgr performance for all the employees
(Hackman and Oldham, 1976). The difference of eanployee from another could be used to
explain the above argument since what may influenmee employee to perform better may not
influence another to do the same. This therefoés dar management establishing what

motivates each and every employee and then apfathiem so as to better performance.

In the cases where the motivation of employees aaéscorrespond with their performance
levels, it is likely to lower the productivity ofi¢ organization since the motivation of employees
involves expenses which are off set from the reeeitie absence of an increase in revenue may
lead to lower profits since the expenses will heneeased. The level of out comes in this case
profits for a profit making organization having bemdicated as a measure of organizational
performance by Kane (1996) indicates low levels pefformance even after motivation.
Therefore care should be taken to have employeavational levels corresponding with

theorganizational performance levels or else thilyhave adverse effects on the organization.

The implied significant relationship between motiva and employee performance should not
be misunderstood to take motivation as the onliofaafluencing employee performance. There

is likely to be other positive factors both withamd beyond the employer’'s control that affect

21



employee performance like the personal charadtsjsftamily back ground and others.
Therefore despite the significance of motivationetaployee performance, other factors also

influence employee performance and hence need tormdered too.

In conclusion an assumption can be made that tkeaedirect relationship between motivation
and employee performance to great extent sincevatan is significant but not the only process
responsible for employee performance and not altivation leads to better employee

performance.
2.4 THE IMPACT OF MOTIVATION ON EMPLOYEE PERFORMANCE.

The motivation of employees just like all the fast@woncerning working conditions has an
impact on their levels of performance as it is ciseapplied to the employees Sweeney and
McFarlin (2002). This therefore indicates that emypke motivation influences the levels of

performance amongst the employees.

Armstrong (2010) specifies the impact of motivatan employee performance as positive by
stating that well motivated employees perform teirtlexpectation. This not only implies that
motivation has an impact on employee performanctetivagards the impact positive. Therefore
for employers and management to increase emplogdermance, they need to motivate these
employees since from the implied relationship iasee in motivational levels will lead to

increase in their performance levels.

In relation Cole (2002) states that high perforneaiscachieved by well-motivated people. This
is a clear indication of the assumed positive immgdcmotivation on employee performance.
Colquitt, lePine and Wesson (2011) also regard ithpact of motivation on employee

performance as positive since effective job pertoroe often requires high levels of both ability

and motivation.

Quite apart from the benefit and moral value ofaltruistic approach to treating colleagues as
human beings and respecting human dignity in @fiatms, research and observations show that
well motivated employees are more productive aedtore. (Accel, 2014) this still indicates the
impact of motivation on employee performance tgositive.
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Motivating people is about getting them to movéhe direction you want them to go in order to
achieve a result (Armstrong, 2009, p. 317). Theeeibthe direction is performance, results will
be achieved and hence motivation when directetiéarhprovement of employee performance
levels and done in the right way will definitely pnove the performance levels and hence have a
positive impact on the performance levels. In thHfore to improve performance levels,

Management should pay attention to motivation efémployees to perform.

The impact of motivation on employee performanc@asitive as seen above, as long as the
employees are motivated in the right way they ddfinitely perform. It must however be noted
that motivation of employees is an inner drive tfeg employees themselves hence it cannot be
seen but felt in the related aspects like the perdmce. (Colquitt, LePine and Wesson, 2011, p.
200). Therefore the management should look outrésults of employee motivation in the

different aspects that it affects like performance.

The motivation of employees has been indicatedaeeha positive impact on performance.
Therefore it can be related to employee performdegels so as to obtain the levels of
motivation in an organization. In relation DruckBytterworth andHeinemann (1997) states that
motivation can be measured by directly relatingotemployee performance n levels this
therefore means that for organizations to estalthsir levels of motivation they can use the

performance levels of organizations.

The impact of motivation on employee performance hat been proved to be 100% positive
despite the many scholars in support of the impastg positive. However, cases of the impact
of motivation on employee performance being negatimve been minimal (Kimbugwe 2003).
Kimbugwe further states that application of wrongams of motivation leading to no results in
terms of performance should not be misunderstoodn&an there is negative impact of

motivation on performance

Luthans (2005) emphasizes motivation to be an ifeeing and hence the employee cannot tell
when they have successfully motivated the emplaygess they are performing. This therefore
means that in the cases where there have beenseffomotivation but the employees do not

perform then chances are high that the motivatiiorte were not successful and hence
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shouldn’t be taken to imply a negative impact oftiration on performance since the employees

were not motivated in the first place.

Motivation done in the correct way will definitelgad to improved employee performance since
when they are motivated they perform better (Ferklirt and Ferell, 2006). Therefore
management needs to focus on deriving the besttavayotivate the different employees and
this well done will definitely lead to improved femance.

The impact of motivation on employee performanae tteerefore be concluded as positive to a
great extent since it has not been proved to b&10Me great extent can however be relied on

and hence motivation could be one of the best waynprove employee performance.

2.5 CHALLENGES OF MOTIVATING EMPLOYEES.

The job of a manager in the workplace is to getghidone through employees. To do this the
manager should be able to motivate employees. IBattsteasier said than done! Motivation
practice and theory are difficult subjects, toughon several disciplines (Accel, 2014). This

therefore presents the motivation of employeesasblenge to the management.

Mendonca and kanungo (2003) state that in spisnofmous research, basic as well as applied;
the subject of motivation is not clearly understcaad more often poorly practiced. This
indicates that the poor practice of motivation asnenon and hence it’'s likely that management

faces challenges in the effort of motivating empley.

Motivation is a difficult area to understand byrt@mnagers, employees and their unions (Cole
2004). For managers who are mainly in charge dfivating employees the heterogeneous
characteristics of these employees could be ortleeomain factors challenging them. Therefore
management needs to try to understand all clagsramoyees so to know how to best motivate

them.

Indeed management can be such a captive of itsvaues as anyone (Luthans, 2005, p. 76).
The management style which is the managers prefepproach of handling relation matters
with employees which reflect the way that he or ekercises authority over subordinates affects

employee motivation since there are as many managerstyles as there are managers
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(Rollinson and Dundon, 2007, p. 77). This therefpossesses a challenge for the motivating

employees since all the managers are differeny,ddeannot use the same approach.

Robbins (1998, p. 165) regards motivation as thetrdificult factor to manage due to the fact
that human attitude/behavior is full of complexstiend thus difficult to manage. In their study
of job satisfaction in India, Chapman (2003) fouthmét teachers indicated reasons for job
dissatisfaction to include illiterate parents. Thsa factor for job dissatisfaction is beyond the
control of management and hence posing a challeargaotivation. This therefore means that
some factors affecting the work environment areobeythe control of management and hence

cannot be adjusted to motivate employees.

In relation Brooks and Shell (2006), states that mfotivation of employees goes beyond the
working environment to characteristics of the empts life. This means that the employees
have a lot of problems personal, social and ecocamvhich affect their motivation and hence

make it hard for their employers to motivate théiherefore employers at some points need to

be more involved with their workforce so as to detiee how best to motivate them successful.

Casio (2003) states that despite the importanceativation, it can be very expensive to the
organization. It involves high costs like high eoy#e salaries, allowances and other incentives
which are likely to increase the cost of productainthe organization and hence reduce the
profits of the organization. This expenses involwedhe motivation of employees therefore

discourages the employers from motivating the viorke.

It must however be noted that the motivation of Exyges if done the right way could turn out
not be expensive at all since its assumed to iserélae performance levels of the organization
and at the end of the day the money spent in thevation of the employees will be multiplied
in the profits as the employee performance willehawcreased. Therefore organizations should
ensure to apply the best motivators so as to haviermance which will offset the cost of the

motivators applied and hence reduce the challeoyemtivation.

The lack of the most sufficient way to motivate émypes also possesses a challenge to
management on employee motivation. Conningham dadley (1993)state that none of the

ways of motivating employees suggested by differscitolars has been considered most
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appropriate. This therefore leaves the decisiomémagement to decide what ways to apply
employee motivation hence management should etsgedect ways that will motivate majority

of the employees or use different motivators ofedtint employee.

Motivation is an internal feeling for the employedich cannot be felt by the other people
including those responsible for the motivation N2010). This therefore makes the outcome of
efforts by management to motivate employees uncegaven the impact of motivation on
employee performance has not been proved to be padtive. This makes management face a
challenge since they cannot commit themselvespgmeess whose outcomes they are not sure
will be positive. However, management should apptecemployee motivation and try to
administer it in the best way possible so as tehasults.

Lack of understanding of motivation by employeesl dheir unions can be a challenge to
employee motivation (Robbins 1998 pp. 165-167). Waremployees interpret
motivationprograms as cajoling programs. Some seek to turn the contents of the programme
into rights, and do very little to contribute tcetmotivation situation. This therefore makes it
hard for management to motivate the employees simmetend to think that what management
offers as rights are their entittements and herceat appreciate them. Management needs to
educate employees on their motivation and cleaqbfagn to them how it works so that they get

involved and make management’s work of motivatimgnt less challenging.

Muyinda (2005) states that leaving the motivatiostrictly human resource managers (HRM) is
a challenge to the process. Muyinda explains tlatsequently it is assumed that it is the
responsibility of ma HRM managers and the restha stake holders ignore their role in
employee motivation. In relation Alhas (2007) engibes the lack of sufficient support from top
management as a challenge to the HRM in employdevation. Therefore the HRM needs to
involve all the relevant stake holders like othanagers, the employees themselves, employee

unions and others in the motivation process fto lie less challenging.

Inadequate human resource especially at lower deartl coupled with this is the issue of
attracting and retaining them has been presenteGregor (1985, pp33) as a challenge to

employee motivation. This over works the employeeviously retained and also indicates less
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competence of management (Robbins 1998 p 165).efidrer management needs to set clear

policies of recruitment so as to best recruit atdin employee.

Lack of clear human resource policies is anothaflehge faced by management in the effort of
motivating employees Kimbugwe (2003). Some orgations have rules well stated but not
policies. Consequently they do not take practiddsuman resource management like motivation
seriously. Without policies, managers have no gaidé often times resort to precedent, some
managers are brilliant but these cannot be a pgestdustitute for policies. For management to
have the motivation of employees run smoothly, humesource policies have to be set and
followed.

Grobler and Warnich (2006) states that the attitindé cares about self and not the enterprise
poses a challenge to employee motivation .In Uggretsple do only care about themselves,
while in japan they care about the enterprise andmerica about the professions (Muyinda
2005). This ethics of personal advantage contréotibethe promotion of corruption, laziness,
carelessness and other vices which make the woddargonment is aversive to motivation of
employees. For that matter therefore managers teddy and change the selfish nature of
employees by encouraging activities like group wqoint research and seminar and also by
educating them on the implications of being setfteeed. This could help change the

employees’ attitude and hence aid motivation.

In relation Robbins (1998 p 165) states that therthe human temptation to be corrupt and
misappropriate funds meant for motivation. Therestidl a lot to be done in the area of
accountability especially to the beneficiaries tigio their involvement (Kuvaas and Dysvik,
2010, pp. 138-156). This indicates that the moiivatof employees is affected by lack of
accountability for the funds involved especiallyedto the corrupt nature of humans who
misappropriate these funds. To overcome this manageneeds to involve the beneficiaries and

put in place tight rules and regulations concerriregaccountability of such funds.

Organizations hesitate to offer services with tear fof encouraging more requests because of
man’s insatiable nature has also posed a challengenployee motivation (Kimbugwe 2003).
Due to managements fear that when they providereifit motivators to the employees, they will

in turn ask for more and hence management becoestaht to offer motivators. Therefore
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employees should be educated that motivators aterjcentives to perform but not entitlements

and hence management is not obligated to provide oq@on their request.

Poor planning which results in most developmenhglbeing bogged down in trying to solve
problems than other factors like motivating empks/és a challenge to employee motivation in
organizations (Kuvaas and Dysvik, 2010, Pp. 138:186anning for organizations therefore

needs to incorporate the employee motivation aaia aspect for it to be successful

Maintenance of such services provided to motivaigpleyees is a big challenge due to the
beneficiaries’ ignorance that ends up in most ms#a ignoring the amenities (Alhas 2007). This
in turn is discouraging to management which isigyio provide these services. Employees need
to be educated about the different services orvatais the Organisation has to offer so that

they do not mishandle them.

Sometimes contracts of provision of such servigesgiven to incompetent contracting firms
because of political influence and corruption dgrihe process of tender award the end result is
shabby and shallow job which leads to a shortdgan of the amenities (Muyinda 2005) This
poses a challenge to management yet it's not iir faalt, however for this to be checked
contracts need to be awarded carefully on meriasto obtain the best service provider and

check cases of incompetence.

From the above it can be seen that for the emptagemotivate their workforce effectively, they

also need to ensure they equip the organizatiotis allithe necessary up to date equipment for
work so that the employees’ work is made easieremjadyable. It must be noted the employers
are faced by the challenge of rapid changing enwirent around them and the stiff competition

plus the high levels of inflation which make it dor them to always update their equipment.

2.6 THE THEORIES OF MOTIVATION.
For purposes of this research focus has been pubklg’s two factor theory which has been

presented as the theoretical frame work in chapter with main focus on this theory the rest of

the theories will be discussed in relation to Hergfs two factor theory.

Herzberg's two factor theory as a content theorgnofivation attributes employee motivation to

two factors (Armstrong, 2010, p.136). The firstezpiry of factors being those whose presence
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avoids dissatisfaction called the hygiene factard ¢he others being those whose presence
causes satisfaction called motivators (Braton awttG1994). The job it's self is seen as a

motivator through job rotation, enlargement andatiment hence a motivator factor.

lvancevich (2008, p. 298) states that the theags tto find out what people want form work.
The motivator factors are laid within the job ifsghile the hygiene factors are the environments
of the job that prevent dissatisfaction. Thereftire motivators are the factors responsible for

employee motivation.

The table below gives common examples of motivatod hygiene factors as explained by

Herzberg's two factor theory, a content theory aftirration.

Table 1. Herzberg’s two factor theory

Motivator Factors Hygiene Factors
The job itself Environment
Achievement Policies and administration

Recognition and accomplishment| Supervision

Challenging work Working condition
Increased responsibility Interpersonal relation
Growth and development Money, status, security

Source Luthans (2005)

From the table 1 above it can be seen that thevatots are more associate with job its self
while the hygiene factors are the working condsiearrounding the job. This therefore presents
the job as a motivator (Braton and Gold, 1994). ivador factors are responsible for intrinsic
motivation and hence they are of great importamcéhé motivation process. The motivator

factors are more likely to influence performanceaspared to the hygiene factors.

The Herzberg's two factor theory not being the ardptent theory of motivation, the rest of the

content theories of motivation have been discustamigside it as below;

Maslow’s (1943) Hierarchy of Needs as a contenbiph@f motivation emphasizes that people
want needs. They always want more and what thant Wwepends on what they have. Armstrong
(2009, p.324) presents this theory as the most dianetassification of needs at different levels.

29



Luthans (2005) breaks down theses needs startimy fhe first level as Physiological needs,
security needs, social needs, esteem needs aractgdization. Luthans (2008, p.170), relates
the first three needs of physiological, securitg @ocial to Herzberg's hygiene factors and the
other two to the motivators

Price (2004, p.16) further relates Maslow’s hiehgrof needs to Herzberg's two factor theory
by stating that the three lower level needs avaabalisfaction while the other two bring
satisfaction. This therefore indicates that as goees up the hierarchy needs change from

hygiene to motivators and hence the importanceativators.

Cole (2002,p. 97) presents Alderfer’s theory astlagr content theory of motivation developed

as a modification of Maslow’s hierarchy of needsl ansuggested that people’'s needs are
arranged along a continuum rather than in a hibyaend that there are three rather than five
groups of needs. According to Luthans and Davi®©%19®. 154) this theory was developed from

not only Maslow’s but also Herzberg's two factoedhy to formulate a need category model that
was more in line with the existing empirical evidenthe theory does not express the value in
categorizing needs and the distinction betweend@naer and higher order needs

Newstrom and Davis (1993) present the three needslations to Maslow’s five needs starting
with the lowest as existence which relates to Maslophysiological and safety needs,
relatedness which is Maslow’s social need and drothiat is Maslow’'s esteem and self-

actualization needs

The tree needs can be related to the Herzbergidaator theory just like Maslow’s hierarchy
from which they were developed. Luthans (2005,45) Zurther explains that the first two needs
of existence and relatedness are hygiene factoile wie third of growth is a motivator. This
therefore emphasizes the relevance of motivatoes bygiene factors since the motivators are

higher than the hygiene factors.

McClelland’s achievement theory, presents an atére way of classifying needs developed by
McClelland (1961). Based mainly on studies of mansde identified three needs as being most
important and these included, needs for achievenpemter and affiliation as the motivators for

employees (Ferrell and Hirt (1992). Kleiman (208ntes the needs above to Maslow’s needs

of self-actualization esteem and love respectiv€lgle (2002, p. 98) relates this theory to
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Herzberg's two factor theory by considering thechéa achievement as a motivator and the

others as hygiene factors

Mcshane and Glinow (2000) emphasize that all the foontent theories of motivation as

presented above are related. Despite Maslow’s ricigyaof need being the earliest of all these
theories, the Herzberg’s two factor theory is thestmimportant of all the four content theories
(Brass 1981)other scholars like Sweeney and Mar42002, p.88) Kanungo and Mendonca
(1992, pg.82) are all in support of Herzberg's tiydmeing the most important content theory of
motivation since it presents two aspects of emmog®tivation that to say satisfaction and
dissatisfaction. It also goes ahead to recommetisfaaion for effective employee motivation

hence the managers need to focus on satisfactiomtivator factors.

The other category of motivation theories are thecgss theories (lvancevich, 2008, p.131).
These theories were developed to provide a morepegmnsive explanation of how an
individual starts, sustains, directs, and stopskwaoiotivation. The process theories will be

discussed with reference to Herzberg’s two fadteoty in detail below;

Vroom’s expectancy theory as a process theory diviaiton emphasizes valence (anticipated
satisfaction from an outcome), instrumentality (th&tinction between the first and second level
outcome) and expectancy (perception of an outcamsethe main factors affecting employee
motivation (Griffen and Erbert, 1992). It is comnhpoalled the VIE (Valence, Instrumentality
and Expectancy) theory as stated by (Luthans antsDEO95, p. 154).

Brown (2005), states that those who believe they get what they want are more motivated
than those who believe they cannot. This there&dtebutes this theory to motivators like
esteem or belief in one’s self and hence relatirig Herzberg’s two factor theory (Griffen and
Erbert, 1992). Bernardine (2010, p. 368) statesttieaspect of vroom’s theory that relates it to
Herzberg's two factor theory continues to emphastieeimportance of the motivators over the

hygiene factors.

Another process theory of motivation, the equityaity focuses on peoples feeling of how fairly
they have been treated in comparison with thertreat received by others both in the same or
different organizations (Kleiman 2002) agrees witiis statement and adds that the unfair

treatment of one demotivates them since it makes tieel less appreciated and lowers their self
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-esteem. This therefore relates the theory to Hegeb two factor theory since self-esteem is a
motivator and further shows the importance of thetivators over the hygiene factors.
(Armstrong, 2010, p.142)

Goal setting theory as a process theory of motwaassumes that behavior results from a
person’s conscious goals and intentions. Goalsenfte a person’s behavior by directing energy
and attention, sustaining effort over time, and ivading the person to develop strategies for
goal attainment (Noe, 2010, p.145).

This therefore presents the factor influencing genfance as desire for goal achievement which
can be related to Maslow’s self-actualization egdgcwhen the goals are individual (Seligman,

2002). Maslow’s need for self-actualization haviogen earlier related to the motivators of

Herzberg's two factor theory could be taken to miéwet the need for achievement in the goal
setting theory is also a motivator factor. In rglatachievement is also one of the motivators
listed in Herzberg's theory it's self hence it &dated to goal setting (kreitner and kinicki, 2004,

p. 304)

Reinforcement theorydeveloped asa counterpoint of the goal settingrthisoa process theory
of motivation which takes a behavioristic appro#itdit reinforcement conditions one’s action, it
sees behavior being as a result of the environrmaanlike goal setting which suggests is a
cognitive approach proposing that an individualispgmse directs their action (Sweeney and
McFarlin, 2002, p. 93).

Drucker (1997) states that if one can be firedpimor performance then one must also able to get
rich for extra ordinary performance. This showd tha main aspects of this theory are benefits
for good outcomes and punishment for the bad ahesaspects are all related to the working

conditions and hence hygiene factors of Herzbdwgsfactor theory.

However there has been no evidence of the rewardpanishments influencing the employee
performance 100% (kreitner and kinicki, 2004, p4)30rherefore even after they have been
administered it's still the employees’ decisionpgrform and this comes from within and could
be related to the job and hence still presentsrtbvator factors as more important (Robbins
and Judge, 2009, p. 224).
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Armstrong (2010, p. 140) states Herzberg’s two theontinues to thrive because it is easy to
understand, seems to be based on real life rdthardcademic abstractions and partly because it
convincingly emphasizes the positive value of mgic motivation. In relation Luthans (2010,
p.172) explains that this theory provided a newatlign the content of work motivation, to this
point management had generally concentrated ohybene factors when faced with a morale
problem the solution was higher pay, more bengiitd better working conditions which has

been pointed out not to work.

The Herzberg's theory is however criticized by Dkerc(1997) who states that it applies least to
people with largely unskilled jobs hence ignorimg tunskilled workers. In relation Luthans
(2008, p.173) states that from the academic petispeit over simplifies the complexities of
work motivation. Despite such criticism there i#l glvidence of the effectiveness of this theory
because it was tested on a company in Canada Hiypé&ik who concluded that it's applicable

to employees (Noe, 2010).
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CHAPTER THREE: RESEARCH METHODOLOGY

3.0 INTRODUCTION
This chapter discusses the methodology the ressrar@ed in carrying out the study on the

impact of motivation on employee performance invarsal primary education. The researcher
discusses the research design, study area, stypdyapion, sample size, sampling techniques and
data collection methods and instruments used @mbiata on the topic of research. Methods of
quality control which were used to access the bdiig and validity of data obtained are also
explained. The different processes through whiehatquired data was analyzed are explained.
At the end of the chapter the researcher preséwtsethical considerations followed while

carrying out the study and the limitations of thely.

3.1 RESEARCH DESIGN
The study was conducted using the case study agpraacase study being an intensive analysis

of an action or an instance in action for exampfgeeson, group or event (Cooper &Schindler
,2006). This approach was used because it proddisscription of a specific area where the
researcher focuses during the research study ishbeest time possible and allows the use of

data in a limited time.

Triangulation as the use of both qualitative andmtiative techniques of research was used in
the study since it provides the benefits of usinthliechniques. Sarantakos (1998) states that
triangulation provides better findings as comparedusing one of the techniques since the

limitations of one technique are over lapped byatieantages of the another.

3.2 AREA OF STUDY
The research was based on UPE schools in GayazayGafuWVakiso District, in order to find out

the impact of motivation on the performance of esypks under UPE schools. Gayaza County
was chosen as a case study because it had thedndBtte schools, the researcher was familiar

with it and the respondents showed willingnessravide the needed information.

3.3 STUDY POPULATION
The targetpopulation of study ismadeupof 75 emmeyeom 7 selected UPE schools in Gayaza

County of Wakiso district. These selected schoalduded; Gayaza junior school P/S, St
Theresa Gayaza girls school P/S, Bishop Mukwaya B&aza boys P/S, Wampewo P/S,
Buyinja P/S and kasangati Muslim P/S.
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This population includes head teachers, deputyd heachers, members of the board of
governors, teachers and other members of the ramiep stuff. These were chosen as
respondents because they are the best sourceoahation about the impacts of motivation on
employee performance in UPE schools since theyroongl and know what exactly is taking

place.

3.4 SAMPLING PROCEDURES
A sample being a smaller group obtained from tigetapopulation for investigation ( Amin,

2005 )it’s a fraction or subset of the target pagioh and for it to be effective, it must be more
than 30% of the target population. A sample of B&pondents was chosen from the target
population of 75 employees. The selected sampé&edibl respondents being 68% of the target
population indicates the sample size as effeciiveest’s above 30% as earlier stated

Table 2 Sample size composition and percentage distribution.

Type of respondents Number of respondents Percentiatyibution
Head teacher 3 5.9%
Deputy head teacher 3 5.9%

Board of governors members 6 11.8%

Bursar 6 11.8%
Teachers 24 47.0%
Casual labourers 9 6%

Total 51 100%

Source: Developed be the researcher.

3.4.2 Sampling Techniques
The researcher used Purposive sampling, this @shaitjue of sampling is where the Researcher

consciously decides who to include in the sampleni(dA 2005). This technique was used
because it saves time, selects typical and usecdsks only and presents accurate information

since the researcher selects respondents they kilbgive the needed information.

3.5 DATA COLLECTION METHODS AND INSTRUMENTS
The researcher used both primary and secondargesownhile collecting data. Primary sources

used included face to face interviews, self-adnenesi questionnaires and observation.
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Secondary sources used included available acadgeiformance documents, Auditors

Management letters and other school Publications.

Majority of the questionnaires but not all were fselministered by the researcher, 51
guestionnaires were designed and respondents ofasdigories were asked torespondtothe
samesetofquestionsinapredeterminedorder(Sarantad@®98) Questionnaires were chosen
because of the time limitation and partly because Research is dealing with an elite

respondents.

Interviews were another data collection technicua tvas used by the Researcher. They were
used as a way of supplementing the questionnalleg, fout at the same time they enabled the
researcher explore further into the responses givethe questionnaires especially given the

importance of the research and the specializedaafuthe topic under study.

Observation as another data collecting technique weed to supplement the finding from the
guestionnaires and the interviews. Since the reBees was required to go to the case study it
was mandatory that they observe some aspects ofwtrking environment or employee

behavior that can be of aid to their research.

3.6 QUALITY CONTROL METHODS
Validity and Reliability

Validityreferstothetruthfulnessofthedatapresented y b the sources while
reliabilityreferstotheconsistenceresultsafterrepatials. Theresearchertestedthesampleusingthes
amequestions.Thisensuredaccuracyandconsistencgod$teonnaire. To determine the validity
and reliability of tools, the researcher used etspér read through the set of and organized
research instruments for correction and thereadteat) tools were taken to the field to the chosen
target population to test them. This enabled tBearcher to find out whether the tools would be

clearly understood by the target population.

3.7 DATA ANALYSIS
The collected data was checked for any mistakesatingaps filled then later analyzed both

gualitatively and quantitatively. The data was gmatl using soft wares on a personal computer
like Statistical Package for Social Sciences (SP8) micro soft excel for quantitative data.

Correlation was used as a way of assessing thoredhips between variables were necessary
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and narrative analysis used to explain the statesvadnmespondents about their prospectus on the
subject matter. The results were expressed indagtaphs and pie charts in summary form for

easy understanding.

3.8 ETHICAL CONSIDERATION
Theresearcherfollowedtherightprocedure  during  thetudys by  first  introducing

herselftotherespondentsforidentification,explaitinghem theobjectivesofthestudy, then later
providing them with a plate form for response te $itudy questions in form of questionnaires or

interview.

There were no cases of briberyof respondentsfar iedp but instead the respondents were well
explained to the importance of the research ankihgly offered their help by responding to the
guestions of the researcher. This therefore meanshat t the
respondentswerenotforcedtogiveoutinformationbuébearchersoughtfor their informedconsent.

The findings of the study werestrictly used
foracademicpurposesandconfidentiallyusedtoanswedbarchproblem. In  answering the
research guestions

theresearchermaintainedobjectivityinrelationtotibepssessheusedtocollectdata.

3.9 LIMITATIONS OF THE STUDY
Research was conducted using a few schools in @Gayamnty of Wakiso district (case study),

with an assumption that the results could applied to other UPE Schools yet all schools
differ.

It was not possible to make a study on all UPE 8kshm Uganda or even in Wakiso District so
zeroing down to only seven schools limited the gt it was assumed that all schools in most

cases have the same objective and values hencagrthki research results valid.

The time was also limited for the researcher to enak in-depth understanding of the variables
hence a limitation to the study. This was solvedubing multi methods in order to get enough

information.

The money available was not sufficient for all tesearch processes involved and this limited

the researcher since they needed to spend amebéy in the process of carrying out the study.
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Some of the respondents of the study did not utateishe variables of the research and hence
couldnot respond as required. For those that sedmathderstand, they could not express

themselves so their respondents were hard forefearcher analyze.

CHAPTER FOUR; DATA PRESENTATION AND DISCUSSION OF F INDINGS

4.0 INTRODUCTION

The purpose of this study was to investigate thetiomship between motivation and employee
performance in UPE schools in GayazaCounty, Waldgirict- Uganda. In terms of

organization, the chapter first presents the respaate, the socio-economic characteristics of
respondents, followed by a detailed presentatioalyais and interpretation of results to address
specific research objectives, conceptual frame wioykothesis and the theoretical frame work
that guided the study under chapter one and twe. fifldings were obtained from primary

sources by the use of administered questionnair@sa interview guide. The data was analyzed
scientifically using SPSS computer package in datog mean and standard deviation. The

analysis and discussions of the findings are ptedanith the aid of tables and statements.

4.1 DEMOGRAPHICS OF RESPONDENTS

A sample size of 51 employees from 7 selected dshvoas used this therefore means that a total
number of 51 questionnaires were distributed ahdfahem were returned fully completed with

some of them having been self-administered makirggponse rate of 100%.

The demographic characteristics of the respondeats deemed necessary because the ability
of the respondents to give satisfactory informatoonthe study variables greatly depends on
such information. These characteristics solicitathdn the samples and this has been presented
below categorized into gender, category, age, dmuncéevel, years of work and the level of

management.

4.1.1 Gender
The researcher found it important to categorizerdspondents in terms of gender that’s to say

male and female. The number of respondents belgnigineach class of gender is presented

below.
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Chart1 Gender distribution of respondents

W male
female
Key
Valid Cumulative
FrequencyPercent |Percent Percent
Valid Male |20 39.2 39.2 39.2
Female|31 60.8 60.8 100.0
Total |51 100.0 100.0

Source; Primary data 2014.

From results presented in chart 1 it can be destntihe research was developed from both male
and female responds. Despite the finding indicatiteg the female are more than the male with

the female making up 60.8% and the male 39.2%lligstes a good ground for the research and

matches the general assumption that the femalmare than the male.

4.1.2 Age Range
The researcher also found it necessary to estabiishage range of the respondents as the

different people in different age classes haveedifit motivators. In determining the age range
of respondents they were categorized in to in ffemint classes as presented below in summary.
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Table 3. Age range

Valid Cumulative
FrequencyPercent [Percent Percent
Valid Below 20 1 2.0 2.0 2.0

21to 30 18 35.3 35.3 37.3

31to 40 18 35.3 35.3 72.5

41 to 50 10 19.6 19.6 92.2
Above 50 4 7.8 7.8 100.0
Total 51 100.0 |100.0

Source; primary data 2014.

The findings show the age distribution of the rexfemts with most of the respondents falling in
the age bracket of 21 to 30 and 31 to 40 this thexaneans that most of the respondents were
between the age of 21 and 40 which is a reliabkradteristic since they are not too old or
young. Generally the population was made up of negbeople since there was only one person
below 20 and the respondents were also not sortd there were only 4 people above 50. This
can be related to population characteristics of dgleeeral public with only a few people

exceeding the life expectancy of 45 years.

4.1.3 Level of Education Attained
The level of education attained by the differerspandents was established so as to help relate

their levels of management and their response efifft people of different education levels
have different attitudes towards situations andchaffecting their response this therefore made
it necessary for the levels of education attaingthke respondents to be established.
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Table 4 Education level of respondents

Valid Cumulative
FrequencyPercent [Percent Percent
Valid Certificate

and below 12 23.5 23.5 23.5
Diploma 29 56.9 56.9 80.4
Degree 5 9.8 9.8 90.2
Above degrel5 9.8 9.8 100.0

Total 51 100.0 |100.0

Source; primary data 2014.

From the results presented in table 2 above,moshefrespondents haddiploma (29, 56.9%)
followed by those with certificates and below (12283.5%).This therefore indicates that on
average the employees of the UPE schools are d#plgraduates. The respondents that are
above a degree are only 5 and these were all mendiehe board of governors since they
would be highly qualified to be teachers and theepprofessions in the primary school.

From the responses of interviews trends have clibhage presently people with degree are
being recruited for primary teachers un like in plaest whereit was rear to find a degree holder as
an employee of a UPE school.

However from the finding it has been establisheat thost if the degree holders in the UPE
schools are employed as either head teachers atydepad teachers. In addition a respondent
who was interviewed stated that majority of theckesis with diplomas are upgrading to degree

so that they can be promoted to being head teachers
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4.1.4 Position of Respondents
The researcher went ahead to identify the diffepasitions held by the respondents since these

are expected to affect the response and beloveisuimmary of the positions of the respondents.

Graph 1. The positions of respondents

2 25
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Key
Valid Cumulative
Frequenc)Percent |[Percent Percent
Valid Head teacher 3 5.9 5.9 5.9
Deputy head teach|3 5.9 5.9 11.8
Board of governorq6 11.8 11.8 23.5
Bursar 6 11.8 11.8 35.3
Teacher 24 47.1 47.1 82.4
Casual labourers |9 17.6 17.6 100.0
Total 51 100.0 |100.0

Source; primary data 2014.

The results presented in graph 1 show the diffeveatipations of the respondents and it can be
seen that most of the respondents were teachersweh® 24 and making up 47.1% of the
respondents. This is relevant for the researcresieachers are the main employees of the UPE
schools. The respondents also included casual latgubursars, deputy head teachers, head
teachers and members of the board of governorgdsiions with least number of respondents

were the head teachers and deputy head teachémnalda up 3(5.9%) for each of them.This
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could be related to the fact that a school willdhanly one head teacher and deputy head teacher

yet have more than one teacher.

4.1.4 Level of Management
The researcher went ahead to find out the levelsasfagement to which the respondents belong

after having attained the positions held, it wagnded necessary to establish the level of

management as its assumed to affect the response.

Table 5. The level of management of respondents

Valid |Cumulative

Frequency|Percent|Percent|Percent

Valid Lower level |30 58.8 [58.8 |58.8
Top level |13 255 [25.5 84.3
Middle level|8 15.7 15.7 100.0
Total 51 100.0 |100.0

Source; primary data 2014.

The findings presented in table 3 aboveindicateniwst of the respondents were from the lower
level of management since it had 30 respondent$H8r8% of the total number of respondents.
This can be related to teachers making up mosteotéspondents as earlier presented to be 24
and hence 47.1% of the occupations and they arallysan the lower level of management,
hence the big range of lower management. Middleagament which had the least number of
respondents (8, 15.7%) was made up of mainly bsitsese having been one per school, it is

realistic that they few.

4.1.5 Years Worked For the Organization
The researcher regarded it necessary to estabhkshumber of years respondents have worked

for their schools since it can be related to theivaton levels and it also affects their response
since people that have worked for the school lohgse a different perception of it as compared

those that have just been recruited.
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Table 6. Years worked for the school by the

respondents
Valid [Cumulative
FrequencyPercent [Percent|Percent
Valid Less than 420 39.2 39.2 (39.2
5to 10 19 37.3 37.3 |76.5
Above 10 |12 235 23.5 |100.0
Total 51 100.0 |100.0

Source; primary data 2014.

From the above table, most of the employees havkeddor the different schools for a short
time which is less than 5 years (20, 39.2%). Tlual¢ be due to the unfavorable working
conditions in these schools that the employeesyalgeab any chances of better employment.in
relation Tibakabikoba (2012) regards the workingditons in UPE schools as un favorable for
the employees.

It could be due the government influence sincetlts one in charge of distributing teachers to
the schools and therefore keeps transferring tlweothier schools after they have worked in their
previous schools for a short period of time.

However the employees that have stayed in the $elfimomore than 5 years and above cannot
be ignored and response from one of the intervigiv @ne of the head teachers revealed that for
employees especially teachers that have stayedtietischool for 5 years and above they have
part time jobs in nearby private schools and hehisesupplements their income and keeps them
in the government schools.

The findings also indicated that most of the emeésy/that had stayed with the schools for the
longest period like those under the category ofval® years are board members and these are
made up of people well established and permanentiployed elsewhere an hence are not

affected by the conditions of the schools.
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4.3 MOTIVATORS OF EMPLOYEES IN UPE SCHOOLS
Establishing the different motivators of employ@es$JPE schools as the first objective of the

study was answered by the findings as below.

The findings indicated the most important motivatces salary increment, promotions,
allowances like housing, lunch and transport, feelecation to the employees’ children and
recognition of one’s efforts towards work like adaf employee of the year, month and others.
Below is a summary of the motivators and their e importance according to the

respondents

Table7. Motivators in UPE schools

Motivators Percentage

Salary increment 43

Allowances (housing, transport, lunch antB3

others)

Free education for employees children 14

Recognition 6

Promotion with salary increment 10

Promotion without salary increment 9

Others 5

Source; primary data 2014.

The motivators mentioned by the respondent showedsignificance of both the extrinsic and

intrinsic motivators since the mentioned includiedn both. This is an agreement with Sweeney
and McFarlin (2002) that regard both intrinsic @&xtrinsic motivation important.

From the above mentioned motivators the highedtednvhich is salary increment (43%) was

regarded very important by respondents belongingvier management and this could be due to
the low salaries they receive. The results of dnthe interviews conducted indicated that the
average salary for the teachers is 230,000 to 804X (Ugandan shillings) which is low.

The salary increment was also regarded importanydyng employees as compared to the
elderly, this could be due to the young peoplé baing interested in the money and some of

them are stating families and hence have a Igpéod the money on.
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Pension as a motivator was mostly mentioned byoresgnts above the age of 41 since such
employees are about to reach the retirement agehwhiUganda is 60 years. The employee
below the age 40 did not regard it important sitiey feel they are still able to work and earn
money.

In the case of intrinsic and extrinsic motivatong textrinsic motivators were regarded more
important by the young respondents below the agklLofears while the ones above 41 years of
age regarded intrinsic factors like recognition gmdmotion as most important.This could be
explained by the assumption that the elder peage worked enough and all they want is a feel
of appreciation but no longer regard monetary gajortant.

For the case of the younger respondents, theytilrdeveloping and need financial rewards to
achieve their goals and responsibilities.

The results specifiedthe motivators that have hegremented the schools the respondents are
employed in and it turned out that most of the nogreid had not been implemented in the
schools. This therefore shows that the motivatittraon in UPE schools is not good since most

of the assumed motivators do not exist in suchasho

4.4 THE RELATIONSHIP BETWEEN MOTIVATIONAL LEVELS AND EMPLOYEE PERFORMANCE
LEVELS
The research established the view of the respoadanthe relationship between motivational

levels and employee performance levels. Respondegate required to give their view by
selecting from the options that indicate the relaghip to be positive, strongly positive, negative,
and strongly negative and those not certain wese ahtered for. The results regarding this
relationship have been summarized below.

Graph 2.Relationship between Motivation and Employe Performance.
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Source: primary data 2014

From the findings most of the respondents regaed riHationship between motivation and
employee performance positive with 26 out of theré&dpondents and making up 33.3% of the
responses, only one respondent regarded the redhtpnegative.

This therefore means that according to the resefincling there is a positive relationship
between motivation and employee performance, thim iagreement with many scholars like
Luthans (2005), Armstrong (2010) and others thategiard the relationship between motivation
and employee performance positive.

The respondents that were not certain of the oxlahip between motivation and employee
performance (7, 13.7%) were all from the lower legé management with low levels of
education mainly from the category of casual labmjrthis was a clear indication of ignorance

of these respondents about motivation.
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A Pearson’s correlation coefficient was calculatbdtween motivation and employee

performance. The results of this coefficient hagerbpresented below;

Table 8 Relationshipbetween motivation and employee performance.

Employee

Motivation |performance

**

Motivation Pearson Correlatiql 672
Sig. (2-tailed) .000
N 51 51

Employee performancPearson Correlatid.672" 1

Sig. (2-tailed) .000
N 51 51

** Correlation is significant at the 0.01 leveH@iled).

The correlation coefficient as calculated indicatesstrong positive relationship between
motivation and employee performance of r (51) =0,k 0.01.

Possible reasons for this relationship could inelbdt are not limited to; the assumption that
human being always want to be appreciated, théyabil other organizations to motivate their
employees, the perception of employees that worgt i@ paid four and others.

The correlation coefficient matches the findingnirdhe respondents since both indicate the

relationship between motivation and employee paréorce to be positive.
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4.5 THE IMPACT OF MOTIVATION ON EMPLOYEE PERFORMANCE
The respondents were asked to give a view on thgadétmof motivation on employee

performance and were provided with options of gjrgositive, positive, negative, strong
negative and not certain. Below is the graphicaresentation of the response regarding the

impact of motivation on employee performance.

Graph 3 the impact of motivation on employee perfanance
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Frequency|Percent|Valid Percen{Cumulative Percent
Valid very positive |18 35.3 35.3 35.3
positive 28 54.9 54.9 90.2
negative 1 2.0 2.0 92.2
not certain |4 7.8 7.8 100.0
Total 51 100.0 [100.0

Source: primary data 2014
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The findings indicated that majority of the empleythought the impact of motivation on
employee performance to be positive with 28 of3lheespondents and 54.9% which is followed
by those that thought the impact was very posi{i®@, 35.3%). This shows that from the
research finding, the impact of motivation on enypk performance is positive. This is in
agreement with Cole (2002), Robbins (1998), Pri@geé4? and many other scholars who all
regards the impact of motivation on employee pentorce to be positive.

Some of the common reasons employees gave fostueeed positive impact included but were
not limited to the following; it gives employeesfeel of appreciation and hence they tend to
work harder, employees develop a sense of belonpeoschools they work for since such
schools better their lives, employees work moreotelly since they expect returns, it checks the
issue of part time employment elsewhere to inedammncial gain which in long run reduces
the commitment of the employees to their full tiemeployment and others.

Only one of the respondents thought the impacetodgative and this was regarded to have no
effect on the results since it’s just 1 out of 3lof the respondents were uncertain of the impact
motivation has on employee performance and thiddctwe due to their ignorance on the
meaning of motivation since these respondents alecd a low level of education.

A Pearson’s correlation coefficient was calculated the impact of motivation on employee
performance. The results of this correlation coedfit are presented below

Table 9Theimpact of motivation on employee performance.

Employee

Motivation |performance

xk

Motivation Pearson Correlatiq1 .562
Sig. (2-tailed) .000
N 51 51

Employee performancPearson Correlatid.562 1

Sig. (2-tailed) .000
N 51 51

**_Correlation is significant at the 0.01 levek@iled).
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From the correlation table (20) above, a significempact was determined r (51) = 0.562,

P<0.01.

This indicates that motivation has an impact onleyge performance. Possible reasons for this
relationship could be the ability of motivation tafluence performance, the existence of a
relationship between motivation and employee peréorce among others.

The correlation coefficient as calculated abovesagwith the findings since they both indicate

that motivation has a positive impact on employedggumance.

4.7 CHALLENGES OF EMPLOYEE MOTIVATION.
The research established the challenges faced Hyolsmanagement in effort of motivating

employees, the researcher however first found oamnfthe respondents if they think
management faces challenges in the effort of minmigaemployees then later the specific
challenges.Presented below is the response ofiffieeetit respondents regarding the view that
management faces challenges in the effort of miigamployees.

Chart 2; Management faces challenges while motivaitg employees.

2% 0% 4%

M strongly agree
W agree

disagrec
W strongly disagee

W Notcertain

Key
FrequenciPercen|Valid Percen{Cumulative Perceft
Valid Strongly agreq13 255 |[25.5 255
Agree 32 62.7 [62.7 88.2
Disagree 4 7.8 7.8 96.1
Not certain |2 3.9 3.9 100.0
Total 51 100.0 |100.0

Source: primary data 2014
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From the results presented in chart 2,majority edfpondents agree that management faces
challenges in the effort of motivating employeeancsi only 6 respondents with 4 (7.8%)
disagreeing and 2 (3.9%) being uncertain were erctmtrary. This therefore indicates that the
respondents think management faces challenges iefftbrt of motivating employees.

This is in agreement with Kuvaas and Dysvik (2Q4f,138-156) who emphasize the motivation
of employees as a duty of management to be eas@rtlsan implemented. In addition Accel
(2014) states that motivation practice and theawy difficult subjects, touching on several
disciplines.

The challenges that were presented by the resptmdsriuded but were not limited to the
following; government intervention which was mairgyesented by top management, lack of
sufficient funds that was regarded as the mainlehgé by the bursars and the head teachers,
lack of the most appropriate way to motivate eme&sy different personalities of the employees
and the lack of equipment among others.

The respondents that disagreed with the view thatagement faces challenges in the effort of
motivating employees and those that were not certeere all from the lower level of
management and this could be due to the assumbiarsuch people never get involved in the
motivation activities but are instead on the reicgj\end, hence they do not think that the people

on the giving end face challenges.

4.8 CONCEPTUAL FRAME WORK
The conceptual frame work which included varialwésnotivation and employee performance

as independent and dependent respectively and riteevening variables of government
intervention and social cultural factors was testad the finding have been presented below in
tables, graphs and correlation coefficients.

4.8.1 The Relationship between Motivation and Employee Performance
Finding of this relationship have already been @mésd under the objectives as positive.

However, this relationship was still tested unde tonceptual frame work with respondents
being asked to give their view on the existenceaofelationship between motivation and
employee performance by selecting from optionstodngly agree, agree, disagree, strongly
disagree and uncertain for those not sure enougtseRted below are the results of the

respondents.
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Table 10 Existence of a relationship between motivation and

employee performance

Percen

Valid Percent

Cumulative Percent

Frequenc
Valid Strongly agree |18
Agree 28
Strongly disagre|2
Not certain 3
Total 51

35.3
54.9
3.9
5.9
100.0

35.3
54.9
3.9
5.9

100.0

35.3
90.2
94.1

100.0

Source; primary data 2014.

The findings indicate that majority of the respomdethink that there exists a relationship

between motivation and employee performance sinte ®with 3 disagreeing and 2 not being

certain were on the contrary. This therefore showes existence of a relationship between

motivation and employee performance which was dirdeeen discussed earlier to be positive.

A Pearson’s correlation coefficient was calculateddetermine if there exists a relationship

between motivation and employee performance. Predebelow are the results of the

correlation.

Table 11The relationship motivation and employee performance.

Employee
Motivation |performance

Motivation Pearson Correlatid1 672

Sig. (2-tailed) 000

N 51 51
Employee performancPearson Correlatid.672" 1

Sig. (2-tailed) .000

N 51 51

**_Correlation is significant at the 0.01 levelH@iled).
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Source; primary data 2014.

The results of the correlation coefficient (table pinted out that there exists a significant

relationship between motivation and employee paréorce as r(51) = 0.672, P<0.01. The

possible reasons for the above correlation coefitccould be; the assumption that human being
always want to be appreciated, the ability of otbrgianizations to motivate their employees, the
perception of employees that work must be paid émat others.

The results of the correlation matched those frioenfindings as both indicated the existence of a
relationship between motivation and employee peréoce. The findings can be related to the
views of Griffin and Ebert (1991), Guest (2002),cD€1972) among other scholars that

emphasize the existence of a relationship betwesivation and employee performance.

4.8.2 Government Intervention
This as one of the intervening variable was testedits effect on the relationship between

motivation and employee performance, respondentse asked to give their view on whether
government intervention affects the relationshipMeen motivation and employee performance
by selecting from the options of agree, stronglseagdisagree, strongly disagree and uncertain.

Presented below are the responses.

Graph 4 Government intervention affects motivationand employee performance.
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Valid Strongly agree |17 33.3 33.3 33.3
Agree 29 56.9 56.9 90.2
Strongly disagreql 2.0 2.0 92.2
Not certain 4 7.8 7.8 100.0
Total 51 100.0 |100.0

Source: primary data 2014.

From the findings, majority of the respondents khimat government influences the relationship
between motivation and employee performance in W&tools since 29 agree and 17 strongly
agree with the percentages of 56.9% and 33.3% cBegply. The most common reason
respondents gave for this effect was the ownershthe UPE schools being by the government
and hence it recruits the employees and pays shkiries.

Other reasons included the following; the governnaéfects all organizations in Uganda in one
way or the other, the government through the mmwist education sets the program of schools,
the ministry of education sets the syllabus focheas to follow and at the end of primary pupils
seat national exams set by the government thrcdugh/gganda national examinations board.

It was deemed necessary to go ahead and estabésbotrelation coefficient of government
intervention and the relationship between motivatand employee performance despite the
responses that have been presented earlier, bleéovotrelation coefficient table.

Table 12.Correlation coefficient of the relationship between government
intervention, motivation and performance.

relationship
between

motivation an

government

intervention

employee

performance

government

intervention

Pearson

Correlation

Sig. (2-tailed)

55

-.005

.970




N 51 51

Relationshipbetween Pearson

o _ -.005 1
motivationand Correlation
performance Sig. (2-tailed)  |.970
N 51 51

The correlation coefficient as presented in thevabi@ble (8) is negative as r (51) = -0.05,
P<0.01.this therefore means that government inttikv@ does not have an effect on the
relationship between motivation and employee peréorce.

Possible reasons for such a relationship couldhgegovernment is not directly involved in the
activities of the UPE schools and hence cannotaffetivation of employees, the government
influence is inflexible like the salaries can stmynstant over a long period of time hence it's up
to school management to find ways of motivatingoitsr employees and hence government has
less influence on the schools.

This is not in agreement with the earlier presemgsdilts that indicated government intervention
to have an effect on the relationship between mattw and performance. Therefore the
correlation coefficient will be considered over tlarlier presented results to mean that
government intervention does not have an impacthenrelationship between motivation and

employee performance.

4.8.4 Social Cultural Factors
This as an intervening variable of the conceptuaine work was also tested so as to establish

whether it has animpact on the relationship betwaetivation and employee performance. the
findings have been presented below.

Table 13. Effect of social cultural factors on motivation and
employee performance

Frequency|Percen{Valid Percen{Cumulative Perce'\t

Valid  strongly agrefl6 314 |31.4 31.4

agree 30 58.8 [58.8 90.2
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disagree 1 2.0 2.0 92.2
not certain |4 7.8 7.8 100.0

Total 51 100.0 |100.0

Source; primary data 2014

From the findings presented in table (9) abiwean be established that social cultural fac
affect motivation and employee performance sincgoritya of respondents agreed w
30(58.8%) and 16(31.4%) agree and strongly aggeentively. Thaespondents went aheac
give some of the social cultural factotisat they believe affect the relationship betw
motivation and employee performance. The commorabkogltural factors presented included
religion, education levels, family background, sexyender among other.

A Pearson’s correlation coefficient was calculabetiveen social cultural factors on one :
and the relationship between motivation and emm@ogerformance on the other side
presented in table below is the correlation cokdffit

Table 14.Correlation of social cultural factors, motivation and performance.

relationship betwee
motivation an(
performance social cultural factorp
Relationshipbetween  Pearson
o _ 1 -.044
motivationand Correlation
performance Sig. (2-tailed) 762
N 51 51
social cultural factors  Pearson
_ -.044 1
Correlation
Sig. (2-tailed) 762
N 51 51
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The correlation coefficient presents the relatigmsb be negative as indicated r (51) = -0.044,
P<0.01. This indicates that social cultural factole not affect the relationship between

motivation and employee performance.

Possible reasons for this relationship could be Wiile employees are at work, they are all

looked at by management as employees and thealsadiural characteristics do not matter and
hence cannot affect their motivation and perforneanc

The results of the correlation coefficient do ngreee with those of the findingsas earlier

presented. Despite the view of majority of the oesjents that social cultural factors affect the
relationship between motivation and employee pearéoce, the correlation states otherwise and
the results of the correlation will be consideredthe purposes of this research.

4.9 THEORETICAL FRAME WORK
The theoretical frame work which was Herzberg's factor theory was also tested in form of

two questions to the respondents and its resplieisented below as follows;

4.9.1 Preference of Low Paying To High Paying Jobs.
Respondents were asked to give their view on whekbiey believe an employee would leave a

job that pays them a high salary in preferencecioe that pays a lower salary. They were
provided options of agree, disagree, strongly agengly disagree and uncertain, below are
the results.

Graph 5. Employees would leave work of higher paynithe preference for work of lower
pay
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FrequenciPercen{Valid PercenfCumulative Perce
Valid strongly agree |9 176 |(17.6 17.6
agree 20 39.2 [39.2 56.9
disagree 12 23.5 |23.5 80.4
strongly disagrg7 13.7 |13.7 94.1
not certain 3 5.9 5.9 100.0
Total 51 100.0 |100.0

Source: primary data 2014.

From the findings, majority of the respondents dadi that employees are capable of leaving
work of a higher salary for work of a lower salaipce 20(39.2%) and 9(17.6%) agreed and
strongly agreed respectively. The respondentsaiipated were largely made up of elderly people
and those in top management. This could be dueetassumption that such people have a lot of

experience in the working world and hence beliénat pay is not everything in a job.
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These findings were in support of Herzberg’'s (199®Yivator factors and intrinsic motivation
as ways of motivating employees. In relation, H4A890) emphasizes intrinsic motivation for
employees especially teachers giving one of theofadhat motivate them to be the academic
excellence of their students.

The respondents of lower management especiallycalseal labourers did not agree with this
since they think money is the main reason they wibik can be related to Whetten and
Cameroon (2007) who stated that majority of framé lworkers would not leave their job unless
another employer offered them a 20% increase inapay30% increase in benefit.

4.9.2 Money as The Most Important Motivator.
The other aspect that was used to taste the thedrétame work was money is the most

important motivator, under this respondents weke@so give their view on the assumption that
money is the most important motivators by seleciinthey strongly agree, agree, disagree,

strongly disagree or uncertain and below are thelt®

Chart 3. Money as the most important motivator

4% 2%

W strongly agree
W agree

disagrec
W strongly disagee

W Notcertain

Key
Frequency|Percent|Valid Percent |[Cumulative Percen}
Valid strongly agree |6 11.8 11.8 11.8
agree 14 27.4 27.4 39.2
disagree 26 51.0 51.0 90.2
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strongly disagrd4 7.8 7.8 98.0
not certain 1 2.0 2.0 100.0

Total 51 100.0 |100.0

Source: primary data 2014.

The results indicate that majority of the responsleto not think that money is the most
important motivator since 26(51%) disagree and83¢j.strongly disagree making a total of 30
respondents. This can be related to the majorith@fespondents having agreed that people are
capable of leaving a place of work of high paydoe of lower pay since it's an indication that
money is not the most important motivator.

Majority of the respondents that did not regard eyas the most important motivator were
members of top management and elderly people uthi&dower management respondents that
thought money was the most important motivator.

This further presents motivator factors (intrinsiotivation) of Herzberg’s two factor theory to
be superior over the hygiene factors (extrinsicivatibn). In addition, Cole (2002) regards
intrinsic factors more important and money being af the extrinsic factors it cannot be the
most important motivator.

However, the findings were in disagreement withhams (2005) that regards money as the most
important motivator and Armstrong (2010) who emressthe value of extrinsic motivation and
money as it gives one moral to work by providingtfeeir needs.

Pearson’s correlation coefficient was calculatetivben employees being able to leave a job of
higher pay for one of lower pay and money beingniest important motivator. This was to find
out if employees that would leave a job of bettay for one of lower pay would leave because

money is not the most important motivator and teiits have been presented below

Table 15.The relationship between people’s preference for
lower pay and money as the most important motivator.

work of lowel
pay preferreimoney moq
to work ofimportant

higher pay |motivator

61



work of lower payPearson "

_ 1 -511
preferred to work of Correlation
higher pay Sig. (2-tailed) .000
N 51 51
money most importalPearson o
-511 1

motivator Correlation
Sig. (2-tailed) .000
N 51 51

**_Correlation is significant at the 0.01 levelH@iled).

Source, primary data 2014.

The results of the correlation coefficient as pnéseé in table (11) show a negative relation as r
(51) = -0.511, p< 0.01. This shows that the pobsiof an employee leaving work of higher
pay for work of lower pay cannot be related to mobeing the most important motivator.
Possible reasons for this correlation are the a#eesons as to why employees would leave work
of higher pay in preference for work of lower pajese reasons can be factors that attract
employees to other jobs while discouraging themmftbeir resent employment.

Such factors can include but are not limited to tentking conditions at the present job and

other factors like nearness, full employment arebrd at the new job.

4.10 HYPOTHESIS
The researcher deemed it necessary to test theéhegm® which has been presented in chapter

one as null and alternative. This was tested imfof three aspects that included; the level at
which the motivational strategies present in UPBosts are good enough, better motivational
strategies will improve performance in UPE schaaisl bad motivational strategies will not

improve performance levels UPE schools. The findihthis testing have been presented below.

4.10.1. Level at Which Good Motivational Strategies Are Present In UPE Schools.
This was used to establish the efficiency of thdaivational strategies present in UPE schools

The respondents were to choose if they stronglgeagagree, disagree, strongly disagree or
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uncertain with the statement that the motivatictedtegies present in the UPE schools are good
enough. Presented below are the results.

Chart 4. Good motivational strategies are present

B strongly agree
W agree
disagree
B strongly disagree

M not certain

Key
Frequency|Percent|Valid Percen{Cumulative Percen}
Valid strongly agree |1 2.0 19.6 19.6
agree 14 27.5 51.0 70.6
disagree 26 51.0 |27.5 98.0
strongly disagrg10 196 (2.0 100.0
Total 51 100.0 |100.0

Source: primary data 2014.

From the findings, majority of the respondents tjiduthat the motivational strategies present in
their schools are not good enough since 26 (51.886) 10 (19.6%) disagreed and strongly
disagreed respectively. It was established thatontyj of the respondents that disagreed
especially those that strongly disagreed were #acand hence such findings can be relied on

since they are the main employees of these schools.
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The response of the majority is in agreement witvekiga (2013)who indicates that the working
conditions in UPE schools are not good. This carhér be related to strike of teachers
concerning their salaries Haggai (2011) and therwdw showed that the teachers receive a
salary of 230,000-300,000 which takes long to lendferred to their accounts. From the
observation the accommodation facilities givendme employees were in a poor condition.This
therefore shows the existence of insufficient madtvs in UPE schools.

The respondents that thought the motivational exjiat present in their schools were good
enough were mainly composed of members of the bogbvernors and other respondents of
top management like head teachers and deputy leeatidrs since they are given priorities

ahead of the ordinary teachers as mentioned byheniaterviewees.

4.10.2 Better Motivational Strategies Will Improve Performance.
The null hypothesis was also tested to attain é@s@ondents view.Respondents were to choose

from the options of strongly agree, agree, disggsé®ngly disagree and uncertain with the
statement that better motivation strategies wifpiave employee performance.

Graph 6. Better motivational strategies will improve employee performance
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agree 32 62.7 [62.7 98.0
not certain |1 2.0 2.0 100.0

Total 51 100.0 |100.0

Source: primary data 2014.

The results show that majority of the respondegteed that better motivational strategies can
improve performance in UPE schools since 18 (35.38%g 32 (62.7%) strongly agreed and
agreed respectively. This can be related to theltsee®f the results of the second and third
objective which show the relationship between nadton and employee performance being
positive and motivation having a positive impactpaiformance respectively. These results can
further be related to the results of the motivadlostrategies in UPE schools not being good
enough. This therefore indicates that the respasdaslieve that they are not being motivated
enough but if motivated better they can perforntdret

A Pearson’s correlation coefficient was calculdietiveen better motivational strategies will
improve employee performance and the relationseipvéen motivation and employee

performance. The results of the correlation aregmted below;

Table 16, A correlation between the good motivational strategies improving
employee performance and the relationship between motivation and employee
performance.

the
relationship better
between | motivational
motivation |strategies wil
and improve

performancg performanceg

the relationship that Pearson
_ _ 1 .058
exists between Correlation

motivation and Sig. (2-tailed) .686
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performance N 51 5]

better motivational Pearson

. - _ .058 1
strategies will improve Correlation
performance Sig. (2-tailed) 684
N 51 51

The correlation coefficient as presented in tal@léentlicated a weak positive relationship
between the two as r (51) = 0.058, p<0.01. Thigatds that good motivational strategies being
able to improve employee performance is due t@tsiive relationship between motivation
and employee performance. Possible reasons forelaigsonship could be the positive
relationship between motivation and employee paréorce and the positive impact motivation
has on employee performance. The correlation aeffi agreed with the view of respondents
on the same aspect since both indicated that gamiational strategies will improve employee

performance.

4.10.3 Bad Motivational Strategies Will Not Improve In UPE Schools
The alternative hypothesis which was presentethapter one as bad motivational strategies will

not improve performance in UPE schools was tedResgpondents were asked to choose from
the alternatives of strongly agree, agree, disagengly disagree and uncertain. They were

further asked to give reasons for their choiceegponse and presented above are the responses.

Graph 7. Bad motivational strategies will not improve performance
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FrequenciPercen|Valid Percen{Cumulative Percen}
Valid strongly agreq27 52.9 [52.9 52.9
agree 19 37.3 |37.3 90.2
disagree 3 5.9 5.9 96.1
not certain |2 3.9 3.9 100.0
Total 51 100.0 |100.0

Source; primary data 2014.

The findings in graph 6 show that 46 of the responsl agreed with 27 (52.9%) and 19 (37.3%)
strongly agreeing and agreeing respectively. Tlesars respondents gave for the majority
response can be summarized as motivation is eakant hence bad motivational strategies will
reduce performance.

The findings can be related to the previous finddhghe majority of respondents take on better
motivational strategies improving performance inBJgchools since it's the opposite of bad
motivational strategies not improving performance.

It can further be related to the respondents’ vibat the motivational strategies in the UPE
schools are not good enough and from all the almveassumption can be made that the
motivational strategies in UPE schools are not gendugh and if bettered they can improve
performance.

A Pearson’s correlation coefficient was calculabetdween bad motivational strategies will not
improve employee performance and the relationshgiwéen motivation and employee

performance. Presented below are the results.
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Table 17, correlation of bad motivational strategies will not improve
performance in UPE schools and the relationship between motivation and
employee performance.

the
relationship bad
between | motivational
motivation |strategies wil
and not improve

performancg performanceg

the relationship that Pearson

_ _ 1 .065

exists between Correlation
motivation and Sig. (2-tailed) 65
performance

N 51 5]
bad motivational Pearson 06" 1
strategies will not Correlation '
improve performance Sig. (2-tailed) 650

N 51 5]

Source; primary data 2014.
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The results indicated a strong positive relatioespnted as r (51) = 0.065, p< 0.01. This means
that the relationship between motivation and emgdoyerformance can be related to bad
motivational strategies will not improve employesfprmance.

Possible reasons for this correlation are the pesitelationship between motivation and

employee performance and the positive impact ofvattbn on employee performance.

4.11 CONCLUSION
The chapter presented above was the analysis dhttiags from the field. They were based on

objectives, conceptual frame work, theoretical fawork and hypothesis as stated in chapter
one. The findings and the analyses derived froormtgee a guide to chapter five which has the
summary of the findings, the conclusion, the recemdations and the areas of further research.
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CHAPTER FIVE

SUMMARY FINDINGS, CONCLUSION AND RECOMMENDATIONS

5.0 INTRODUCTION
This chapter presents the summary of the findingsthe main study, conclusions and

recommendations arrived at. It also gives suggestior further studies. The study was based on
the objectives, conceptual frame work, theoretitame work and hypothesis formulated in

chapter one.

5.1. SUMMARY
The study was to establish the impact of motivatonemployee performance in UPE schools

and to examine the relationship between the indigr@rnvariable (motivation) and the dependent
variable (employee performance). The summariebased on the objectives, conceptual frame
work, theoretical frame work and hypothesis of shaedy presented in chapter one as discussed

below.

5.1.1 Motivators of Employees InUPE Schools
From the findings both intrinsic and extrinsic farst can be motivators in UPE schools in spite

the extrinsic motivators being more popular. Thesnpmpular motivators being salary increment
(43%) followed by allowances (13%) and the leaspytar being recognition (6%) and
promotion without pay (9%). This therefore indightthe importance of both intrinsic and

extrinsic motivation.

5.1.2 Relationship between Motivation and Employee Performance
The relationship between motivation and employatopmance was found to be positive since

33.3% of the respondents regarded it very posanet 51.0% regarded it positive. The Pearson’s
correlation coefficient calculated for this relatship also turned out strong positive as 0.672.
The findings were in agreement since both indicdtedrelationship between motivation and

employee performance as positive
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5.1.3 Impact of Motivation On Employee Performance.
The findings indicated the impact of motivationemployee performance as positive since 46 of

the 51 respondents regarded the impact as posifiveorrelation coefficient was calculated on
the impact of motivation on employee performanag iacame out as strong positive with 0.562.
The results from respondents view and the cormlaboth indicated that motivation has a

positive impact on employee performance.

5.1.4 Challenges Faced By Management In The Effort Motivating Employees.
The research findings indicated that majority ¢ thspondents agreed that management faces

challenges in the effort of motivating employeascsithey were 45 of the 51 respondents (13,
25.5% strongly agree and 32, 62.7% agree). The aymaohallenges were presented to be;
government intervention, lack of sufficient funtisgk of the best way to motivate and difference

in the personalities of the employees.

5.1.5 Conceptual Frame Work
The findings indicated a positive relationship &rig between the independent (motivation) and

the dependent (employee performance) variable$18635.3% strongly agree and 28, 54.6%
agree) of the respondents regarded the relatioreghipositive and the correlation between the

two also indicated a positive relationship betwtentwo as 0.672.

Government intervention as an intervening varialbbs regarded to have an impact on the
relationship between motivation and employee peréorce by most of the respondents (17,
33.3% strongly agree and 29, 56.9% agree). A Pearsorrelation coefficient was calculated
between government intervention and the relatigndbeétween motivation and employee
performance and it turned out to be -0.005. Thesg@nted the results from the respondents and

the correlation as different and the correlatiors wansidered.

The findings indicated that social cultural fact@s the other intervening variable have an
impact on the relationship between motivation antpleyee performance since majority of
respondents agreed with the existence of the imp&6t 31.4% strongly agree and 30, 58.8%

agree).

The correlation (-0.044) however indicated thatiaocultural factors have no impact on the

relationship between motivation and employee peréorce, the correlation was considered.
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5.1.6 Theoretical Frame Work
The findings indicated the importance of intringiotivation since money as the most popular

extrinsic motivator was not thought to be the mwsportant motivator with 26 (51.0%)
disagreeing and 4 (7.8) strongly agreeing. findifgsher indicated that employees can leave
work of higher pay for work of lower pay since 22lwe 51 respondents agreed.

The Pearson’s correlation coefficient calculatedwieen the two however turned out to be
negative (-0.511) indicating that an employee graters a job of lower pay to that of higher pay

does not do so because money is not the importativator.

5.1.7 Hypothesis
The findings indicated the null hypothesis (bettestivational strategies will improve employee

performance) as true since most of the respondegresed (18, 35.3% strongly agree and 32,
62.7% agree). The correlation (0.058) between thkehypothesis and the relationship between

motivation and employee performance was positivelance related to the findings.

The results tested the alternative hypothesis (iadivational strategies will not improve
employee performance) as true by most of the repus (27, 52.9% strongly agree and 19,
37.3% agree). In relation the correlation coeffitiealculated between the alternative hypothesis

and the relationship between motivation and em@gerformance was also positive (0.065).

5.2 CONCLUSION
Conclusions were derived from the findings of thiedg and these conclusions have been

presented below as follows;

5.2.1 Employee Motivators
The motivators of employees in UPE schools are hwifnsic and extrinsic. This therefore

presents the significance of both intrinsic andiegic motivation.

5.2.3 Relationship between Motivation And Employee Performance
The relationship between motivation and employeéopmance was presented to be positive by

both the respondents and the correlation betwedivation and employee performance. it can
therefore be concluded that the relationship batweetivation and employee performance is

positive.
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5.2.4 The Impact of Motivation on Employee Performance
The findings presented the impact of motivationeomployee performance as positive and the

correlation further presented it as positive tooisTtherefore shows that the impact of motivation

on employee performance is positive.

5.2.5 Challenges of Motivating Employees
Majority of the respondents thought that managerfaargs challenges in the effort of motivating

employee and the most common challenge was presestegovernment intervention. This

therefore presents the motivation of employeeshatenging.

5.2.6 Conceptual Frame Work
The relationship between the independent (motimati@and the dependent (employee

performance) variables was presented as positivbadbly the respondents and the correlation
coefficient calculated between the two variables.

The intervening variables (government interventama social cultural factors) were presented
by the respondents to have an impact on relatipnflgtween motivation and employee
performance. However the correlations of both thiervening variables indicated otherwise
since they turned out to be negative hence shotiagthe intervening variables do not affect
the relationship between motivation and employeéopaance.

5.2.7 Theoretical Frame Work
The findings agreed with the theoretical frame werkce they showed the importance of

motivators and intrinsic motivation. Extrinsic maition (hygiene factors) was not ignored but

intrinsic motivation regarded more important.

5.2.8 Hypothesis
The tests of both the null and alternative hypatkem the respondents was positive. The

correlation coefficients of the hypotheses andréi@ionship between motivation and employee
performance also turned out to be positive. thesehndicates the validity of both the null and

alternative hyphothesss.

5.3 RECOMMENDATIONS
From the above research findings the motivationedtegies present in UPE schools today

should be improved so as to have the employee npeaftce also improve since the two have

been indicated to be positively related.
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Other stake holders aside from management of tHe $#Rools should also get involved in the
motivation of employees in UPE schools like the ggoment being the owner of these schools

should get more involved in the motivation on engplthrough the ministry of education.

Employees in UPE schools and management shouldumated about employee motivation and
performance since the research indicated ignorasfcéooth employees and management
regarding motivation with some employees not evewwkng the meaning of the word

motivation.

5.4 AREAS OF FURTHER RESEARCH
Factors affecting employee performance aside frastiviation, since this research has been on

the effect of motivation on employee performands itannot be assumed that motivation is the
only factor that influences employee performance hence research should be carried out on
the other factors aside from motivation that affatiployee performance.

The best way to motivate employees, since no best @@ motivating employees has been
developed or recommended as yet it would be baakfacarry out research on the above topic.
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APPENDIX 1: QUESTIONNAIRE

Dear respondents,

| am a student of Uganda Martyrs University Nkoarquing a Bachelor’'s degree in Business
Administration and Management. As a requirementtfer award of the Bachelor's degree,
students are required to do empirical researchtopiaal issue and | have chosen to achieve this
by conducting a survey on “THEIMPACT OF MOTIVATIONON EMPLOYEE
PERFORMANCE IN UNIVERSAL PRIMARY EDUCATION IN UGANR". You are
therefore, kindly requested to respond to this eyrnAny response given is purely for academic

purpose and shall be treated with utmost confidétyti
Yours sincerely,

ABONEKA BRIDGET IMMA (student)

SECTION A: RESPONDENTS BIO DATA
Instructions
Tick in the box that corresponds to you.

Al: Gender of Respondents

1. Male 2. Female

A2: Category of Respondent

1. Head teache 2. Deputy Head teac 3. Board of gover
member
4. Bursar 5. Teacher 6. Casaladblrers

A3: Age bracket of respondents (Specify)

1. Below 20 years 2. Between 21 and 30 years
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3. Between 31 and 40 years 4. Between 41 and 50 years

5. Above 50 years

A4: Education Level attained

1. Certificate 3. Degree
2. Diploma 4. Abovegdee
A5: Please indicate tnremumber of years you hawi&emowrth this school.

1. Less than 5years 2. Between 5 —€Hs,

3. More than 10 years

A6: Please indicate your level of management

3. Lower level Middle level

4. Top level
PART B

What are the different ways through which employaddPE schools can be motivated?

What kind of relationship do you think exists beaweemployee motivational levels and

employee performance levels? (Tick or shade thetlhatxconnects to your response)




Very positive Negative

Positive Very negative Not certaif

Give reasons for the answer above answer.

What impact do you think employee motivation haseamployee performance? (Tick or shade

the box that connects to your response)

Strong positive Negative Not certali

Positive Strong negative

Give reasons for the answer above

School management faces challenges in the effartativating employees? (Tick or shade the

box that connects to your response)

Strongly agreg agre disagree

Strongly disagree not certai

If yes, please mention some of these challenges.




PART C

There exists a relationship between motivation emgloyee performance. (Tick or shade the

box that connects to your response)

Strongly agree Agree Not certail

Disagree Strongly disagre

Give reasons for the above answer.

Government intervention has a great influence enréhationship between employee motivation

and performance in UPE schools. (Tick or shaddthxethat connects to your response)

Strongly agree Agree Not certain

Disagree Strongly disagre

Please give reasons for your answer above.

Social cultural factors affect the relationshipvisetn motivation and employee performance in

UPE schools. (Tick or shade the box that connecy®tir response)

Strongly agree Agree Not certain

Disagree Strongly disagre
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Give reasons for the answer above.

PART D

Employees are capable of leaving a place of wdnkrey there is high pay in preference for a
work place of lower pay? (Tick or shade the box tmnects to your response)

strongly agree e

strongly disagree disagre not ceral

Give a reason for your answer above

Money is the most important motivator. (Tick or dadhe box that connects to your response)

Strongly agree Agree Not certair

Disagree Strongly disagre

Please give reasons for your answer above.

PART E

the motivational strategies present in your in WHeéRkools are good enough? (Tick or shade the

box that connects to your response)
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strongly agree No
strongly duaagre disagre

not ceratin

Give reasons for your answer above.

Better motivational strategies will improve empleyperformance in UPE schools. (Tick or
shade the box that connects to your response)

Strongly agree Agree Not certairn

Disagree Strongly disagre

Give reasons for the answer above.

Bad motivational strategies will not improve emmeyperformance in UPE schools. (Tick or

shade the box that connects to your response)

Strongly agree Agree Not certair

Disagree Strongly disagre

Give reasons for the answer above.




TheEnd

Thank you for your time and responses

APPENDIX 2: INTERVIEW GUIDE
“THE IMPACT OF MOTIVATION ON THE EMPLOYEE PERFORMAN CE IN

UNIVERSAL PRIMARY EDUCATION IN UGANDA”"

1.

a kb 0N

o

How has the UPE program affected the general pegoce of your school (teacher’s service
delivery, student’s performance and management)?

What is the pupil- teacher ratio?

How have the recruitment policies of teachers &digthe performance of the school?

Does the school have a Board of Governors? Isittfoning?

Do you think the issue of employee motivation hasrbaddressed? Give reasons for your
answer.

Explain the criteria for proving allowances to emyaes by the school.

7. If possible, give a salary range for UPE school leyges.

Do you appraise the performance of your staff {teex), management and students? If yes,
how, how often and why?
Suggest other factors affecting levels of emplgyedormance apart from motivation.

Thanking you for your participation.
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