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The study investigated motivation and employee performance in
Kampala Capital City Authority, Central division. The main objective
of the study was to establish the relationship between motivation and
employee performance. The study used cross-sectional quantitative
survey design. Using a self-administered questionnaire anchored on a five
likert scale, data was collected from 62 respondents. Data was analyzed
using SPSS for means, percentages frequencies and standard deviation.
In the findings, respondents agreed to a high degree that motivation
had a relationship with and in essence enhances employee performance
(general average mean=3.62 and overall standard deviation =1.27). The
study recommended that the organization continues to polish with the
factors that it has at hand to increase on its motivation, for example;
recognizing best performance and empowering the human resource
department to look into employee performance challenges and address
them, to encourage better employee performance.
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INTRODUCTION

The desire to achieve beyond expectations being driven by internal
rather than external factors and to be involved in a continuous strive
for improvement is what is known as employment motivation (Tonga,
2007). Halepota (2015) defines employee motivation as a person’s active
participation and commitment to achieve the prescribed results. On other
hand organizational performance comprises the actual output or results
of the organization as measured against its intended outputs (Richard
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et al., 2009). Most commonly used methods for measuring organization
performance can be classified into five categories of performance that is
financial performance, operational performance, customer satisfaction,
employee satisfaction and learning and growth (Tonga, 2007).

Globally the success or failure of any organization depends on its
employees, how well they are motivated towards their work and with
how much dedication they are performing (Kashmala and Faiza, 2015).
Motivation plays a fundamental role in enhancing employee productivity
and performance. Employee motivation is directly linked to employee
commitment, productivity and business profits. An organization should
know about its employees; those that are its great workers and those who
need training. Every employee has his or her own motivational factors that
motivate them to perform their work effectively and efficiently (Maduka
and Okafor, 2014). Some employees are motivated by recognition and
some are by rewards. Organizations should know the needs of their
employees. Motivated employees are productive, happy, committed and
satisfied with their jobs.

In Africa, employees strive at securing a stable tenure of jobs without
being threatened by dismissals (Muogbo, 2013). However, in some
organizations, employees are threatened by terminations of their services
due to technological changes and wide spread unemployment. This
affects employees’ concentration on their jobs and in turn affects their
performance (Ogbe, et al., 2010). Ogbe et al., (2010) suggest that it is
logical to ensure that attention is paid to the nature of human resource
and its management as this impacts on human resource behavior and
performance and consequently the performance of the organization.
Ogbe, et al., 2010 add that in Nigeria, in order to achieve goals and
objectives, organizations develop strategies to compete in highly
competitive markets and to increase their performance.

In Uganda, good remuneration has been found to be one of the policies
the organization can adopt to motivate its workers and thereby increase
al productivity (Kiruja and Mukuru, 2009). Also with the present global
economic trend, most employers in Uganda have realized the fact that
for their organizations to compete favorably, motivation of the employees
goes a long way in determining the success of the organization. On the
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other hand, motivation of employees in an organization is vital not only
for the growth of an organization but also for the growth of individual
employees (Maduka and Okafor, 2014). Organizations must know their
best performers, those who require extra motivation and those not adding
value to the organization.

KCCA employees have endeavored to understand the role that
motivation plays in increasing organizational performance (Muogbo,
2013). The success of any facet of business or company can be drawn
back to motivated employees (Joseph, 2015). It begins with focused
recruitment and employee retention, maintaining diligent and joyful
employees leading to coherence and subsequent enhanced performance
of an organization (Ryan, 2012).

REVIEW OF RELATED LITERATURE

Motivation

Rajput (2011), contends that the word motivation is derived from a Latin
word “Movere” which literally means “to move” He defined motivation
as “the individual’s desire to demonstrate the behavior and reflects
willingness to expend effort”. Motivation can be divided into extrinsic
and intrinsic motivation (Campbell, 1990; Aguinis, 2009; Stanley, 2012;
Chung, 2013). Extrinsic motivation refers to external factors, which can
be measured in monetary terms, such as salary and benefits, promotion
and disciplinary action. Intrinsic motivation refers to internal factors
such as job satisfaction, responsibility, freedom to act, and to develop
skills and abilities to address challenging work and explore opportunities
for development.

Employee Performance

Campbell (1990), Aguinis (2009) and Stanley (2012) stipulate performance
is about behavior or what employees do, and not what employees produce
or the outcomes of their work. Performance is an effort along with the
ability to put efforts supported with the organizational policies in order
to achieve certain objectives. There are several variables that determine
performance (Aguinis, 2009; Stanley, 2012; Chung, 2013). These variables
could be classified as general determinants of performance. For instance,
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one’s qualification can go a long way to enhance his performance. When
one goes through education, development and training to acquire a
certain level of qualification, it will enhance his working ability all other
things being equal. Also, experience is a great asset that can improve an
employee’s performance. The longer the number of years” experience,
the higher the level of performance all other things being equal. Again,
quality and style of supervision is a key factor. The use of democratic and
autocratic styles of supervision will have varying degree of results given
different behaviors of employees; the working environment is another
determinant that could have an effect on performance.

Motivation and Employee Performance
Motivation alludes to the strengths inside or past a man that emerges
and supports their sense of duty regarding a strategy (Boddy, 2008).
According to Robbins and Decenzo (2008) motivation is the readiness
to apply elevated amounts of push to achieve hierarchical objectives,
adopted by endeavors and capacity to fulfill.

Deci (2002) states that some of the main reasons for the organization
to ensure motivation for its employees are a challenging job and a
changing workforce. Changing workforce involves high cost of diversity
management as the organization strives to effectively manage the diverse
workforce, it undergoes mandatory diversity training during which
supervisors, employees, and managers receive lessons on the best way to
interact with employees and clients. These efforts cost the organization.
Deci (2002) further asserts that in recent times, there are lots of diversity
management programs available where companies could choose from,
taking into account the size of the company and its employees. Some
training programs require high travelling and participation cost. Ovidiu
(2013) argued that different employees have different beliefs, attitudes,
values, backgrounds and thinking. However, all organizations are not
aware of the diversity in their workforce and thus are not aware and
clear about different ways of motivating their diverse workforce, which
can affect the performance of the organization negatively. It is crucial
to understand the characteristics of the individual organization staff to
develop tailored and adequate motivation approaches for them, in order
to tap into their potential to improve organizational performance.
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METHODOLOGY

The study used a cross sectional quantitative and qualitative survey
design. The study population was 165 staff from different departments,
Human Resource, Finance and Accounting and Operations. Using the
Yamane (1967) formula, a sample size of 62 respondents was determined
comprising of 10 Human Resource staff, 7 Finance and Accounting
staff, 5 Directors and 40 staff at Operational level. The sample size was
proportionately allocated to the respondents in the selected departments.
Simple random sampling was used to select the respondents from the
different departments. The research tools that were utilized included a
questionnaire to enable the researcher to cover the respondents quickly
and an interview guide for qualitative data. The cronbach’s alpha
coefficient test for reliability of the instruments was 0.922 and evaluated
as good. According to Sekaran (2003) Cronbach alpha coefficients of
0.7 are acceptable. Therefore, from the Cronbach alpha coeflicient, the
questionnaire used to measure motivation and employee performance
was a reliable measurement tool. Data was edited, coded and entered
into SPSS and summarized using simple frequency tables and percentage
distributions.

FINDINGS

Motivation

Generally, respondents agreed to a high degree on all statements
concerning motivation practices by Kampala Capital City Authority.
Motivation of employees was rated using a five point likert scale where
the analysis and interpretation was based on scales of; 1-strongly disagree,
2- disagree, 3-not sure, 4-agree and 5-strongly agree. The overall mean
score from the questionnaires returned was 3.968. An overall standard
deviation of 1.218 was attained, indicating that there was reasonable
variability in the responses.

Employee Performance

Results revealed that respondents agreed to a high degree on all statements
concerning performance of employees. Motivation of employees was
rated using a five point likert scale where the analysis and interpretation
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was based on scales of; 1-strongly disagree, 2- disagree, 3-not sure,
4-agree and 5-strongly agree. The overall mean score from the responses
in accordance with the returned questionnaires was 3.575. An overall
standard deviation of 1.405 indicates there was acceptable variability in
the responses.

Motivation and Employee Performance

The results from the study indicate a positive relationship between
motivation and employee performance. The results are summarized in
Table 1 below.

Strongly
disagree disagree | Notsure | agree | Strongly agree | Mean Std. Deviation
'With the help of Management, my
rformance hz roved over time 7 5 I 20 29 3
performance has improved over time 3.95 135
11.0% 8.2% 2.7% 31.5% 46.6%
My performance reduces when KCCA takes
long to rotate the employees 12 7 3 26 14
- : , s <o, - 3.37 1.44
19.2% 11.0% 5.5% 42.5% 21.9%
I always perform to my best when I know that
am accepted at work 14 s b _:’5 4 3.08 133
21.9 13.7° 2.7% 57.5% 4.1%
Employees often endeavor to meet the set
targets to be paid a bonu: 3 1 6 31 21
argets to be paid a bonus ) ) ) 407 0.96
4.1% 2.7% 9.6% 49.3% 34.2%
Overall average 3.62 1.27

Table 1: Results of the study on the relationship between motivation and
employee performance
Source: Primary data, 2022

As observed in Table 1, respondents agreed to a high degree on all
statements concerning the relationship between motivation and employee
performance in KCCA with an overall mean score of 3.62. An overall
standard deviation of 1.27 indicates that there was acceptable variability
in the responses. The results therefore strongly support existence of a
relationship between motivation and employee performance in KCCA.

We further analyze the results of the relationship between motivation
and employee performance as depicted in Table 1. From statement
stated as “With the help of Management, my performance has improved
over time”, majority 46.6% of the respondents strongly agreed, 31.5%
agreed, 8.2% disagreed and 11% strongly disagreed. A mean of 3.95 and



Light Your Candle 119

Standard deviation of 1.35 meant that with the help of Management,
employee performance can be enhanced. On the statement stated as “My
performance reduces when KCCA takes long to rotate the employees”,
majority 42.5% of the respondents agreed, 21.9% strongly agreed, 19.2%
strongly disagreed and 11% disagreed (Mean score=3.37 and SD=1.439).
This implies that motivation is negatively affected, and subsequently
performance reduces when KCCA takes long to rotate the employees.
Therefore, there is need to rotate employees at KCCA.

Respondents were still asked the statement “I always perform to my
best when I know that I am accepted at work”, majority 57.5% strongly
agreed, 4.1% agreed, 21.9% strongly disagreed, 13.7% disagreed (Mean
score=3.08 and SD=1.331). This implies employees always perform to
their best when they know that they are accepted at work. Participants
also responded to the statement “Employees often endeavor to meet the
set targets to be paid a bonus”, and majority 49.3% of the respondents
agreed, 34.2% strongly agreed and 4.1% strongly disagreed and 2.7%
disagreed. A mean of 4.07 and Standard deviation of 0.962 were attained,
meaning that employees often endeavor to meet the set targets when they
expect motivation like receipt of bonuses.

CONCLUSION

There is a high consensus on the relationship between motivation and
employee performance in different departments (overall mean of 3.62
and overall standard deviation of 1.27). The findings relate with literature
review by Alnasrallah in 2016. The investigation discoveries demonstrate
that an organization can spur its performance naturally by giving social
support or motivation to its employees. This implies that organizations
need to plan for motivation programmes to enable and propel staft
towards their work. This consequently results in better performing
employee teams in the organization. The study therefore infers that
increased staff motivation increases staff productivity and improves
overall employee performance. Different strategies might be utilized in
enhancing motivation levels, such as staft recognition.
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RECOMMENDATIONS

Whereas employee performance at KCCA is commendable, more
needs to be done to encourage better employee performance by
regularly recognizing the best performers and having ways to shun
poor performance. This can be done by giving plagues, certificates of
recognition or special trainings for top performers.

KCCA and other organizations need to empower the human resources
departments to look into performance problems of employees and
identify those which, if not done, may badly affect the organization. One
way of doing this is by having suggestion boxes or forming focus group
discussions to uncover important staff concerns that impact on motivation
and subsequent staff performance. This is necessary in order to take early
action and avoid the negative effects of poor staff performance on the
overall organizational performance.

There is need for the organizations to continue and polish factors
available at hand to increase on motivation of their employees and to
put up other ways which will help employees get motivated to continue
staying with their organization and improve performance. This can take
the form of extrinsic forms of motivation like increasing on salaries
and allowances as well as intrinsic forms of motivation such as better
work terms and conditions of work, favorable working conditions and
employee recognition.
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