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DEFINITION OF TERMS 

Compensation to performance 

Commonly known as "Performance pay'' or "Performance based pay'', it links 

the compensation of the employees to their performance and their contribution 

to the organisational goals and objectives 

Compensation 

This is an effective reward and compensation systems align with objective, 

outcome-based evaluations of employee performance. 

Involvement and Participative 

This is known by many names including shared leadership, employee 

empowerment, employee involvement, participative decision-making, dispersed 

leadership 
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ABSTRACT 

The study investigated employee motivation activities in Kakira Sugar Works in 

the administration area of Jinja district. 

Kakira Sugar Works was purposely selected because it is among the biggest 

organization, is largely convenient to the researcher transport wise and it is one 

of the biggest private organizations employing a big number of employees 

Since salary seems to be the most used tool in the motivation of employees, the 

rest of motivating factors like employee involvement in decision making and the 

environment in which they work in are not considered most. This shows a poor 

relationship between the employee and the employer and thus showing a poor 

performance 

Therefore the researcher's conclusions are in agreement with other scholars on 

the subject of employee's motivation who have it that management should try 

to focus on those ·individual needs which when satisfied leads to improved 

performance 
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1.0 Introduction 

CHAPTER ONE 

INTRODUCTION 

The chapter focuses on the back ground, the statement of the problem, the 

objectives of the study, research questions, and scope of the study and the 

significant of the study on the general objective of the Study to address the 

impact of motivation on employees' performance in Kakira Sugar Works in the 

administrative area of Jinja district. 

1.1 Background 

Kakira Sugar Works is among the many developed private organizations that 

have innovations and discoveries rooted in their management principles. Many 

private organizations like Kakira Sugar Works lag behind largely because of 

wanting management principles and practices. Hence the principle of 

motivation is invaluable in Human Capital Development and 1s an 

indispensable component to Human Resource Management (Armstrong 2007) 

The success of many organizations hinges on the component and effort from its 

members. In a production organization like Kakira Sugar Works, this includes 

the technical and support staff and the entire community. According to 

Decenzo (2003), all stakeholders in an organization are managers; they are 

participants in the management of that particular organization. Therefore, the 

sen10r managers need to know the factors that cause, channel and sustain 

behaviour. 
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Many industries have closed because their production capacity deteriorated. 

Normally, a positive trend of production would reflect growing that is growing 

production year after year. (2003). 

Practitioners Theorists contend that the human resource will make 

contributions to the organization provided they are rewarded (Bernard-Simon 

2004).They argue that to create and sustain organizational equilibrium, the 

inducements ought to be commensurate to the employee contributions. 

Given the above state of affairs, the researcher was provoked to examine 

whether motivation practices are implemented in Kakira Sugar Works found in 

the administrative area in Jinja District. 

1.2 Statement of the problem 

Every manager wants his employees to acquire practical skills so that virtually 

every point in the growth and development of their performance quality is 

reflected and quality was depend to a large extent on the quality · of skills 

acquired. 

Armstrong (2007) observed that when employees are unhappy, frustrated, 

uninspired and unmotivated, their level of production is low; especially when 

they go without lunch they develop a low attitude towards work. 
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Considering that employees as the most prime resource who ideally have to be 

treated humanely if good results have to be realized, one would not rule out the 

possibility of lack motivation of employees resulting in a multiplicity of 

problems impinged on it, especially the demographics of the organizc1-tions in 

Uganda particularly in rural areas on one hand and the socio- economic 

challenges on the other. 

It is in this regard that the researcher contended that employee motivation as a 

factor that impacts on employee's performance might have eluded the 

management of Kakira Sugar Works in Jinja district. Since no study of this 

magnitude had been carried out before, it was imperative to conduct this study 

to investigate the impact of employee motivation practices on employee's 

performance in Kakira Works in Jinja district and come out with remedial 

measures to the problem. 

1.3 Purpose of the study 

The purpose of the study was to investigate the effects employee motivation on 

their performance in Kakira Sugar Works in Jinja district. 
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1.4 Objectives of the Study 

The study was guided by the following specific objectives: 

1. To examine the effects of compensation on performance in Kakira works in 

Jinja district 

2 To examine the effects of involvement on performance m the organization 

Kakira Works in Jinja district 

3 To examine the effects of conducive working environment on performance 

Kakira Works in Jinja district 

4 To examine the effects of training / development on performance in Kakira 

Works in Jinja district 

1.5 The research questions of the study? 

1. What are the effects of compensation on performance m Kakira works m 

Jinja district? 

2 What are the effects of involvement on performance in Kakira Works in Jinja 

district? 

3 What are the effects of conducive working environment on performance m 

Kakira Works in Jinja district? 

4 What are the effects of training / development on performance m Kakira 

Works in Jinja district? 
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1.6 Scope of the study 

The study investigated employee motivation activities in Kakira Sugar Works in 

the administration area of Jinja district. 

Kakira Sugar Works was purposely selected because it is among the biggest 

organization, is largely convenient to the researcher transport wise and it is one 

of the biggest private organizations employing a big number of employees. This 

study was limited to employee motivation as strategy to win staff competencies. 

The study considered the period 2002-2005 calendar years because records 

show that majority employees for this time frame are still available in the 

organization which ensures collection of relevant data. 

1. 7 Significance of the study 

The study was useful to various stakeholders in private organizations. 

It provided managers with the outlook of how to appreciate employee 

remuneration interventions. 

The study was also be used as a baseline for further researches related to 

employee motivation. 

The findings of the study can help the organization's managers and 

administrators to recognize the importance of training their work force to 

enhance effective achievement of the organizational goals. 

The study can also assist employers to understand the views of their workforce 

in regard to general conditions of work environment and training specifically. It 

will act as benchmark for most organizations that have over years neglected the 

forces of training for the effective performance of the organization. 

The study can also be used as a basis to determine why other organizations 
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performed better than others and the cause of poor performance despite 

operating in similar conditions. 

Most importantly, the finding of the research assisted other scholars and offer 

suggestions upon which further studies can be carried out apart from adding 

on to stock of knowledge that already exists about the effects of training on 

performance. 

It can also be used as a reference by the teaching staff and administrators of 

the universities. 
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2.0 Introduction 

CHAPTER TWO 

LITERATURE REVIEW 

This chapter presents the Theoretical framework and the concepts of: 

background of this study under the concepts: compensation and performance, 

employee involvement, conducive environment, and training of (employee) 

motivation to organizations 

2.1 Conceptual framework 

Individuals and organizations have goals to achieve and if set; they turn out to 

be tasks to be achieved by the people. Organizations 'invest' in people because 

they know people are the source of productivity that can lead to achievement of 

the goals. The Human Resource, however, has a choice of activities that them a 

socio-psychological esteem and self-actualizing goals; or motivators to develop 

themselves for occupational and personal growth. (Kathleen, 1995). When 

people are exposed to values through fair experiences, practice and reflective 

observation, they tend to develop a desire to accumulate knowledge and skill in 

high regard. And drawing form their esteem, needs, they will use the skills to 

perform well. (Stoner, 2002) 

9 



The conceptual linkage between the above premises can be graphically 

represented as shown in figurel below: 

Conceptual model: 

MOTIVATION 

Independent Variable 

-Compensation 

- Involvement and 
Participation 

-Conducive 
Environment 

- Training/ 
Development 

EMPLOYEE PERFORMANCE 

Dependent Variable 

I 
Reduces Labour turnovers 

Efficiency and 
Effectiveness 

Enhances employee 
e----------------+1 empowerment 

Increases profit margins 

Improves Decision making 

Enhance good leadership 

Creates sense of belonging 

Fig I .Reflects the Schematic illustration of the interconnectedness of the 

premises shown. The specific organization objectives make the managers look 

for employees with the competencies that lead to achievement of goals. 

However; these are competencies need maintenance or inducements to be 

sustained to perform. This is then followed by checked practice and appraisal 

to restate the goals to be achieved. 
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2.2 Review of Related Literature 

Effective performance, just like learning, needs effective conditions. The 

individual ought to be motivated to perform, that is, have a need to improve the 

level of delivering work. 

The conditions necessary for performing are: setting standards for 

performance, giving guidance, and ensuring satisfaction from work done. 

Performance needs to be active. It involves use of appropriate motivation 

techniques, give time to allow doing work, giving laborers enforcement and the 

need to recognize different levels of performance and each level needs a 

different skill. 

Motivation is the art of helping people to focus their energies on doing their 

work as effectively as possible (Namita, 2000).lt is processes of making 

employees exert high level of efforts towards organizational performance. One 

would then wonder why managers- whether in private organizations or 

government ones, fail to motivate their employees. The reasons are various and 

could include some of these: lack of goal congruence, where individual 

employee goals differ from organizational goals hence leading to goal clash, 

inadequate monetary resources constrain would-be motivators in terms of 

financial rewards, which are key to employee retention and lack of consistent 

policy framework, practice and procedure in decision-making processes or the 

working environment in general. 
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2.2.1 Compensation and Performance 

According to Decenzo (2003), the most compensation effective reward and 

compensation systems align with objective, outcome-based evaluations of 

employee performance. Each employee's performance measurement should 

reflect the organisation's business strategy and financial goals. Compensation 

should also reflect the employee's performance level and his or her 

contributions to the organisation's success. 

Conventional wisdom and traditional compensation practices often prevent 

organisations from achieving strategic goals. Organisations must align their 

compensation and reward systems with performance, for when they do, they 

will increase productivity and achieve sustainable growth. 

compensation to performance". Commonly known as "Performance pay'' or 

"Performance based pay'', it links the compensation of the employees to their 

performance and their contribution to the organisational goals and objectives. 

Therefore, periodic performance reviews merged with the compensation process 

provide the basis of performance related pay. 

Compensation will always be a critical part of employment, influencing 

productivity, motivation, retention and much more. As Jack Welch said, "If 

you pick the right people and give them the opportunity to spread their wings 

and put compensation as a carrier behind it you almost don't have to manage 

them." We in Human Resources, have a strong influence and role in both the 

process and the policies behind it. Gramrrat, (2004). 

The concept of salaries involves periodic payments, which will largely depend 

on the terms of service. In private organizations, management wholly meets 

employees' financial rewards. In principle, salaries depend on qualification level 
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and expenence. However this is not the case in government organizations 

where employees of the same level are paid a similar salary across the board. 

This has been a major cause of frustration among employees in Uganda. (New 

Vision, January 17, 2006; 24) 

The most vivid reward employees get from work is financial pay. However, 

rewards are of wide-range and vary, they include among others: promotions, 

desirable work assignments, recognition or peer acceptance, (Brundrentt, 

2002) and Gramrrat, 2004).However, as for employees effectiveness, both the 

manages must stress that there are a host of impediments thereto that are 

beyond employee influence, like disease or machine anomalies.(New Vision, 

August 2004:23) 

Rewards are classified differently. Decenzo (2003) identifies intrinsic and 

extrinsic rewards, financial and non-financial rewards, performance-based and 

membership-based rewards among others. Intrinsic rewards are personal 

satisfactions that accrue from the job itself, such as pride in one's position, a 

feeling of accomplishment, or being part of the team. On the contrary, extrinsic 

rewards are those one gets from the employer, such as money, promotion, or 

recognition for achievement and responsibility. 

Financial rewards involve wages, bonuses ,direct or indirect profit sharing as in 

organizational projects, annual leave, sick leave, maternity leave tuition for 

staff development, free medical treatment for staff member and his/her 
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immediate family members, free transport, higher purchase schemes, free 

housing. Non-financial pay offs emphasize making the job more attractive, like 

well furnished staff houses, well furnished offices, access to free internet and 

telephone services, free decent uniforms. What is remarkable is that 

'performing' organizations are known for performance-based rewards that 

involve award to the best performing persons in the various fields. (New 

Vision, 13th March 2006). 

Therefore motivation is a product of anticipated values from a given course of 

action and the perceived probability that the action will lead to these values. In 

this case, as employees do their work in an organization, production is 

expected to be high. This is where the assumption of this will heavily hinge that 

employee commitment and willingness to work substantially impact on the 

level of production. 

Maslow Abraham suggests that people have a hierarchy of needs, whereby a 

person moves up the ladder of needs. Individuals will be motivated to fulfill 

whichever need is most powerful for them at a given time, until it ceases to be a 

motivator. The order of satisfaction is not a golden rule. Hertzberg classifies 

needs into: the hygiene factors and the motivators' factors. The former are 

extrinsic factors and they include organization policies, job security, working 

conditions, and salary among others. The latter are intrinsic and are such 

factors as achievement, recognition for responsibility, challenging work, 

advancement and growth in the job. Hertzberg's job satisfaction theory is 

galvanized by Stancy Adams's reward services and rewards Visa-vis one's input 
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in the organization compared with others in the organization. This theory could 

be the source of perception of many employees that managers are over paid in 

comparison to the work done. 

In fact, although the enterprise of motivating is far-reaching, one can note that 

the rewards ought to be such that the effort placed in such endeavors is 

warranted. It is a subject and practice that is elusive, continuous and dynamic. 

What is speculated above could be utopia in Jinja rural environment, where 

basics like water, adequate housing and smooth roads are as epileptic as the 

electricity in the region. Food is ironically inadequate or dear. So, organization 

managers have an uphill task of motivating their employees, for example 

through adequate salaries, job involvement and working environment that is 

conducive. 

The mJSsmg link is whether higher salaries imply better performance. Eric 

Hanushek research finds that there is hardly a relationship between employee 

salaries and organizational production (in the developed world-Pennsylvania). 

(Gramrat, 2004) maintains that salaries tend to increase whether or not 

production improves. 

This study, however, questions whether this may apply to developing countries 

like Uganda, and Kakira sugar works in Jinja rural in particular. Other 

researchers in Uganda suggest that various financial rewards have had 
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noticeable impact on organizational performance in performing organizations in 

Uganda (1998, Kabarole District Performance report, 2003). 

However, it is important to note that people do not work for salary alone. There 

are other reasons for instance, fringe benefits that go with the job like housing, 

medical or credit facilities. Many people work for psychological benefits like 

recognition, self esteem or job satisfaction. 

The quality of employee salary as a motivator cannot be dismissed. The 

underlying assumption here is that higher salaries will attract more persons, 

preferably with excellent working skills into the organization. (Brundrentt, 

2002; Grarat, 2004). However, the critics of this theory hold that salaries are 

rarely based on quality, or merit, or effectiveness, but years of experience and 

qualifications levels. As a result, raising salaries not only rewards good 

employees, but rewards bad ones as well. 

Koontz and Weibrich (1998) further added that if money is to be considered as 

an effective motivator, people in various positions even though at a similar level 

must be given salaries and bonuses to reflect their individual performance 

Terry and Franklin (2000) categorically stated that many people work to get 

money but even those that work have the ambitions of getting more money to· 

add on what they have and Debson and Palfreman(l999) assumes that people 

respond to the incentives if an employer raises an hourly wage , people will 
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work hard other things being equal , they that if a piece of particular products 

is raised , people will buy a cheaper alternative 

Rao V.S.P. (2000) Management has to formulate and administer the salary 

policies on the sound lines as most of the employee's satisfaction and work 

performance. 

Ivancevich (2001) mentioned that Hertzberg concluded that changing pay will 

not motivate but if pay is inadequate or of the wrong type or mismatched to 

employees needs any way, dissatisfaction results. Motivation is greatly 

influenced by a fair pay of an employee that might be satisfied with pay and 

others may feel cheated and act accordingly. To reduce this feeling, the 

dissatisfied employee would change quality, quantity of his/her input the 

result would increase absenteeism, lower quantity and quality. 

Arthur Pell (1998) believes that money like working condition is a satisfier. you 

might assume that offering more money generates high productivity but and 

you are probably right, for most people but not for everyone . Incentive 

programs, in which people are given more chance to earn more by producing 

more, are part of many company compensation plans they work for some 

people but not others 

Gareth R Jones et al (2000) mentioned that management can use pay to 

motivate employees to motivate employees to perform at high levels and attain 

high goals .Pay is used to motivate entry level worker first line and middle line 
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managers . Pay can be used to people to perform behaviors that will help 

people to join and remain in an organization 

2.2.2 Involvement and participation on the performance 

"involvement and Participative is known by many names including shared 

leadership, employee empowerment, employee involvement, participative 

decision-making, dispersed leadership, open-book management, or industrial 

democracy" (Steinheider, B., Bayerl, P.S. & Wuestewald, T.,2006). 

"The basic concept involves any power-sharing arrangement m which 

workplace influence is shared among individuals who are otherwise 

hierarchical unequals. Such power-sharing arrangements may entail various 

employee involvement schemes resulting in co-determination of working 

conditions, problem solving, and decision-making" (Locke & Schweiger, 1979). 

The primary aim of involvement and participation is for the organization to 

benefit from the "perceived motivational effects of increased employee 

involvement" {Latham, as cited in Brenda, 2001, p. 28). 

What is sought from people or employees is their contribution for the noble 

cause of an organization (i.e. the fulfillment of its mission, goals and 

objectives). These people will tend to highly cooperate if their ability, capability 

and skills are recognized and put to acceptable use; that is, involving 

employees in the design of the target they have to achieve. 

Job involvement is the rate at which people participate in decision-making 

processes that concern their lives or activities. Brundrentt, (2002) and Okumbe 
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(1998) hold this view when they separately argue that job involvement entails a 

deliberate participative mechanism in the whole range of activities from 

planning, implementation and evaluation of organization activities geared 

towards achieving the organizations' goals and objectives. 

Organizations benefit from the perceived motivational influences of employees 

in PDM. When employees participate in the decision making process, they 

improve understanding and perceptions among colleagues and superiors, and 

enhance personnel value in the organization (Probst, 2005). 

Participatory decision making by the Top Management Team (TMT) "ensures 

the completeness of decision making and mcreases team members' 

commitment to final decisions" (Ling et al., as cited in Carmelli, Sheaffer, & 

Halevi, 2009, p. 697). 

In a participative decision making process each team member has an 

opportunity to share their perspectives, voice their ideas and tap their skills to 

improve team effectiveness. As each member can relate to the team decisions, 

there is a better chance of their achieving the results. There is a positive 

relationship between decision effectiveness and organizational performance. 

The better the effectiveness, the better the performance. 

impact the following (Steinheider, Bayerl, & Wuestewald, 2006): 

Collective 

In a collective participative decision making style, the members of the 

organization have some say in the decision process. This is the most common 

type used by organizations and is proven to be very effective. Although 

employees are asked for their opinions, the leader alone makes the final 
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decision, has all control of how the decision will pan out, and takes full 

responsibility for all of the consequences (Connor, 2003). 

Democratic 

In a democratic participative decision making style, the leader gives up 

complete ownership of the decision and lets employees vote. The majority vote 

wins. This causes a fast and effective decision to be made. Although the team 

might reach a fast decision, no one takes responsibility for the decision and if 

something goes wrong, an employee can simply state that they did not vote for 

it. 

Autocratic 

In an autocratic participative decision making style, similar to the collective 

style, the leader takes control of and responsibility for the final decision. The 

difference is that in an autocratic style, members of the organizations are not 

included and the final outcome is the responsibility of the leader. This is the 

best style to use in an emergency when an immediate decision is needed 

Consensus 

In a consensus participative decision making style, the leader gives up 

complete control and responsibility of the decision and leaves it to the members 

of the organization. Everyone must agree and come to the same decision. This 

might take a while, but the decisions are among the best since it involves the 

ideas and skills of many other people. Team work is important in this style and 

brings members closer together while trust and communication increase 
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2.2.3 Conducive working Environment. 

Organizational managers have a responsibility to ensure that employees, who 

are in organizations by either choice or default, are provided with an 

environment that is professionally motivating and satisfying. The work 

environment should provide hope and assurance through an appropriate 

career structure, so that even unwilling processionals are positively assimilated 

into the profession. (Brundentt, 2002; Gramrat, 20040.Iersspective of the 

location of the organization, the organizational management has to do a host of 

things to ensure that the working environment is favorable for the employees of 

the organization. 

Abraham Maslow introduced an important step towards understanding the 

complexity of human needs. He argued that people are universally motivated to 

satisfy a sequence of variety of needs and he categorically stated that they are 

basically five steps that satisfy human nature .Also he stated that these stages 

are progressive in nature , according to Boree ,Thill ,Buck wood & Dori! (1993) 

. They are as follows: 

Physiological needs ; these are the needs for survival such as food , clothing 

and shelter .He stressed that physiological needs are reflected in the means of 

pay ,rests , break and protection from harsh condition .This need is related to 

Maicibi's only that it didn't specify between appropriateness and promptness . 

Basically those are the two things that the research had to find out 
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Safety needs, this refer to the needs that make the employees to look safe from 

harm .These ones include job security, medical care and retirement plans. This 

means the retirement package and procedure have to be well prepared and do 

they meet line that the employees need 

Social needs , at this stage the employee need to be loved , affection and 

acceptance .The teacher wish to be on the payroll not discriminated and 

deleted from the pay scheme .If that one is done then the worker gets satisfied 

and is encouraged to perform . The research found out the pay masters 

treatment of the workers at this hierarchy of needs 

Esteem needs: This involves the need for respect and personal recognition 

within the organization; people try to satisfy their needs by seeking 

commendations, awards, promotions and other token of appreciation which 

can be in money form. The research found out the degree at which the teachers 

are rewarded for having done a recommendable job like pupils passing highly 

in primary leaving examinations, designing the pay structure; Because of the 

complicities with in organizations particularly large ones the department of 

human resource management who oversee the compensation system 

development process evaluation. Job evaluation is the systematic process of 

establishing the relative worth of jobs within points assigned to the jobs are 

with in a single organization in order to determine equitable pay differentials 

amongjobs 
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The principal purposes of an organizational pay scheme is that it acts as a 

problem solving issue when it comes to individual satisfaction .It is believed in 

human resource management that the man power resource should be made 

happy at the expense of others and its what Maicibi (2005) states as follows : 

Gupta Alka (1998) if the worker feel motivated his behavior will result in the 

performance of the desired action. Therefore workers should be paid honestly 

by management to keep their dissatisfaction at the open door step of the 

enterprise 

Attraction of suitable and sufficient employees , smce this is a capitalistic 

world where people look for green pastures .Therefore schools that satisfies the 

teachers would not only attract better teachers but also mult-tasked ones that 

can perform other duties like music ,dance and drama 

Besides that, rewards employees for effort royalty, experience and 

achievements. This means that discipline is maintained in the system and 

therefore issues of strikes and absenteeism from work is minimized 

Not only that but, encourage optimum productivity and to ensure high quality 

level output. This is because there will be less stress because home pressure 

for demands would have been minimized. 

Education watch (2004), the position of the primary school head teacher 

should be made substitutive to the head accorded his proper recognition. This 

is one of the issues that the Kenya primary school head association 

(K.E.P.S.H.A.) is fighting to have addressed. Head teachers in Kenya are given 

little allowances. This is according to the chairperson of KEPSHA, Titus 



Kinyanjuyi Walthaka. This has caused a lot of frustration on head teachers so 

much and so is the situation in Uganda also other issues like Mc Gregory the X 

and Y theory of can act as a motivator 

2.2.4 Training and development and performance 

Schermerhorn (1993) argued that "training is a set of activities that provide 

learning opportunities to acquire and improve on the job skills" This applies to 

both to the initial training of an employee and to the upgrading or improving 

some skills to meet changing job requirements 

Besides that Mc Greggor in his book published in 1960 on the behaviors work 

talked of the y and x theory which states that the X theory works on the 

assumption which says human beings are naturally lazy so they are supposed 

to be coerced through threatening and issuing directives while theory Y says 

that mans efforts are directed towards work but the only way is by motivating 

them once they benefit. 

While the emphasis were be on skilled employees the support staff need not be 

marginalized, as they too, facilitate the attainment of organizational goals. 

Effective integration of these employees with the environment are important if 

the organizations are to achieve their objectives(Okumbe 1998) The potential of 

both skilled and unskilled employees needs to be detected, developed and 

realised.Ineffectiveness and dissatisfaction come to organizations when there is 

no integration between stakeholders and organizational human resource 

maintenance strategies. Organizations must particularly ensure their 
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employees both skilled and unskilled have room to adjust, nurture, or develop 

their career goals and aspirations in a manner that is congruent with 

organizational goals (Okumbe 1998). 

Conventional 'training' is required to cover essential work-related skills, 

techniques and knowledge, and much of this section deals with taking a 

positive progressive approach to this sort of traditional 'training'. 

Importantly however, the most effective way to develop people is quite different 

from conventional skills training, which let's face it many employees regard 

quite negatively. They'll do it of course, but they won't enjoy it much because 

it's about work, not about themselves as people. The most effective way to 

develop people is instead to enable learning and personal development, with all 

that this implies. 

So, as soon as you've covered the basic work-related skills training that is 

much described in this section - focus on enabling learning and development 

for people as individuals - which extends the range of development way outside 

traditional work skills and knowledge, and creates far more exciting, liberating, 

motivational opportunities - for people and for employers. 

Rightly organisations are facing great pressure to change these days - to 

facilitate and encourage whole-person development and fulfilment - beyond 

traditional training. 
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3.0 Introduction 

CHAPTER THREE 

METHODOLOGY 

In this Chapter, the researcher discusses the research design that was 

employed in the research, the target population, samples and the procedures 

that were employed during sampling, instrumentation, data collecting 

procedures and analysis procedures. 

3.1 Research design 

The research sought for both qualitative information on employee motivation 

and employees' performance in Kakira Sugar Works. The variables will be 

measured on ordinal scales reflecting their magnitude of variation. 

Statistical measures was used to, among others, quantify the relationships (if 

any) and provide an indication of confidence peaceable on the findings. 

3.2 Sample size 

Respondents were all employees of Kakira Sugar Works. The purposive 

sampling procedure was used to ensure that all the various categories are aptly 

represented. Both male and female employees were selected using the above 

procedure, for every category. The study variables of this research are: 

a) Employee motivation as an independent variable or assumed constant, and 

b) Level of production as the dependent variable of the one that varies with the 

level of motivation. 

26 



Employee motivation here was only include employees' salaries, working 

environment and job involvement. Employees' level of production was 

considered the quantity of production realized at the end of year. 

Table3.l: Population and sample size 

The sample size of 80 respondents will be chosen and this was arrived at as:-

Department Population size Population sample 

Managers 25 20 

Deputy Managers 15 12 

Technical staff 20 16 

Group Employees 40 32 

Total 100 80 

Source: Primary data 

3.3 Research Instruments 

The researcher used questionnaires and interview schedules to purposefully, 

systematically and selectively collect primary data from the respondents. The 

researcher was also analyzed relevant documents like text books, periodical 

reports on education departments, and the press as literature review. 

3.3.1 Research Questionnaire 

The questionnaire enabled the researcher to come up with quantified 

information in line with the specific objectives of the study, and a figurative 

evidence of the position of (the nature, frequency, method and effects of) 
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employee motivation m Kakira Sugar Works. Questionnaires are also 

appropriate because the employees are literate. 

3.4 Data collection procedure 

The researcher got an introduction letter from the faculty of education, 

postgraduate studies KIU. The researcher also sought permission from the 

Chairperson LVC Jinja rural and from the respective managers of Kakira Sugar 

Works. Secondary data collection was be an ongoing process and had started 

with the preparation of this proposal and final dissertation was written. 

3.5 Data analysis, interpretation and management 

The researcher was used descriptive statistics such as frequency tables, means 

by using SPSS to tabulate the data. This tool to test was of significan'Ce of the 

findings and to test the hypotheses. 

3.6 Limitations of the Study 

The study may be hindered by the following factors; 

Refusal of the respondents to effectively respond to the questions may one of 

the most notable problems that the researcher may face while conducting the 

research. 

A financial constraint may be another possible factor to limit the study. A 

transport cost was high to be met by the researcher and these fully contribute 

to the delay of the research because it was hard for the researcher to continue 

with the tight budget. 

28 



Rudeness and hostility among some respondents also limites the study in the 

sense that the researcher may be rude and hostile respondents who in the long 

run turn down the request of the researcher to answer the questions. Many of 

such respondents may walk away despite the fact that the researcher tried to 

plead for their attention. 

Shyness of the respondents was another limitation of the study. 

However, these problems may be overcome by the researcher in the following 

ways; strict adherence to the tight budget was the solution to the problem of 

lack of finance. 
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CHAPTER FOUR 

PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA 

4.0 Introduction 

In this chapter the research findings are presented. First to be presented is the 

background information to be followed by employee motivation practices, then 

relationship between employee motivation and their performance, and the 

relationship between employee's involvement and their performance. 

4.1 Presentation, analysis and interpretation of background information 

of respondents 

Respondents were asked to indicate their bio-data on gender, designation, 

educational level and tenure of service. Results are presented in the table 

below: 

Table 2: Showing respondents by gender 

Bio data 

Gender Males Females 

Percentages 40.5% 59.5 

Source: Primary data 

From Table 2, female respondents constituted 59.5% where as male 

constituted 40.5%. Female employees are more stable in their jobs with 

minimal rate of turnover as compared to their male counterparts. 
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Table 3: Showing respondents by designation 

Designation Percentage 

Mangers 8.25% 

Deputy managers 17.2% 

Technical staff 23.6% 

Group Employees 50.9% 

Source: Primary data 

The group employee participants formed 50.8% of the respondents, technical 

staff followed at 23.6% then the deputy managers and the least were the 

managers. 

Table 4: Tenure of service 

Tenure %age 

1-5 years 30% 

6-10 years 27% 

11-15 years 23% 

10-20 years 16-20 

Source: Primary data 

Those whose tenure was lowest; 1-5 years were the majority ,followed by 

thosel6 years, then those 6-10 the least were 11-15 years. 
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4.2 Employee motivation practices 

The erspondentsl 95 were asked to rate the four aspects that relate to 

motivation practices. A four level likert scale of extremely useful, useful, fairly 

useful and rarely was used. Results are presented in Tale 5 

Table 5: Employee motivation practices 

No Item rated Extreme! Useful Fairly Rarely 
y useful (%) useful useful 
(%) (%) (%) 

1 Nicely ventilated 13(6.7) 

staff room with 

furniture 

2 Interactive 50(25.6) 

manager 

3 Periodical social 67(34.4) 

function 

4 Strict manager 16(8.2) 

5 Provision of lunch 28 (14.4) 

and break tea 

Source: Primary data 

Respondents (n) =195 

In table 5 it is observed that the staff room was not nicely ventilated staff room 

with furniture, so it was not a strong motivator e.g. only 6.7% of the 

respondents thought it was, the staff appreciated the periodical social 
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functions and it was rated 34%. About the manager's strictness the staff 

ranked it 14.4 % which depicts humanity. And about provision of lunch, the 

position was fair e.g it accounted for only 8.2% 

4.3 Relationship between employ motivation and their performance 

For the relationship between employ motivation and their performance, 

respondents were asked to rate the 4 aspects that relate to motivation and 

performance A four level likert scale of extremely useful, useful, 

fairly useful and rarely was used. Results are presented in Table 6 

Table 6: Relationship between employ motivation and their performance 

No Arrangement Highly Useful Fairly Rarely 

useful useful useful 

1 Transparent employee 34(17.4) 52(26.7) 5126.2) 25(12.8) 

promotions 

2 Delegation of employees 15 (7.7) 29(14.9) 87(44.6) 39(20.0) 

~ Effective communication 35 (17.9) 66(33.8) 44(22.6) 30(15.4) j 

4 Paiticipatory decision making 14 (7.2) 61(31.3) 66(33,8) 27(13.9) 

Source: Primary data 

Employee promotions are not transparent, the manager rarely delegates, there is no effective 

communication and participatory decision-making is low. 
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Table 7: Relationship between employees' salaries and their performance 

No Element Highly Valuable Fairly Rarely 

valuable valuable valuable 

1 Incentive plans 27(13.8) 31(15.9) 

2 Performance bonuses 6(3.1) 28914.4) 

3 Merit awards 21 (I 0.8) 40(20.5) 

4 Cost of living pays 16(8.2) 29(14.9) 

5 Pay for period not 7(3.6) 19(9.7) 

worked 

6 Monthly salaries 11(5.6) 446(23.6) 22(11.30 

7 Pay per work done 28(14.4) 16(8.2) 

8 Study leave with pay 8(4.1) 14(7.20) 

Source: Primary data 

The lowest of them all is performance bonuses which a clear reflection that the 

organization gives minimal performance bonuses but some how although still 

law the performance bonuses are made. 
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CHAPTER FIVE 

GENERAL CONCLUSIONS AND RECOMMENDATIONS 

5.0 Introduction 

The proceeding chapters of this report, dealt at length with addressing the 

study question covering the research objectives. 

In this chapter of the report, it summarizes the findings of the study and 

makes some conclusion and recommendation. 

5.1 Summary of the main findings of the study for the Motivation tools 

used 

It was established that Kakira Sugar works uses wide range of tools but in 

varying degrees. The major tools were identified as salary, job security, medical 

allowances, promotions, training and development, leave pay and recognition. 

It was found out that most of works of Kakira Sugar Works attach great 

importance to salary as a motivation tool. In relation to other motivation tools, 

the respondents further indicated that majority of them would switch to 

different organisations in the event of a slight salary increase in other 

organisations. 

Most of the employees had a low tenure of service, this is because the salary 

tool is the most commonly used tool to motivate workers and they perceive that 

salary isn't equitably distributed among the workers. 
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5.2 Conclusions 

Since salary seems to be the most used tool in the motivation of employees, the 

rest of motivating factors like employee involvement in decision making and the 

environment in which they work in are not considered most. This shows a poor 

relationship between the employee and the employer and thus showing a poor 

performance. 

The package that is paid to employees in relation to the employees' effort 

cannot serve as an effective tool and employees aren't inspired to maximize 

their efforts to meet the organisational goal. 

The researcher is therefore inclined to conclude that to improve on employee 

performance, the employees have to be involved in leadership, the salary must 

also be sufficient, and the working environment must be conducive to 

employee's work such that when an employee is hurt there is provision for 

compensation. 

Job involvement must be sought of so that decisions are made to fulfill the 

organisation's mission, goals, and objectives. This goes along way to maximize 

profit and the tenure of service to increase. 

Employee appraisals which employers use are not put m practice for 

promotions. 
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The researcher's observation reveals that most of employee's work on stress 

because overall managers and line managers do not gain confidence and 

respect of their team. 

Therefore the researcher's conclusions are in agreement with other scholars on 

the subject of employee's motivation who have it that management should try 

to focus on those individual needs which when satisfied leads to improved 

performance. 

5.3 Recommendations 

First given the importance attached to employee's salaries and their 

performance, the organisation should without fail take the challenge of 

carrying out a thorough analysis of its reward system in order to establish why 

the motivation practices are low; the relationship between employee motivation 

and performance is poor. 

The Kakira Sugar Works should also go ahead in their restructuring program 

as by the Human Resource Manager to increase employee's salary as this is 

expected to yield positive contributions. 
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APPENDIX I: QUESTIONNAIRE FOR EMPLOYEES AND LINE MANAGERS 

Dear Respondent, 

I am carrying out a study on the topic: "The impact of motivation on employees' 

performance in Kakira Sugar works in Jinja rural." The purpose of this study is 

to investigate the contribution of the payment of employee salaries, working 

environment and employee involvement in decision making processes to 

performance. 

I request you to give genuine responses. All information will be kept 

confidential, and your name is not required. 

SECTION A: WORKING ENVIRONMENT 

8. Are you housed by the organization? 

Yes D D No 

9. Give reasons ifyonr answer is 'no' in number 8 above 

10. Are there any new houses constructed for staff in the last tlu·ee years? 

Yes D D No 

11. If the answer is "yes" in 9, how many units for employees? (Fill in number)------------

12. How far is your place of residence from work? 

Within Kakira Sugar works D 

Between 2-3 Km D 

13. How do you get to work in the morning? 

D 
Walking 

Self drive 

40 

LesDm 1 Km 

□More than 3Km 

D 
Riding own bicycle 

D 



Riding own motorcycle D 

organization van 

Public means D Use 

14. Rate the following items to show their motivation by using the following scale: 

Rarely useful= 1, Fairly useful= 2, Useful= 3, Extremely usefu1=4 

No Item Extremely Useful Fairly Rarely 

useful useful useful 

1 Nicely ventilated staff 

room with furniture 

2 Interactive manager 

3 Periodical social 

function 

4 Strict manager 

5 Provision of lunch and 

break tea 

6 Organization policies 

SECTION B: FINANCIAL REWARDS 

15. What are your terms of service? 

Permanent D Contract D Probation D temporary D 
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16. Rate the following elements in a way you think are important to motivate you perfonn better 

by using the following scale: Rarely valuable= 1, fairly valuable=2, Valuable= 3, Highly 

valuable= 4 

No Element Highly 

valuable 

1 Incentive plans 

2 Performance bonuses 

3 Merit awards 

4 Cost of living pays 

5 Pay for period not 

worked 

6 Monthly salaries 

7 Pay per work done 

17. The range of my monthly salary is: 

Between 100, 000and 120,000/= D 
D 

Between 120,000- 150,000/= 

Between 150,000-200,000 

Above 200,000/= 

D 

D 

Valuable Fairly 

valuable 

18. My monthly salary is tied to my professional qualification 

Yes D No D 

Rarely 

valuable 

19. If your answer in 18 is 'No", how does this affect the academic performance 

of pupils? ------------------------------------------------------------------------------------

42 



20. How does your salary affect your commitment to work?------------

-------------------

·---------- ·--------------------------------------

SECTION C: EMPLOYEE INVOLVEMENT IN DECISION -MAKING 

21. How are decisions reached at in your work place? 

Through staff meetings □ 

By Management Board D 

Made by manager □ 

By all stakeholders D Adhoc 

22. Does the decision making process affect employee perfom1ance? (Please explain) 

D 

--------------------------------------

-----·--------·---·-------------------------------------------------

---------------------------------------------------------------

23. Rate the level of the following staff administration airnngements on employees' performance 

by using the following scale: Rarely useful= 1, Fairly useful= 2, Useful= 3, Highly useful=4 
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No Arrangement Highly Useful Fairly Rarely 

useful useful useful 

I Transparent employee 

promotions 

2 Delegation of employees 

3 Routine/ receptive work 

4 Effective communication 

5 Participatory decision making 

Thank you 
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