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Abstract

This research was established the relationship between social motivation and employee job satisfaction in
Kamwenge District Local Government Uganda. The study used a descriptive research design which specifically
focused on correlation analysis of the study data. Using a questionnaire and an interview guide, data was collected
from 152 respondents that included general administration, finance and internal audit, community-based services,
production, health and education departments at KDLG. Findings from the first and second study objective about
the contributions of intrinsic and extrinsic motivation on employee job satisfaction at KDLG found out that the
majority of the responses were on strongly agree side. The study found that there was a significant relationship
between the variables. Thus, a statistically positive relationship was observed after correlating motivation with
employee job satisfaction. The study recommended that the government should offer support in form of capacity
building and staff promotions as a way of realizing quality and good job satisfaction in the local governments and
the administration of Kamwenge District Local Government. This is possible when the administration schedules
motivation programmes such as awards as a way of recognition, salary increment, promotions, among others.
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Introduction

A high performing organization, according to
KaliprasadO (2019), has a culture in which all
organizational members participate in aspects that
define the organization. Having a strong culture
means that there is no need to dispute certain issues
as everybody knows how to get the correct things
done. By default, a culture that is developed will
preserve what is tried and verified. When an
organization culture aligns itself with an appropriate
strategy that is well developed, the net result is a
stronger culture and therefore a high-performing
organization. This setup calls for reinforcement of
existing culture by the leaders through encouraging,
modeling and rewarding behaviors to the
employees.

Motivation can be divided into extrinsic and intrinsic
motivation. Extrinsic motivation refers to external
factors, which can be measured in monetary terms,

such as salary and benefits, promotion and
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disciplinary action. Extrinsic motivators can have an
immediate and powerful effect, but it will not
necessarily last long. Intrinsic motivation refers to
internal  factors such as job satisfaction,
responsibility, freedom to act, scope to use and
develop skills and abilities and challenging work
and opportunities for development. Intrinsic
motivators which are concerned with the quality of
working life are likely to have a deeper and longer-
term effect. These two different aspects of
motivation are connected to each other and cannot
be seen in isolation (ljosiga, Abdul Wahid, 2021).

Satisfaction-related pay can improve worker
performance through direct incentive effects as
workers expend more effort creating the outputs that
are rewarded through pay, and through worker
sorting since abler workers have more to gain from
a pay system which rewards them according to their

satisfaction (Papazisi, 2018). The view that specific
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rewards will encourage increases in production has
not always been substantiated, even though
management has often attempted to spur production
by such offerings and has often attributed production
increase to them (Akanbi, 2017). Akanbi (2017) put
it that for many years’ production has increased for
many reasons in addition to the particular motivation
and has erroneously oversimplified a highly
complex phenomenon. For a long time,
psychologists have been especially concerned with
understanding an individual through his motives and
acquired a body of knowledge in this field that often
differs from the layman’s knowledge.

According to Wright et al. (2017) financial rewards
is not the most motivating factor and financial
results have a de-motivating effect among
employees. Several studies have found that among
employees surveyed, money was not the most
important motivator, and in some instances
managers have found money to have a demotivating
or negative effect on employees (Sohrab &
Khurram, 2018). On the other hand, Ryan (undated)
indicated that non-monetary types of rewards can be
very meaningful to employees and very motivating
for satisfaction improvement. According to him,
creative use of personalized non-monetary rewards
reinforces positive behaviors and improves
employee retention and satisfaction.

While encouraging creativity and rewarding success
may come somewhat easily, it may be more difficult
to stay optimistic when mistakes are made.
However, this is where positive reinforcement is
even more critical. Employees will be much less
likely to offer ideas if they are intimidated by
management’s reactions to possible mistakes (Kuo,
et al, 2019). Keep in mind and express to employees

that mistakes are learning opportunities, which
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could lead to innovative ideas that have a major,
profitable impact on your company. If an idea does
not work out, recognize the initiative and effort.
Employees will feel further inspired and satisfied,
knowing that management truly listens to their ideas
and supports their efforts. Management’s openness
to staff members’ input, feedback, ideas and
suggestions is the cornerstone of good
communications and strong employee relationships.
Everybody wins when they are all part of a
supportive team (Kuo, et al, 2019).

In the Local Government setting in Uganda, a study
conducted by ljosiga (2021) revealed that
“recognition of staff and satisfaction had a moderate
co-relation but statistically significant in Yumbe
District Local Government”. Further to this, Mukasa
(2018) in a study of rewards and human resource
retention in selected schools in Wakiso and Masindi
Districts in Uganda concluded that “praise and
excellence certificates make employees feel
recognized and appreciated and encourage them to
continue with good work as a result of positive
attitude created”.

According to Perry and Hondeghem (2018),
extrinsic rewards and social rewards are more
helpful for employers to develop and construct the
emotional attachment among employees towards
organization goals and objectives. This position was
after that of Reena and Gillard, P. (2019) who
observed that the supportive nature of employers has
more committed employees because of social
recognition given to them. In spectrum, Pinder
(2018) stated that when management were
connected to employees in well-organized manner
and gives them reward in terms of social recognition
and acknowledgement in return of their effective

satisfaction, the employees are more emotionally
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integrated in work and release more trust towards
their job and remain loyal to organization.

Extrinsic motivators are needed to satisfy the basic
needs of all employees. Rewards need to be included
in the system and be comparable to those offered by
a competitive organization in the same area
(Fielding, 2019). Rewards need to be available to
people in the same positions and be distributed fairly
and equitably.

Motivation strategies aim to create a working
environment and to develop policies and practices
that will provide for higher levels of satisfaction
from employees (Armstrong, 2018). An enabling,
supportive and inspirational work environment
creates experiences that impact on engagement by
influencing how people regard their roles and carry
them out. Managers motivate by providing an
environment that induces organization members to
contribute (Weihrich & Koontz, 2021). Armstrong
(2018) observes that an enabling environment will
create the conditions that encourage high
satisfaction and effective discretionary behaviour.
This is generally concerned with developing a
culture that encourages positive attitudes to work,
promoting interest and excitement in the jobs people
do and reducing stress. Managing requires the
creation and maintenance of an environment in
which individuals work together in groups toward
the accomplishment of common objectives (Bonsu,
2018). A manager can do much to sharpen motives
by establishing an environment favorable to certain
drive.

Another study conducted by Bonsu (2018) shows
that “meaningful recognition contributes to reduce
medical errors, conflict, and stress among health
professionals and effective delivery of patient care”.

In addition, McFadden (2019) while studying
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American Incentive systems found out that
“satisfaction based recognitions when given to those
who deserve reinforces superior satisfaction and has
significant impact on the company’s near and long
term success”. This was further supported by
Buberwa (2020) who also posited that “recognition
when provided in a contingent basis in managing
employee behaviour is a powerful reinforcer to
improve satisfaction and the behaviour will be
repeated in the future”. In yet another study by
Hakala (2018), it was further found that satisfaction
and productivity most influenced by the managers
giving praise recognition and thanks. Using
descriptive survey in the study of staff nurse job
satisfaction, Katz, (2019) observed that “private or
verbal feedback is significant in enhancing
satisfaction”.

From the reviewed literature, it was found out that
motivation amongst employees is influenced by
numerous factors, categorized as intrinsic and
extrinsic (Dessler, 2019). An organization’s
environment, its culture, equity comparisons and
incentive structures are some of the common factors
that determine employee motivation (Armstrong,
2021). However, there were gaps that had been
identified including how each of the mentioned
motivational factors affect employee satisfaction in
various organizations and little had been highlighted
on how motivation affects employee satisfaction in
local government organizations that called for a
study of this kind. Most of the literature came from
organizations other than Local Government setting,
and even the one from the Local Government setting
were short of literature from Kamwenge local
government specifically, which created a gap.
Secondly, most of the literature reviewed seemed to

be done previously in the years below 2023, and this
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current study was in 2023. This study was suitable
to verify the current status quo on motivation and
satisfaction in Kamwenge local government, which

could be used to generalize the overall status in

carried out expecting to fill the mentioned gaps in
the Local Government perspective, precisely
Kamwenge local government in a rural setting

whether the same results would be found otherwise.

Local Governments in Uganda. The study was

Statement of the problem

In order to reward and retain their employees and improve their satisfaction, businesses work to increase employee
motivation by offering higher payrolls, pensions, sick pay, risk pay, bonuses, favorable working conditions,
holiday packages, recognitions, job security, allowances, training opportunities, and other benefits. There is an
urgent need to comprehend the complex relationship between the local government's motivating techniques and
their direct impact on workers' job satisfaction in the setting of Kamwenge District, Uganda. A dearth of thorough
research continues to impede efforts to improve employee motivation, which in turn impedes the creation of
efficient policies and procedures that have the potential to greatly increase job satisfaction levels. As a result, there
is a knowledge vacuum regarding the precise motivating elements that affect workers in Kamwenge District local
government, which hinders the development of focused interventions to raise general job satisfaction and,
consequently, organizational effectiveness and productivity." If the problem continues, the KDLG is probably not
going to be able to meet its development objectives and effectively provide public services (Office of the Town
Clerk, Kamwenge local government, 2021). Thus, using the Kamwenge local government as a case study, the
researcher was motivated to "investigate the impact of motivation on employee satisfaction in Uganda as a result
of this circumstance.

Objectives of the study

The objectives of the study were to examine the relationship between social motivation and employee job
satisfaction.

Research Hypothesis

There is a positive and significant relationship between social motivation and employee satisfaction.
Methodology

The study used a correlational analysis was used to find the relationship between social motivation and employee
satisfaction. The association between the factors motivation and employees' job satisfaction was determined using
a correlation (Creswell, 2018).

Study Area

This study was done at Kamwenge local government in Kamwenge district, Western Uganda. Kamwenge District
is the old Kibale County of Toro Kingdom was created in 2017. The district has two counties Kibale and Kibale
east. Currently Kamwenge has 8 sub counties and 5 town councils. The district is sharing boundaries. with seven
Districts namely; Kasese in the West, Kabarole in the North West and extreme North, Kyenjojo in the North,
Kyegegwa in North East, Kazo in the East, Kitagwenda in the south, and Ibanda in the East and South East (KDLG
Annual report, 2020). Choice of Kamwenge local government is due to the slow pace of service delivery often

constrained with unrealized employee satisfaction targets due to unidentified motivation strategies. More so, the
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researcher had access to the area of study, the vast knowledge of the place as an employee in this study area, these
made Kamwenge local government, a potential source of information for this study.

Population and Sample Sizes

The study was conducted in Kamwenge district local government. Throughout all the departments. KDLG had a
total of 250 employees distributed in all its departments (KDLG Human Resource departmental report, 2021).
Employees’ at all managerial hierarchies were represented in the study, since employee satisfaction cut across all
departments of the local government. According to Krejcie and Morgan's sample table for selecting a sample from
a certain population (Krejcie & Morgan, 2015), the study sample consisted of 152 study units. The selected sample
was distributed among employees of KDLG. The researcher chose respondents using a basic random method. All
KDLG personnel were given the opportunity to take part in the study by the researcher (Kothari & Garg, 2021).
Each KDLG employee received a unique number from the researcher, who wrote it on equal cards. These were
put in a box and chosen at random up until the necessary sample size was reached.

Questionnaires are one of most commonly used tools in survey of a large number of participants. In this study, a
structured questionnaire was utilized. A self-administered Questionnaire Method was utilized. Questionnaires as
a method were ideal for saving time, were cost effective and provided room for high response rate (Creswell,
2018). The questionnaires provided room for confidentiality, and were ideal for sensitive areas of study like
motivation and employee satisfaction. The respondents had to choose options basing on their level of agreement
with the questionnaire items.

A closed-ended survey was used in the study (Mugenda & Mugenda, 2021). This survey was completed by the
respondent. A Likert scale of 1 (strongly disagree) to 5 (strongly agree) was used to develop questions. Due to the
low cost of data collection, a self-completion questionnaire was given to members (Kent, 2018). The Kamwenge
district local government’s staff were subjected to the questionnaire.

Analysis based on numbers was inferential and descriptive. The researcher was assisted in describing the
motivational climate and employee output at KDLG at the time of the study using descriptive statistical measures.
Correlation and multiple regressions were examples of inferential statistics. Multiple regressions served to
examine the degree of variance in employee satisfaction, while Pearson correlation aided to assess the nature and
strength of the associations. With Microsoft Excels assistance, quantitative analysis was carried out.

Results

Response rate in survey research refers to the number of people who answered the survey divided by the number
of people in the sample times 100%. The research had a study population of 250 and from this; a sample of 152
was selected for the study using the statistical table constructed by Krejcie and Morgan. of these sampled
respondents, a total of 120 returned the questionnaires giving a response rate of 78.95%. Mugenda & Mugenda
(1999) suggest that a response rate of 50% is adequate when quantitative data is collected; therefore 78.95% was
good response for the study.

Relationship between social motivation and employee satisfaction in local government

When a question about the relationship between social motivation and employee job satisfaction in local

government in Uganda was presented to the respondents, they were expected to answer by ticking in the options
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that were presented which included scale ranges of Strongly Disagree (1), Disagree (2), undecided (3), Agree (4)
and Strongly Agree (5)
Table 1: Relationship between social motivation and employee satisfaction in local government

Statement 1 2 3 4 5 TOTAL
In KDLG, there is good relationship between 3 57 60 120
motivation and employee satisfaction 2.5% 47.5% 50% 100%
Increased autonomy enhances work productivity 2 59 57 120
in this local government 1.67% |49.17% | 47.5% 100%
Employee participation in organization measures 51 69 120
develops motivation and job satisfaction level in 42.5% 57.5% 100%
this local government

Employee empowerment grants people with| 2 3 52 60 120
responsibility and authority to act as it puts people | 1.67% 2.5% 43.3% 50% 100%
in control of their own destinies

In this local government, the degree of reward 55 65 120
influences the quality and quantity of work, and in 45.83% | 54.17% | 100%
turn improved satisfaction

Employee benefit programmers have greater 3 50 63 120
impact on work-motivation and employee 2.5% 41.67 52.5% 100%
satisfaction in this local government

A motivated employee of this local government is 48 72 120
responsive of the definite goals and objectives he 40% 60% 100%
must achieve

Source: Primary Data (2023)

For the statement “In KDLG, there is good relationship between motivation and employee satisfaction”, 50% of
the respondents strongly agreed, 47.5% of the responds agreed while 2.5% of the respondents were an undecided
about the statement.

For the statement “Increased autonomy enhances work productivity in this local government”, 47.5% of the
respondents strongly agreed, 49.17% of the responds agreed, while 1.67% of the respondents were undecided
about this statement.

For the statement “Employee participation in organization measures develops motivation and job satisfaction level
in this local government”, 57.5% of the respondents strongly agreed while 42.5% of the respondents agreed with

the statement.
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For the statement “Employee empowerment grants people with responsibility and authority to act as it puts people
in control of their own destinies”, 50% of the respondents strongly agreed, 43.3% of the respondents agreed, 2.5%
of the respondents were undecided, while 1.67% of the responds strongly disagreed with the statement.

For the statement “In this local government, the degree of reward influences the quality and quantity of work, and
in turn improved satisfaction,” 54.17% of the respondents strongly agreed while 45.83% of the respondents agreed
with the statement.

For the statement “Employee benefit programmers have greater impact on work-motivation and employee
satisfaction in this local government”, 52.5% of the respondents strongly agreed, 41.67 of the responds agreed
while 2.5% of the respondents were undecided about the statement.

For the statement “A motivated employee of this local government is responsive of the definite goals and
objectives he must achieve,” 60% of the respondents strongly agreed, and 40% of the responds agreed with the
statement.

Discussion of the Findings

The researcher tested the relationship between motivation and employee satisfaction at KDLG using different tool
items. The study findings showed that;

For the statement “In KDLG, there is good relationship between social motivation and employee job satisfaction”,
50% of the respondents strongly agreed, 47.5% of the responds agreed while 2.5% of the respondents were an
undecided about the statement.

For the statement “Increased autonomy enhances work productivity in this local government”, 47.5% of the
respondents strongly agreed, 49.17% of the responds agreed, while 1.67% of the respondents were undecided
about this statement.

For the statement “Employee participation in organization measures develops motivation and job satisfaction level
in this local government”, 57.5% of the respondents strongly agreed while 42.5% of the respondents agreed with
the statement.

For the statement “Employee empowerment grants people with responsibility and authority to act as it puts people
in control of their own destinies”, 50% of the respondents strongly agreed, 43.3% of the respondents agreed, 2.5%
of the respondents were undecided, while 1.67% of the responds strongly disagreed with the statement.

For the statement “In this local government, the degree of reward influences the quality and quantity of work, and
in turn improved satisfaction,” 54.17% of the respondents strongly agreed while 45.83% of the respondents agreed
with the statement.

For the statement “Employee benefit programmers have greater impact on work-motivation and employee
satisfaction in this local government”, 52.5% of the respondents strongly agreed, 41.67 of the responds agreed
while 2.5% of the respondents were undecided about the statement.

For the statement “A motivated employee of this local government is responsive of the definite goals and
objectives he must achieve,” 60% of the respondents strongly agreed, and 40% of the responds agreed with the

statement.
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This implies that there is a significant relationship between social motivation and employee job satisfaction. Thus
motivation was statistically significant in determining duty attendance, meeting deadlines, accomplishing tasks as
well as working overtime at Kamwenge district local government.

Similar findings are related to Reena and Gillard, (2019) who revealed that employees’ perceptive of the goals,
standards and political principles of their firms were positively and significantly related to employee motivation
and gratification towards work.

Further, Dalal (2019) indicated that employee motivation is one of the policies of managers to increase effectual
job management amongst employees in organization. A motivated employee is responsive of the definite goals
and objectives he/she must achieve; therefore, they direct their efforts in that direction. Motivation formulates an
organization more successful because provoked employees are constantly looking for improved practices to do a
work, so it is essential for organizations to persuade motivation of their employees (Bischman, 2019).
Conclusions

The study concluded that social motivation was statistically significant in determining duty attendance, meeting
deadlines, accomplishing tasks as well as working overtime at Kamwenge district local government.
Recommendations

The administration of Kamwenge district local government and the entire local government should support
employee motivation so that the institutions are able to meet their targeted goals in time. This is possible when
the administration schedules motivation programmes such as awards as a way of recognition, salary increment,
promotions among others. Employees at Kamwenge district local government and other organizations are
recommended to embrace the concept of motivation by following the organizations’ set policies in a positive
manner because one can be motivated by one’s hard work.
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