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ABSTRACT

The study investigated the relationship betweenleyep Motivation and Job Satisfaction.
Employee Motivation was treated as an independamaive and Job Satisfaction as a dependent
variable. Employees who are not satisfied canndiopa their tasks optimally and thus they
have to be motivated to perform their tasks efietyi and efficiently and thus helping the
organization achieve its goals. The objectiveshefdtudy were therefore to investigate whether
financial incentives, manager’s leadership stgtaployees’ promotion based on merit and staff
capacity building affected employees job satistactand at the end their productivity which
determined whether the government departments geal® achieved. Descriptive survey
research design was used in the study and thefistatandom sampling and simple random
sampling techniques were applied to select respuadéom the staff members of the
government departments. The study was carried mufsiolo County in four government
departments. A cross-sectional study was used tairobnformation on the influence of
employee motivation on job satisfaction. The resigorts were senior managers, middle level
managers and subordinates of Isiolo County in gowent departments .Four government
departments namely The Kenya Forest Service, tbeksDepartment, Education department
and the health Department for that purpose wemareked on . The data was collected from a
sample of two hundred employees within the fouregomnent departments that were sampled
using the stratified random sampling and the simmpledom sampling methods. Primary data
was collected through standard structured questiosm and interviews to determine the
influence of financial incentives, manager's leatigr style, promotions based on merit,
gualifications and competence and staff capacitidimg on employees’ job satisfaction. Data
was analyzed quantitatively .Quantitative researdde use of techniques which produced
guantifiable data inform of numbers and ensured ttere is random sampling of the research
participants to ensure representativeness. Dataanalyzed using statistical package for social
sciences. The findings shows that 95% of the eng@syn government departments were highly
satisfied with a salary increment and 99% wouldgre$rom their departments if offered better
terms elsewhere.72% of the employees preferredredatic leadership style and 96 % would
prefer to be involved by their senior managers iakimg key decisions in the various
government departments.97% would like their marsagderdelegate some of their tasks to
them,98% were satisfied with a staff promotionseblasn merit and competence policy while
91% strongly agreed that staff trainings helpedhtprove on their job satisfaction. This study
found that financial incentives was the greatestivaton factor towards employees’ job
satisfaction followed by staff promotions based roerit and competence policy, then the
leadership style of senior managers and finallyleyges capacity building. For an organization
to achieve its objectives in productivity employa®stivation and job satisfaction are of critical
importance being the greatest asset in any orgammzal he findings of the study are important
to chief executive officers, human resource marsgand program/ project managers in both
public and private sectors.

Xii



CHAPTER ONE

INTRODUCTION

1.1 Background to the study

Work plays a dominant role in lives. It occupiesrenof our time than any other activity. It is
very difficult to enjoy life without doing some piactive work, and any activity which has so
much importance must evoke strong positive or megaeactions from and these reactions tell
how satisfied or dissatisfied one is with his/harkv Job satisfaction is so important in that its
absence often leads to lethargy and reduced englogemmitment (Levinson, 1997, Moser,
1997). Lack of job satisfaction is a predictor afittthg a job (Alexander, Lichtenstein and
Hellmann, 1997; Jamal, 1997).One of the most ingmbrfactors that lead one to their goals is
the drive. This drive is known as motivation. Itaszest and determination with a kind of
excitement that leads one to persevere to reachggreeights, in no matter what avenue of their
life; be it personal or professional. The drive ntayne from an internal or external source. The
individual determines this. If managers know whaweks the people working for them, they can
tailor job assignments and rewards to what makesetipeople “tick.” Motivation can also be
conceived of as whatever it takes to encourage everto perform by fulfilling or appealing to
their needs. According to Olajide (2000), “it isadidlirected, and therefore cannot be outside the

goals of any organization whether public, privatenonprofit”.

Akintoye (2000) asserts that money remains the migsiificant motivational strategy. Though
way back Abraham Maslow (1943), gave a model thaws that factors that motivate an
individual keep changing as one climbs the laddege and maturity. And also, achievement of
one goal sets the ball rolling for another one @éaabhieved. Thus, to be motivated is a constant
need. There are times when one faces a period-wfadigation and everything seems bleak. It is
then that they need to find what would motivatenthéack into action. According to
Carlyle’s.”Great Man Theory” (1888) an organizat®rachievements are its employee’s
achievements. This theory shows how important eyaas are for an organization and how
important it is that they are satisfied, motivated hence productive. As it is a well known fact
that these two factors i.e., Motivation and Jobis&attion have a great impact on the
performance of an employee as well as the goverhmepartments thus, the study of the



relationship between these two variables unarguladbame a topic of prime importance and of

great interest for study and further research.

According to Pinder (1998) and Ambrose & Kulik, 8%vork motivation may be regard t6ed
as a set of internal and external forces thatat@tivork-related behavior, and determine its form,
direction, intensity and duration. The concept tedato the work context specifically, and
includes the influence on work behavior of bothissivmental forces, and those inherent in the
person. In the workplace, work motivation preseagsan invisible, personal and hypothetical
construct that manifests itself in the form of atvable, and therefore measurable, behaviors.
Sempane, Rieger and Roodt (2002) hold that jolsfaation relates to people’s own evaluation
of their jobs against those issues that are impbt@a them. Since emotions and feelings are
involved in such assessments, employees’ levejghbosatisfaction may impact significantly on

their personal, social and work lives, and as saldo influence their behavior at work.

The Kenyan government was being headed by a presjgigme minister and two deputy prime
ministers and comprised of forty two ministries ethcomprised the ministry Health, education,
livestock, wildlife and forestry among others. Howe as per the new constitutional
dispensation 2010 the ministries were reduced maaimum of twenty two but the current
government further reduced them to eighteen. Thmtcy is further devolved into forty seven
counties headed by Governors. The government deldely a president and a deputy president
with eighteen cabinet secretaries heading the tnegswhich are further cascaded to the
counties as government departments for effectideediicient delivery of Services to the public.
All the government departments have employees wieoemployed by the public service
commission who ought to be motivated for them tdgeen effectively. Isiolo County happens
to be one of the counties in Kenya and all the gawent departments are represented. However
the study will be carried out in the following gomment departments; Kenya Forest Service
Isiolo, Education department Isiolo, livestock deypeent Isiolo and the department of health
Isiolo. All these departments are charged with fgion of various services to the public so as to
realize the governments’ objectives in the couityorder for them to achieve their mandate
staff motivation is of critical importance. A maogited workforce is a satisfied workforce since it
leads to an increase in their productivity andheg €énd helping the government departments
achieve their objectives.



1.2 Problem statement

The study sought to establish how employees’ jdisfaation is affected by the levels of
motivation in government departments Isiolo Coudtynyriad of studies have been conducted
on employee motivation and job satisfaction, ad a®lon various combinations thereof. As far
as could be ascertained, the relationship betwkeaf these constructs has, however, not been
reported on in the same study as yet. In this tkgars study was aimed to add to the body of

knowledge in this particular domain of organizatibpsychology.

According to Schofield (1998), an authoritativedsticonducted by the Sheffield Effectiveness
Programme (a joint research project between thetr€dfor Economic Performance at the
London Stock Exchange and the Institute For WorkcRslogy at the University Of Sheffield)
between 1991 and 1998 has shown decisively thaivétyepeople are managed has a powerful
impact on both productivity and profitability. Tiséudy, which included measurement of levels
of job satisfaction and commitment of employeesGoivernment departments Isiolo county,
found that five percent of the profitability var@e and 16 percent of the productivity variance
between companies may be attributed to correspgndariance in job satisfaction levels
between their employees. The study demonstratedrtpertance of job satisfaction, employee
motivation and commitment, in government departsierdapability and effectiveness.
According to Watson (1994) business has come ttizeedhat a motivated and satisfied

workforce can deliver powerfully to the bottom line

Against the background of increasing global anéllgovernment departmental competitiveness
it is crucial for any government departments, aadigularly for those in developing countries
with limited skills resources, such as Kenya, teuza that it develops and retains a loyal,
dedicated, committed and able workforce on a ctergidasis. A loyal, dedicated, committed
and able staff complements presupposes employeesitghsatisfied with the work that they do,
and with the culture of the government departmehty are employed by, and who are
consequently motivated to continue their relatigmstith those government departments. Many
employees all over the world do not enjoy this lefgob satisfaction and work motivation, and
as a result often opt for seeking alternative egmknt where they may be able to experience a
higher degree of job satisfaction. Such actionelavadverse effect on an organizations’ ability

to be profitable and successful over an extendewgef time. Finck, Timmers and Mennes



(1998) emphasized that only when employees ardeekaind motivated by what they do, will

business excellence be achieved.

A variety of factors motivate people at work, soafevhich are tangible, such as money, and
some of which are intangible, such as a sense biewament (Spector, 2003). Although
employees derive satisfaction from their work, lacps of work, for different reasons, this study
was concerned specifically with the investigatidntioe relationship between motivation of
employees at work and the levels of staff satigfactThe primary point of departure is that the
success of any government department is heavilgrdgnt on the inputs of its workforce, and
that such inputs are determined to a large extgmtelosonal characteristics, and by those facets
of people’s work environments that motivate themnteest more physical and mental energy
into their work. In this way the government depatns’ objectives are pursued and met.
Motivation and job satisfaction are therefore relgdr as key determinants of government
departmental success, both of which are intermla&ehorough understanding of the nature and
significant sources of employee satisfaction andivaton will enable employers to effect the
required positive strategic changes, such as ddaptstrategic human resource and government
departmental development planning and implememtataards optimal employee loyalty and
retention. Examples of such strategies may inckalecting incumbents with a high degree of
potential fit with the government departments’ atdt and to adapt certain of its human resource
policies and practices, where these have been showmamper employee motivation and
satisfaction. From the foregoing discussion, thislg investigated the relationship between staff

motivation and job satisfaction in Government dapants.

1.3Purpose of the study
The aim of the study was to establish the influesfcemployee motivation on job satisfaction in

government departments in Isiolo County.



1.4 Objectives

The objectives of this study were:

(i)

(ii)

(iii)

(iv)

To determine the influence of financial incentives employees’ job satisfaction at

government departments in Isiolo County.

To determine the influence of manager’s leadershjfe on employees’ job satisfaction

at government departments in Isiolo County.

To determine the influence of promotions based entyqualifications and competence

on employees’ job satisfaction at government depamts in Isiolo County.

To determine the influence of staff capacity buntflion employees’ job satisfaction at

government departments in Isiolo County.



1.5 Research gquestions.
(). What is the influence of financial incentives on pdoyees’ job satisfaction at

government departments in Isiolo County?

(i).What is the influence of manager’'s leadership styleemployees’ job satisfaction at

government departments in Isiolo County?

(ii). What is the influence of employees’ promotion based merit, qualifications and

competence on their job satisfaction at governrdepartments in Isiolo County?

(iv). What is the influence of staff capacity building threir job satisfaction at government

departments in Isiolo County?

1.6 Significance of the study

The study was earmarked for the Government depattenmanagement in Isiolo County in
order to help them improve on practice and managemietheir human resources. They will
improve on staff motivators to get a satisfied Wiorke that will increase on their productivity

leading to customer satisfaction and finally deiivg on the necessary services to the public.

1.7 Delimitation of the study

The research was carried out in Isiolo county gavent offices specifically at the Kenya forest
service isiolo, Department of health Isiolo, Depaatt of education Isiolo and the Department
of livestock development Isiolo. It involved a sdeyf two hundred employees from the
Government departments in Isiolo County. The stinlyestigated the influence of staff
motivation on their job satisfaction .The study wassuccess since the respondents were

cooperative and literate and thus it took a shaimee to collect data.

1.8 Limitations of the study

The major limitations of the study were as follows:
Some of the respondents were very senior and pesyle’ hence getting an appointment with
them was very hard. The researcher however madelsatrhe met them at their opportune time.



The researcher did not have enough time to cartythosl research due to the time constraint
provided by the university. The researcher howawanaged to complete the research by
squeezing the little time he had. Confidentialitagsaalso an issue whereby most respondents
were unwilling to reveal information for fear ofetunknown. The researcher however countered
this fear by assuring them that the study was miardcademic purposes only and that their

names were not disclosed.
1.9 Assumptions of the study

The sample represented the population; the metbbdata collection used were accurate and
valid to enhance acquisition of the required d#ia,respondents answered questions correctly

and truthfully.

1.10 Definition of significant Terms

Corporate culture:-Government departmental culture is defined as “figpa of shared basic
assumptions invented, discovered, or developed biwen group as it learns to cope with its
problems of external adaptation and internal irgggn” that have worked well enough to be
considered valid and therefore, to be taught to mambers as the correct way to perceive, think
and feel in relation to those problems” .It hasodbeen defined as "the specific collection of
values and norms that are shared by people anggrioua government departments and that
control the way they interact with each other arithvgtakeholders outside the government
departments. Government departmental culture & afsshared mental assumptions that guide
interpretation and action in government departmbwntdefining appropriate behavior for various

situations.

Job satisfaction: -Job satisfaction describes how content an indatickiwith his /her job. The
happier the people are within their job, the matsfied they are said to be. Job satisfaction is
not the same as motivation or aptitude, althougé dearly linked. Job design aims to enhance
job satisfaction and performance, methods inclotberptation, job enlargement, job enrichment
and job re-engineering. Other influences on satigfa include the management style and
culture, employee involvement, empowerment andraartmus work position. Job satisfaction is

a very important attribute which is frequently maasl by government departments.



The most common way of measurement is the usetiafjracales where employees report their

reactions to their jobs.

Motivation:- This refers to the entire class of drives, desimegds, wants and such other forces.
It is concerned with getting government departmemimbers to do work willingly and

enthusiastically to achieve government departmeyaals.

1.11 Organization of the study

This report is organized into five main chapterbagter one consisthe introduction of th
proposal and it involves background informationseach problem, objectivesgesearcl
guestions, limitations and delimitations of the dstu basic assumptions, significance
organization of the studyChapter two is the literature review where by rélationship betwee
the independent variable and dependent variebéxplained at length using examples at gl
regional, national and local perspective. Chagtezed is the research methodology whereb)
researcher is explaining the methods he is goingséin order to obtain findings. Chapteur
presents the findings of the research questions.fifldings have been presented udiagles
Chapter five summarizes the methodology and firgliogthe study. lalso draws conclusiol
from the findings of the study. Further, it givesommendations in line with the study findings.



CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter summarizes the findings from otheeasshers who have carried out their research
on various variables related to staff motivatiothv@pecific emphasis on how those fields relates
to employee job satisfaction. The purpose of therdiure review is to establish the subject
matter and the theoretical framework that was wesed foundation for this study. Information
gained through the literature review will also shepecific areas within previous research that
are in need of additional research. It will helpdentifying and articulating the knowledge gaps
thus ensuring that the study did not duplicateaineady existing knowledge. The specific areas
covered here were financial incentives, staff capabuilding, promotion practices and
manager’s leadership style. Sources of literatexgew included books, journals, publications
and literature from the internet. The chapter waggwoized into five sections namely, financial
incentives and job satisfaction, leadership syl job satisfaction, promotion practices and job

satisfaction, staff capacity building and job dation and theories of motivation..

2.2 Financial incentives and Job satisfaction

There are many studies in the literature, whichmara the financial and non-financial
incentives and their effects on several variabtes. example, Al-Nsour (2012) examined the
effects of financial and non-financial incentivéslardanian university in terms of organizational
performance. A significant relation was observetiveen financial and non-financial incentives
and organizational performance in accordance \kghdata obtained from this study. Moreover,
the study showed that financial incentives weréehlyigegarded than non-financial incentives.
Naldoken et al. (2011) examined the financial inieen application on the motivations of
employees at a state hospital in terms of theifop@ance. It was concluded in the study that the
medical employees, who benefited from these fir@nocentives were positively motivated by

this application.



Scheepers (2009) also examined the extent to whadntive systems affected the motivations
of employees at information and communication tetbgy firms. In accordance with the results
of the study, an entrepreneurial reward systemstémdocus on formal acknowledgement, social
incentives and organizational freedom of employesncourage corporate entrepreneurship.
Pouliakas (2008) tested the non-monotonic effeghohetary incentives on job satisfaction. In
the study, 1998-2005 of the British Household P&welvey was used to investigate the ceteris
paribus association between the intensity of bgmagt-sharing payments and the utility
derived from work. According to the findings of teidy, small amounts of financial incentives
resulted a highly important effect on employeesfatition, whereas large amounts of financial
incentives affect them positively. Therefore, tleseaarcher suggested no financial incentive
unless sufficient amount of financial incentivesrev@rovided. Pinar et al. (2008) conducted
surveys to 796 blue-collar employees at severdititions in order to determine the elements,
which affect the job satisfaction of employees. @éding to the findings of the study, the most
affected dimension in terms of job satisfactiondbloie-collar employees was the job itself, and

the second dimension was the payment and promotions

Arnolds and Venter (2007) made an effort to deteemthe factors, which affected the
motivations of blue-collar employees at manufacigirand clothing retail firms. According to
the findings of the study, the most important indiial motivational reward for blue-collar
employees is paid holidays and for frontline empksg; retirement plans. The most important
motivational reward category for both blue-colladdrontline employees is fringe benefits (paid
holidays, sick leave and housing loans). McDonalal.2007) examined the effects of financial
Incentives on the quality of care on practice oigmtion, clinical autonomy, and internal

motivation of doctors and nurses working in primeaye.

Alwabel (2005) examined the role of financial andn#inancial incentives in terms of
increasing the performance of security officersimypilgrimage in their points of view. Kaya
(2007) determined the factors affecting job satisbm levels of employees at hotel
managements. According to the results of the stiliymost important factors affecting the job
satisfaction levels were determined as the officenysical and non-physical factors of its own

nature and communication and integrity respectivBigsed on these findings, the conclusion

10



was that non-financial incentives were more effecthen financial incentives in terms of the

attitudes of employees.

According to the results of Career and QualificatRrinciples Survey conducted by the United
States of America Career and Qualification Priresph 2005, it was determined that the most
important element motivating both the employees antployers were job satisfaction and
personal satisfaction for both groups. Accordingthie results of the study, the financial
incentives are placed as 8th and 12th in the seguafinelements affecting the motivation.

In other words, non-financial incentives are givanch importance than financial incentives
(Coskun & Dulkadirgslu, 2009: 89). A&irbas et al. (2005) examined to what extent the head
physicians assistants working at hospitals aresfgadi by the motivational tools applied in the
hospitals and if available motivational tools hareimportant effect on job satisfaction. In the
study, it is seen that no motivational tool progidke expectations of physician managers. It is
also concluded in the study that such factors asdétrease of dismissal risk, improving the
situations like promotion and appreciation and iowprg work place opportunities have
significant and important effects on job satisfactstatistically.

Burgess and Ratto (2003) reviewed the incentivetpamprove public-sector efficiency and the
evidence on its effects. The researchers conclodedoptimal incentives for public sector differ
from private sector and which types of incentives he most appropriate for public sector.
Moreover, the researchers commented on the desigemopolicies being introduced in the UK
public sector in the light of the theoretical argnts and the evidence. Oztirk and Dindar
(2003) made an effort to determine the relationvben the factors, which motivate the public
employees and professional variables at thosdutistis. According to the findings obtained in
the research, it is seen that managers are moratest by non-financial incentives than
financial incentives in public employees; and ergpks are more motivated by financial
incentives than non-financial incentives. Almost @fl the public employees’ state that the
appreciation of the actions completed create ainfgedf satisfaction and give a positive
motivation towards their job. It is also statedttigving an opportunity for promotion of
employees and getting their opinions of their arkmterest are among the important factors to
motivate them for their jobs. Kitap¢i and SezenO@0Oinvestigated the variables, which affect

job satisfaction of employees according to thereeaperiod. Based on the results of the study,
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it is seen that the employees with different caygeniods have also different job satisfaction
levels in terms of different variables. Accordimgthe findings of the study, the job satisfaction
levels of employees in pre-professional trial perip8-24 age group) are affected by working
Conditions, training given by the premise and paymBesides, according to the results of the
study, the job satisfaction levels of employeestarting and progressing professional period
(26-44 age group) are affected by working condgjaronnections with colleagues and manager
and in the stationery period (45 and above agemrdny connections with managers and
participatory management.

Al-Angari (1999) examined the effects of incentiagplications on the performances of
employees in Riyadh Region Governorate. The reseammphasized in the study that positive
financial incentives do not satisfy the employedswWathnani (1998) also examined the impact
of incentives on the efficiency of work performan@nd job satisfaction in security
organizations. According to the findings of the dstuthe most valued incentives by the
employees are promotions, financial allowancesydgsaallowances for medical treatment and
participation in decision making. The least valuadentives by the employees are verbal
appraisal, letters of thanks and financial allovesnfor work at distant and isolated areas. Again,
according to the results of the study, the mosbirigmt incentive among all is the financial ones.
Besides, non-financial incentives are also deteethito be effective on the increase of
performance and job satisfaction.

Al-Johani (1997) made an assessment on the ineesystem used at their institutions including
the opinions of employees at Jeddah Migration @ffisccording to the findings of the study, it
is emphasized that there is no great differencengntbe opinions of employees in terms of
incentives and the most important incentives armaricial incentives and then promotion.
Hermalin and Weisbach (1991) examined the effectadininistrative structure and direct
incentives on company performance. Hilman (198 @n@red the effects of financial incentives
at medical institutions in terms of attitudes ofctws and their service. The researcher
determined as a result of the analysis by takimgadpinions of 302 doctors into consideration
that financial incentives have important effectstbe attitudes of doctors and service quality.
Ryan et al. (1986) examined the effects of findndamcentives in terms of controlling
expenditures. Solt and Miller (1985) examined thH&eot of administrative incentives on
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financial performance in terms of real-estate itwesnt partnerships. Grossman and Hart (1982)
determined that the incentive effects of the thaéddankruptcy on the quality of management in

a widely held corporation.

Akintoye (2000) asserts that money remains the rmiggtificant motivational strategy. As far
back as 1911, Frederick Taylor and his scientifanagement associate described money as the
most important factor in motivating the industuadrkers to achieve greater productivity. Taylor
advocated the establishment of incentive wage sysi@s a means of stimulating workers to
higher performance, commitment, and eventuallystatiion. Money possesses significant
motivating power in as much as it symbolizes inthleggoals like security, power, prestige, and
a feeling of accomplishment and success. Katz, incl&@r, et al. (2005) demonstrates the
motivational power of money through the procesgpbfchoice. He explains that money has the
power to attract, retain, and motivate individuaiwards higher performance. For instance, if a
librarian or information professional has anottay pffer which has identical job characteristics
with his current job, but greater financial rewattat worker would in all probability be
motivated to accept the new job offer. Banjoko @9&tates that many managers use money to
reward or punish workers. This is done throughptacess of rewarding employees for higher
productivity by instilling fear of loss of job (e,gpremature retirement due to poor performance).

The desire to be promoted and earn enhanced pawls@aynotivate employees.

2.3. Leadership style and job satisfaction

Through their education, training, and experiemoanagers develop their personal leadership
style (Hersey et al.,, 2001). This leadership stgl@a fundamental concern for managers and
researchers (Wood, 1994) due to its effect on slibates who, it is suggested, work more
effectively and productively when their managersmda specific leadership style (Mullins,
1998). If managers adopt their subordinates’ pretestyle giving employees the respect and
fair treatment they deserve, then this is seeedd o job satisfaction, which in turn will affect
the functioning of the government departments (&pe&997). Satisfied employees are absent
less, show less job stress, stay at work longed, m@wake positive contributions to their
government departments (Griffin, 2002). Governnagpartments are under constant pressure
to meet change, develop their structures, and ingpperformance (Erkutlu and Chafra, 2006). It

has been suggested that government departmentsmestploy effective leadership to improve
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their services and employee job satisfaction (Woadd King, 2002). Managers in the
Government departments can improve employee jabfaetion (Purcell et al., 2003; Mullins,
1998) using their leadership style to motivate eyeés and to achieve their goals (Kavanaugh
and Ninemeier, 2001) .However, Wood (1994) argieed &in autocratic leadership style is
deeply rooted in the hospitality industry, due he unpredictability of demand. Whether this
helps or hinders performance is unclear as reseatohleadership style in the hospitality

industry has been somewhat ignored (Erkutlu andr&hz006).

Bass (1990) defined leadership as a process afastien among individuals and groups that
includes a structured or restructured situation,mbers’ expectations and perceptions.
Leadership can be explained as the ability of dividual to have power that focuses on how to
establish directions by adapting forces (Go et Hd96). From a government departmental
perspective, Schermerhorn (1999) believed thatingats a process used to motivate and to
influence others to work hard in order to realizel aupport government departmental goals,
while Hersey et al. (2001) believed that leadershffuences individuals’ behavior based on
both individuals’ and government departmental goRisbbins (2001) defined leadership as the
ability of an individual to influence the behavioira group to achieve government departmental
goals. It is possible to conclude from these disicuns that leadership is a group of phenomena,
whereby leaders are distinctive from their follogsjesind can influence individuals’ activities to
achieve set goals in their government departments.

Leadership style is defined as the pattern of behsthat leaders display during their work with
and through others (Hersey and Blanchard, 1993)eivet al. (2002) view leadership style as
the pattern of interactions between leaders andrduiates. It includes controlling, directing,
indeed all techniques and methods used by leadersctivate subordinates to follow their

instructions.

According to Kavanaugh and Ninemeier (2001), tlzeecthree factors that determine the type of
Leadership style: leaders’ characteristics, sulbatéds’ characteristics and the government
department’s environment. More specifically, therspeal background of leaders such as
personality, knowledge, values, and experiencepeshaheir feelings about appropriate
leadership that determine their specific leaderskiple; employees also have different

personalities, backgrounds, expectations and expess, for example, employees who are more
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knowledgeable and experienced may work well undefemocratic leadership style, while
employees with different experiences and expectati@quire an autocratic leadership style.
Some factors in the government department’s enmmeart such as government departmental
climate, government departmental values, compasdiovork group and type of work can also
influence leadership style. However, leaders caapttheir leadership style to the perceived
preferences of their subordinates (Wood, 1994¢adership styles can be classified according to
the leaders’ power and behavior as autocratic, demtio, and laissez-faire, where styles are
distinguished by the influence leaders have on libates (Mullins, 1998; Rollinson, 2005).
More specifically, power has been considered asptitential of a process to influence people
(Hersey et al., 2001); a part of the influence pescat the core of leadership (Nor house, 2004);
and the rights that allow individuals to take demis about specific matters (Rollinson, 2005).
The influence of leadership will differ accordingthe type of power used by a leader over their
subordinates (Mullins, 1998). Hence, leaders wél mmore effective when they know and
understand the appropriate usage of power (Hersal,e2001). According to Kavanaugh and
Ninemeier (2001) an autocratic style is embeddedesders who have full government
departmental power and authority for decision mgkithout sharing it with their subordinates,
while a democratic style implies that leaders shaedr authority of decision making with
employees and delegate, and finally a laissez-tairfee-rein style exists where leaders give

their employees most of the authority over decisiaking.

Centralized government departments seem to favoawtocratic style, while decentralized
government departments seem to prefer a democsatie (Woods and King, 2002), and
government departmental culture can therefore toagly influenced by national culture which
may determine the prevalent leadership style (Rsbin, 2005). However, in Jordan, the style of
leadership appears inconsistent. For example, AieRig1984) assumed that Middle Eastern
managers encouraged autocratic leadership, ashtdeby negative impression about the ability
of subordinates to carry out instructions. In suppdar-Allah (2000) indicated that autocratic
leadership was the most common style in indusgoakernment departments in Jordan.

In contrast, Yousef (1998) assumed that a consdtatyle prevailed in non-Western countries
Particularly in Arab countries, and indeed founa¥ef, 2000) that participative or consultative

Leadership behavior, as perceived by employeespveaglent in Arab countries.
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According to Wood (1994) management in the hodpitaidustry is characterized as a ‘being
there’ style which provides stress, interventiond acontrol of operations and interactions
between members at all levels in the governmenarti@ents. Mullins (1998) also suggests that
a ‘being there’ or ‘hands-on’ leadership style ensidered as prevalent in the hospituality
industry. The argument is that this style couldnbere effective than other styles to obtain
employees’ job satisfaction, since the managersvadlr the time with their employees and
therefore show more concern for employees’ problanvgork. He further suggests that adopting
a participative leadership style would be difficdlhis does not mean that the autocratic style is
preferable, but it is claimed to be necessary & hbspitality industry (Wood, 1994). Indeed
research by Okumus and Hemmington (1998) indictitatithe prevalent leadership style in the
hospitality industry was the autocratic leadersstyde. In Jordan, however, Nour (2004) found
that the most common leadership style among masagédrotels was a democratic style based

on power sharing.

2.4. Promotion Practices and job satisfaction

Promotion can be used as an incentive tool. Itwsag of rewarding the employees for meeting
the organizational goals thus it serves as a méayrchronizing organizational goals with
personal goals (Lazear & Rosen, 1981). AccordinRasen (1982) the deciding factor for the
position of any individual in the hierarchy is adent, higher the level of talent in any indivitlua
higher will be his position in the hierarchy. Prdioa has its importance due to the fact that it
carries with it a significant change in the wagelaae of an employee (Murphy, 1985). Thus, a
raise in salary indicates the value of promotioak& et al., 1994). Promotion follows a defined
set pattern which is outlined in the employmentd@oeringer & Piore, 1971). In this highly
competitive corporate world, promotion can help ttmmpeting firms to trace the most
productive participant of one organization to betwdiring for another organization (Bernhardt
& Scoones, 1993). In such a way the promotion ghts am employee in the external
environment and realizes his worth in the integralironment. According to Carmichael (1983)
promotion enhances the yield of an organizationnnvdue employee climbs a promotion ladder
on the basis of his seniority and resultantly his g& increased wage rate. However, according
to Baker et al. (1988), promotion does not constddne an incentive device, thus the optimal
results cannot be generated by promoting the eraplaythe organization.
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There is a more failure rate when the employeeshined externally than when they are

promoted internally (Kelly-Radford, 2001).

The impact of wage raise, a result of promotionfoisnd to be more significant than fixed
income on job satisfaction (Clark & Oswald 1996kcArding to Shields and Ward (2001) the
employees who are dissatisfied with the opportuaigilable for promotion show a greater
intention to leave the organization. Pergamit arelund (1989) established that greater the
chances of promotion higher will be the job satisém of employees. Apart from job
satisfaction, the employee satisfaction is deteechitby satisfaction with promotion. When
employees perceive that there are golden chanaeprémotion they feel satisfied for the

respective place in the organization (De Souza200

Miller and Wheeler (1992) found that the lack of anmgful work and opportunities for
promotion significantly affected employees' intens to leave an organization.

Government departments were able to improve thepl@yees’ retention rate by adopting job
enrichment programs and enhancing their advanceroppbrtunities. Besides promotion
opportunities, the evaluation criteria used in {@motion and reward system also had
significant effects on employees’ turnover inteniqQuarles, 1994). Ineffective performance
appraisal and planning systems contributed to eyepl® perceptions of unfairness and they
were more likely to consider leaving the organmaijDailey and Kirk, 1992).

Internal promotion; the availability of career pibdgies within the firm tends to promote a
higher degree of government departmental commitraeming employees (Guest, 1997) who
perceive career possibilities with the firm. Addrtally, an emphasis on internal promotion is
likely to provide a sense of fairness and justiceomag the employees who note that
organizational tenure is valued in the companyf{@fel995). Teseema & Soeters (2006) found
a significant and positive correlation between poton practices and perceived employee
performance; however HR outcomes were used as timgphariables.

Organizations are said to be efficient when thegivdemaximum output from the available

resources. Although an organization possesses marthe assets but human resource is
considered to be the most valuable asset of angnargtion. Non-human resources become
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effective for an organization only with the helplabor force (human resource). In the present
world of globalization, a competent work force aibved to be a competitive edge for any firm.
To be successful in the corporate world, the congsaneed to have a highly motivated, loyal
and satisfied workforce. This is achieved throughatough understanding and application of all
the ingredients necessary for enhancing the setiisfalevel of employees. The business of
today faces a thread of uncertainty and changesvéocome the fear of employees’ turnover
the organizations are working hard to retain thaiuable employees. An important factor for
enhancing the job satisfaction of employees caprbenotion. Employees are supposed to be
satisfied with their work when they consider thelwse to be a productive part of the
organization. Employees can derive such satisfaatiben organizations realize their worth by

promoting them to a place of greater authority ematrol.

Job satisfaction is an approach that demonstratésmhat a person feels about all the aspects of
its job (Spector, 1986). Job satisfaction carriedual nature (Steijn, 2002).Firstly, a thorough
study of personal traits leads to job satisfacBanoh as age, gender, race, educational level etc.
The relationship between age and job satisfactiaa established by Reiner and Zhao (1999)
whereas Ting (1997) explains that how job satigfactan be affected by the race and age of the
employees. Secondly, Herzberg (1966) clarifies tjudt satisfaction is affected by the
environment prevailing in the work place. More thember of motivated and satisfied
employees in an organization better are the chaoicdse organization to achieve its goal and
attain ultimate profitability (Saari & Judge, 2004 )satisfied employee is more committed and
can be retained on the organization for a longeilogethus enhancing the productivity of the
company (Bravendam, 20020b satisfaction leads to life satisfaction ofitidividuals(Judge &
Watanabe, 1994).Researches have shown that a pelepis a satisfied employee and stays
motivated at the work place has higher probabditperforming his other roles as a member of

the society, which is interacting with other mensbeirthe society in various capacities.

Promotion is said to be happened when an employsdesna shift in the upward direction in
organizational hierarchy and moves to a place datgr responsibility (Dessler, 2008).
Promotion can make a significant increase in thargaf an employee as well as in the span of
authority and control. It will help the competitdxs identify the most productive employees in
the business world at the same time the employeesbaing recognized by their own
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organization. The employees themselves feel tmbeffactive contributor and thus will be more

satisfied with their job.

2.5. Staff capacity building and job satisfaction

Training was included as a high-performance HRMf{ca, among others, by Huselid (1995),
McDuffie (1995) and Koch & McGrath (1996). In thielfl of human resource management,
training and development is the field concernedhwgibvernment departmental activity aimed at
improving Productivity and enhancing skills of mdiuals and groups in the government
departmental setting. Development refers to foredaication, job experiences, relationships, and
assessments of Personalities and abilities thptdmeployees prepare for the future.

The term training is often used casually to descabmost any effort initiated by government
departments to foster learning among members. ifgatends to be more narrowly focused and
oriented toward short- term performance conceand,development, which tends to be oriented
more towards broadening an individual's skills foture responsibilities (Snell S & Bohlander
G, 2007). It can be expected that firm investmémtechnical and non- technical training will

have a positive impact ‘on the skills/knowledgetsfemployees.

Training was included as a high-performance HRMfixa (Huselid, 1995; MacDuffie, 1995;
Koch and McGrath, 1996). Firms with superior tragnprogrammes may also experience lower
staff turnover than firms that neglect employeasitng and development. Employees who are
Working in firms with good technical and non-tedtalitraining programmes, realize that their
Market value grows more favorably than in othem#r if the training is of the general type that
also increases productivity outside the firm. Thane they may have an interest of remaining

Longer in the firm.

Opportunities for training and development are mdgetors in decisions regarding peoples’
careers. They are factors evaluated in the jobimgirgrocess by prospective employees, are
cited in surveys as to why workers accept jobs wéhain employers, and are noted as reasons
why employees stay with an employer and why thaydeone employer for another.

Despite the importance of workplace training, maesearch studies on job satisfaction do not
address satisfaction with workplace training ael@ment of overall job satisfaction, and many

job satisfaction survey instruments do not inclidésatisfaction with workplace training”
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component. They include Wood'’s (1986) Job Satigfaaneasure, which examines satisfaction
with information, variety and freedom, the abilibtycomplete tasks, and pay and security. The
Job Descriptive Index (JDI), an index described Bwyckley and Carraher (1992) as
“...instrumental in advancing knowledge about the galtisfaction construct” (p. 534) defines
overall job satisfaction using six subscales: &attgon with the work itself, supervision,

coworkers, pay, and promotions.

Should satisfaction with job training in relatiom averall job satisfaction be studied? Should it
be included as a construct of overall job satighaét Bartlett (2001) found a positive

relationship between workplace training and orgatnonal commitment, and concluded that his
study“...suggests that human resource developmeriegsionals can ...adapt new research
methods to demonstrate to organizational decisi@kens that training and development
contributes to desired workplace attitudes...whmshy in turn influence behaviors such as
absenteeism and turnover” (p. 349). Other resessdm@ve come to similar conclusions, and
several have noted the importance of future rebeamavorkplace attitudes in relation to training
(Bartlett, 2001; Tannenbaum, 1991). In his studpe& employee training, Tannenbaum (1991)
noted that “...training can induce positive or negaiimpressions and attitudes (which) trainees
carry with them into the workplace” (p. 767). Sopiontant are workplace attitudes, Bartlett
(2001) argued, that they could even be considesedutcomes of training. Nordhaug (1989)
studied reward functions that are inherent in trgr{from the employee perspective), and found
that “The extent to which training actually contribs to generating individual rewards has,

however, been virtually absent on the researchdajgp.374).

2.6 Theories of motivation

Motivation research draws on a large number ofréttezal perspectives. Although some of these
appear to be less influential than when they wetgirally postulated, such as Maslow’s
hierarchy of needs theory (Wicker & Wiehe, 1998git contributions as foundation layers and

inspirations for subsequent theories are still evichnd acknowledged.
According to Petri (1996) the vast array of motiwattheories are based, in essence, on differing

approaches to the origins or sources of motivatiexy, energy, heredity, learning, social

interaction, cognitive processes, activation of imation, homeostasis, hedonism or growth
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motivation. Depending on the particular approacbpaeld, motivation theories are generally
classified into three categories, namely needsehasegnitive, and drive and reinforcement
theories (Baron et al., 2002).

Needs-based theories, also referred to as corfteatiés due to their explanation of the content
of motivation (Hadebe, 2001), propose that intestates within individuals energize and direct
their behavior. These internal states are typicafgrred to as drives, needs or motives in these
theories, of which those of Maslow, McGregor andZberg are well-known examples.

Cognitive theories do not focus directly on workaapotential source of motivation, but rather
on the cognitive processes, such as thoughts,fbeaed values, which people use to make
choices regarding their behavior at work (SchultzS&hultz, 1998). For this reason these
theories are also referred to as process thedtiesnples include equity, expectancy and goal-
setting theories.

Drive and reinforcement theories are based on hetiastic approaches, which argue that
reinforcement conditions behavior (Hadebe, 200&halior that has been rewarded in the past
will tend to be repeated, and behavior that has ménished previously, will tend to be

extinguished.

2.6.1 Maslow’s hierarchy of needs theory

One of the most often-quoted motivation theoriesthiat of Abraham Maslow, which he
introduced in 1943 (Van Niekerk, 1987). The basoet of the theory is that people are
motivated by their quest to satisfy their needsdeficiencies, which may be grouped in five
categories, and that these needs occur in a spa@fiarchy, where lower order needs have to be
satisfied before those of a higher order natureuf@p 1995). Maslow (1968, p.153) asserted
that “gratification of one basic need opens consmess to domination by another”. Maslow’s

need hierarchy is portrayed in Figure 1.
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Self actualization

-

Egotistical needs.

higher order needs

Social needs

Safety needs

—

Physiological needs.

Lower order needs.

Figure 1: Maslow’s hierarchy of needs

Source: Van Niekerk (1987).

Physiological needs are related to basic survexgl, hunger or thirst. Safety needs do not only
apply to physical safety and security, but alsa fgerson’s striving for personal security, such as
a steady job. Social needs refer to friendshipe land social acceptance and support, whereas
egotistical needs involve a person’s desire toepeacted by others and by him- or herself.
Self-actualization occurs at the pinnacle of thedsehierarchy, as it represents a person’s
striving towards the full development of his potahtwhich is essentially never completely
attained (Gouws, 1995). According to Maslow (198pple always pursue what they do not
yet have. Consequently, those needs that havedglrbaen satisfied, no longer provide

motivation for action (Schultz & Schultz, 1998).
Over time, little empirical evidence has been pomtlto support the idea of a needs hierarchy,

or the idea that as needs are satisfied, their itapce diminishes (Baron et al., 2002). These
shortcomings have been addressed in Alderfer'sténce-Relatedness-Growth (ERG) theory,
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which is an expansion of Maslow’s theory. Alderéendensed Maslow’s five needs into three,
which were termed ‘Existence’ (physical survivaleds), ‘Relatedness’ (social needs) and
‘Growth’ (need for personal growth and developmeAtjlerfer emphasized that these needs do
not occur in a hierarchy, but rather on a continu(®pector, 2003), and may in fact be
experienced simultaneously (Alderfer, 1969). Alded ERG theory has intuitive appeal, and is
more directly applicable to employee motivationntidaslow’s needs hierarchy theory. It also

has greater empirical support (Wanous & Zwany, 1977

Despite the limited empirical support, needs hmrartheory has had a positive impact on
government departments, as it has focused atteotidhe importance of addressing employees’
needs at work (Spector, 2003). In addition, onat®fmain constructs, the self-actualization
concept, has become very popular with especiallgagers and executives who have accepted
this high-level need as a potent motivator (Sch&il&chultz, 1998).

2.6.2 McGregor’s Theory X and Theory Y

Gouws (1995) noted that McGregor’'s theory closedlgembles that of Maslow, in that the
factors McGregor believed act as motivators to peap work, are arranged and satisfied in a
similar hierarchy. McGregor also placed physiolagioeeds first, followed by physical and
social needs. Egotistical needs are sub-categoagesklf-regard needs on the one hand, which
involve self-respect, self-confidence, autonomyji@ement, competence and knowledge, and
reputation needs on the other. The latter incluebgda such as the status, recognition, respect and
appreciation a person enjoys. The highest levelead is that of self-fulfilment, which people
attempt to satisfy through continued self-developthaad creativity.

Douglas McGregor’'s (1960) Theory X and Theory Yresent an extension of his ideas on
motivation to the direction and control of employeée the workplace. According to McGregor’s

Theory X, which articulates the traditional appto&ac motivation, people are not keen on work,
and try to avoid it where possible. As a resultplEyees must be coerced and controlled by
punitive measures to perform effectively. The agerperson is believed to lack ambition, avoid
responsibility, and strive for security and finalatompensation only. They are egocentric, and

not at all mindful of organizational goals.
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Theory Y, in contrast, reflects a more modern agginoto motivation, in that most people are
seen as keen to discipline themselves in ordeutoessfully complete the tasks allocated to
them. In addition, they seek responsibility, an@& @apable of creative problem solving.
McGregor regarded Theory Y as a more accurate aalistic portrayal of human behavior,
since it represents the integration of individuad aorganizational goals. McGregor did,
however, recognize that the theory does not offecomplete explanation for employee

motivation (McGregor, 1960).

2.6.3 Equity theory
Equity theory was first introduced by Stacy Adam4.965 (Hadebe, 2001). Its basic tenet is that
people are motivated to achieve a condition of tgqlifairness in their dealings with other

people, and with the organizations they work fodd#/s, 1965).

People make judgments or comparisons between fthem inputs at work, e.g. their
gualifications, experience and effort, and the ontes they receive, e.g. pay and fringe benefits,
status and working conditions. They then assigmitsito these inputs and outputs according to
their relevance and importance to themselves. Tihersed total produces an output / input ratio,
which is the key issue in terms of motivation. person’s output / input ratio is equal to that of
another person, equity exists. A state of ineglafds to tension, which the individual tries to
reduce by changing one or more elements of th®,ratig. increase or reduce his effort.

Perceived inequity by the person is therefore emsfor motivation (Baron et al., 2002).

This theory helped to provide the basis for stugyime motivational implications of perceived
unfairness and injustice in the workplace. It did the foundation for more recent theories on
distributive(how much is allocated to each person) and proegfustice (how rewards and job
requirements are determined) (Cropanzano & Fold#6). In a meta-analysis of many of these
theories, Cohen-Charash and Spector (2001) foumtdbibth distributive and procedural justice

were related to job performance, job satisfactioa the intention to quit.

Equity theory has stimulated much research, butetiras been a decline in interest of late
because of its inability to predict people’s petmap of the equitability of their specific
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situation. Nevertheless, it has served to dirgenébn to the importance of treating employees

fairly, and the consequences of failing to do soe($or, 2003).

2.7 Conceptual Frameworks

The relationship between the independent and tlperdkent variable is demonstrated in the
diagram below. The independent variables in thiglystwere financial incentives, manager’s
leadership style, employees’ promotions and stgbcity building while the dependent variable
was job satisfaction. The moderating variables wstaff culture and attitudes and the
intervening variables were Government polici@fie independent variables determine the

employees’ job satisfaction in a government depantm
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Independent variable moderating variables Dependent variables

ﬂinancial Incentives \

-Amount of salaries and wages

paid.
-Rate of allowances, bonuses and™
commissions paid.
-Amount paid as overtime -Stlaff culture and
attitudes.
/Job satisfaction\
/Manager’s Leadership styles\_> -Job security
: -Benefits
-Level of staff involvement. i "
i -Opportunities to
-Level of delegation X »| use skills and
\_ J ’, abilities.
-Relationship with
immediate
: supervisor
Promotions 5 \_ )
-Number of staff promoted -Government policies.
/Staff capacity building \ _ _
Intervening variables
-Number of staff trained.
.>

\ )

Figure: 2 Conceptual Framework
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2.8 Summary and Gaps

The chapter emphasized on what other researcheesaréten on the influence of motivation
on job satisfaction. It also highlighted on theesaV theories relating to motivation. The various
variables relating to motivation have also beenwuised. This study was therefore earmarked to
fill in the knowledge gaps that exist between tiftuences of employee motivation on job

satisfaction.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter reviewed the research design and meltbgy used to conduct this study to answer
the research questions. First, it presented thiablas for testing the research questions. Next,
the research methodology was described in detailuding sampling and sampling procedure,
research instruments to be used, data collectiwhitee data analysis method.

This study was aimed to explore the relationshipwben employee motivation and job
satisfaction. This was done by investigating thi&tmenship between job satisfaction and
dimensions of employee motivation. The procedutved in conducting this research was
described in this chapter. The methods of collgctiata included questionnaires and interviews

and were analyzed using descriptive statistics.

3.2 Research design

The study used descriptive survey design in otdedlescribe the situation as it was in the
natural setting yielding maximum information withimmal expenditure of effort, time and
money (Kothari,1995).The method was chosen singegag more precise and accurate since it
involved™ description of events in a carefully piad way (Kothari,1995).This research design
also portrayed the characteristics of a populatidly and attempted to describe such things as
possible behavior, attitudes and characteristicsveys were more efficient and economical
methods of gathering information using a few whalbbgen questions which would take much less
time and efforts. Also surveys had the advantagbaving the potential to provide a lot of

information obtained from a large sample of indinatigroups.

3.3 Target population

The population of study was 520 respondents coimgrisf senior managers, middle level
managers and subordinate staffs at Government taegrats in Isiolo County which comprised
of the Kenya forest service Isiolo, departmentive#dtock Isiolo, department of education Isiolo,
and the department of health Isiolo which consisiefive hundred and twenty employeas
indicated in Table 3.1. These were the people wkoevbest placed to provide the required
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information for the study. The target populationsvelected for investigation since it was not
scattered and cuts across several government odepdg thus ensured a more representative

sample that gave an opinion that was unbiased.

Table 3.1: Target Population

Type of employees Target Population Percentage of

total population

Senior managers 50 9.6
Middle level managers 150 28.9
Subordinate staff 320 61.5
TOTAL 520 100

Source: Government department records (2012)

3.4 Sampling Procedure

Sampling is a deliberate choice of a number of [geafo are to provide the data from which
you will draw conclusions about some larger grolqom these people represent.

Based on Krejcie and Morgan’s (1970) table for deieing sample size, for a given population
of 520, a sample size of 200 respondents was apat®po adequately represent a cross-section

of the population at 95% confidence level.

The researcher further adds that stratified randampling was the most powerful means of
generalizing findings based on samples to populatiStratified proportionate random sampling
technique produce estimates of overall populatrameters with greater precision and ensures
a more representative sample is derived from aivelg homogeneous population. Stratification
aims to reduce standard error by providing somercbmover variance. The choice of this
technique was governed by the benefits that acauéae researcher in terms of increasing the
sample’s statistical efficiency, provision of adatg data for analyzing the various sub-
populations and that it enabled different reseanethods and procedures to be used in different
strata. Simple random sampling was then usedléatsiiie samples in order to ensure that the

sample selected was a representative of the populand thus the findings could be
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generalized. The sample consisted of 38.5% (N 35 20Ghe total population comprising of
senior managers, middle level managers and sulatedistaffs from the Government
departments in Isiolo county. Each government depant provided a sample of fifty employees
comprising all the staff cadres who were sampladguthe stratified random sampling method
and then selected using the simple random sampkobnique since the population was
homogeneous. This helped to ensure that the sasgheted was a representative of the
population and therefore the results or the fingimguld be generalized. Participation was
voluntary, although a motivation talk from the senmanagers in the various departments was
conducted to encourage the employees to participatee study, and ensure confidentiality of

their responses.

Table 3.2 Sampling Technique

Type of employees Total populatior Sampled population percentage
Senior managers 50 25 12.5
Middle level managers 150 75 37.5
Subordinate staff 320 100 50
TOTAL 520 200 100

3.5 Methods of data collection

The researcher used questionnaires to collect Qatastionnaire is a technique of collecting data
designed to elicit responses from a certain sulijeetitten form. Well designed questions were
developed and distributed to the respondents ivahneus government departments. They filled
them and returned them back for analysis. The ouestires were preferred in this study since
the respondents of the study were literate andegalile to answer the questions asked
adequately. The researcher used this method bedawss the most economical way for data
collection compared to others in the sense thatg used to collect data from a big population
within a small period of time that the researchast.h

The researcher also used Interviews, which weeetface to face between the respondents and
the researcher. The interviews gave an opporttinitiie researcher to penetrate the feelings and
the thinking of the interviewees for in depth datal for clarification of the issues as well as

gave a chance for probing.
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The researcher also used oral communication wehnmhnagement on their views on how staff
motivation influences employee’s job satisfaction the various government departments.
Professionally set questions were used for fac&ade interviews to some randomly selected
employees in the government departments. It wasféettive instrument because not all

guestions were asked through the questionnaires.

3.6. Validity of the Research instruments

Validity is about the extent to which an instrumamasures what it is expected to measure. It is
a measure of how well a test measures what itgpaged to measure. Validity refers to whether
the instrument is able to scientifically answer tpgestions it is intended to answer. It is
concerned with the accurate representation of #r@abies under study. It is influenced by
systematic error in data. This was addressed iptégent study by proper instrument design to
reflect the research objectives and pre-testingitsguments. A pilot study was conducted
whereby the researcher administered the instrunterdssample of employees from the Kenya
Forest service Isiolo to find out the validity aradiability of the instruments used and how they
responded to the various items. After the admiigin of the instruments, they were then
revised in readiness for the main study in ordemswer all the research questions effectively.

3.7 Reliability of the Research instruments

Reliability refers to the degree of consistencywsen two or more research instruments
addressing the same problem. Test- retest techmi@seadopted to test the reliability of the
guestionnaires and the interview. Questionnairesewgrepared and administered to the
particicipants and after some time the same ingnismwere administered again to the same
participants. The responses to the first admirtisttawere compared to the responses of the
second administration .The scores from both tegigrgpds were correlated and the correlation
coefficient obtained. Correlation coefficient whiishalso called “the coefficient of reliability or
stability” was calculated. A correlation coefficteof 0.8 was considered sufficient enough that

the instrument was reliable for the study.
3.8. Operational definition of variables

In the research study, the researcher measurebtbysepsatisfaction by “the number of times

each subject said ‘yes’ to questions such as ‘Do lgok forward to going to work on most
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mornings?” or the number of days per month thataployee shows up at the work place on

time rating job satisfaction from a( Highly ségsl) to d( Not satisfied) while Staff motivation

was measured by the Number of work days duringfitisé six months on the job that an

employee arrives at work at least 10 minutes esslgletermined by time clock cards.

Table 3.3. Operationalization table

OBJECTIVE |TYPE OF | INDICATORS |MEASUREMENT | DATA METHODS
VARIABLE SCALE COLLECTION | OF DATA
TOOLS ANALYSIS
Establish how Financial -Number of| Ratio Questionnaires. | Inferential.
financial incentives. | salary reviews ,
_ _ -Document -correlation
incentives from the year )
analysis.
affect 2008-2012.
employees’ job
satisfaction.
Establish how Leadership | -Level of staff| Ordinal Questionnaires. | Inferential.
leadership involvement. _
Style. -Document -correlation
style  affects )
. -Level of analysis.
employees’ job _
, : delegation _
satisfaction. Interviews.
Establish how Promotions. | -Number gfRatio Questionnaires. | Descriptive.
promotions staff promoted ,
Interviews. -mode

based on merit

affects
employees’ job

satisfaction

from the year
2008-2012.

32




Establish how Staff -Number of| Ratio Questionnaires. |-Inferential.

staff capacity] capacity trainings -Document .
o - _ -correlation

building building. conducted from analysis.

affects the year 2008t

employees’ job 2012.

satisfaction

3.9. Methods of data analysis

The researcher carried out the research himsedfré@searcher used percentages alongside tables
and brief notes. The analysis was conducted orb#sés of research objectives and research
guestions formulated. The data collected was ardlguantitatively and qualitatively.

The data collected was analyzed using frequencidgarcentages. The completed copies of the
guestionnaires were coded and entered into the ampsing the Statistical Package for the
Social Sciences (SPSS) software and excel worksRegirson’s Correlation coefficient was
applied to analyze the data on the basis of relseaspectives in order to answer the research
guestions. After the statistical analysis, the data was presgkin tables. In qualitative analysis
themes emerging from various responses were itahténd each theme given a description.
The findings were interpreted in reference to tiigpractice and experience. The findings were

then presented using tables and frequencies distib

3.10 Ethical Considerations

Ethics refers to rules of conduct and refers tordsearcher’s conduct throughout the research
process. According to Mugenda and Mugenda (20@3garchers are people who are concerned
about other peoples’ quality of life. They mustkeréfore, be people of integrity who would not
take research for personal gain or research tlthnhgative effect on others. There are various
ethical issues that a researcher should avoid actipe when undertaking research such as
confidentiality and privacy, anonymity, Plagiariand fraud among many others. Involvement
of human beings either directly or indirectly irmalst all research give rise to ethical issues.
Hence, the researcher should make individuals weebbssured of confidentiality. Considering

the ethical values, the participation of employe@s confidential and voluntary. There were no
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hard and fast rules to participate in the reseprobess. Questionnaires were distributed among
employees who wished to fill them up. Since thestjpanaires did not contain any questions

regarding full names or any identification, thep@sses were confidential.

3.11. Summary

In this chapter data collection and analysis tegqies were explored. Survey research design
was used for this study. Questionnaires and irearsiwere used to collect data. Descriptive
statistics and correlation coefficient were usednalyze data with the help of spss and excel

worksheet awaiting presentation by use of tables.
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CHAPTER FOUR
DATA ANALYSIS, PRESENTATION AND INTERPRETATION
4.1 Introduction

This chapter analyzed the collected data from thestjonnaires. The findings were presented in
tabular summaries, and their implication interpdefehe study sought to determine the influence
of employees’ motivation on job satisfaction in gaynment departments at Isiolo county Kenya.
Data collection instruments were developed andridiged targeting four government
departments with a combined staff population of.B28ample of 200 respondents was drawn
using the stratified random sampling method andh teelected using the simple random
sampling method from the staff and distributed adicgly in every department in order to
participate in the survey. The data collected wasly@ed using descriptive and inferential
statistical methods for each variable and the tesutre presented in tables and discussed in the

sections below.

4.2 Response rate of the Research Instruments

The expected sample population was 200 respondémikich 196 successfully completed and
returned for analysis. This was a representatid®88b of the total respondents which was quite

good for the study analysis.

4.3 Respondents Demographics

The study sought to find out background charadtesi®f the respondents relevant to the study
including gender, age, highest level of educatiwark experience in terms of years and the

previous duty stations in order to present a widew of the research problem.
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4.3.1 Gender of the respondents
The gender of the respondents is given in Table 4.1

Table 4.1: Distribution of the respondents accordig to gender

Gender Frequenc Percentag
Male 102 52
Female 94 48

Total 196 100

The study used a sample size made up of 52% nspemdents and 48% female respondents as
shown in the figure above. This signified a neandge parity in the sample of study which
represented a gender balance that could offer mah@un an unbiased approach during the study

and therefore gender was not significant to thdifigs.

4.3.2 Age of the respondents

The age of the respondents is as given in Tableel@v

Table 4.2: Distribution of the respondents accordig to age

Age of the respondents (years) Frequency Perdage
19-29 38 19

30-40 76 39
3041-50 59 30

50 and above 23 12

Total 196 100

According to the findings, most of the respondemse aged between 30 and 40 years at 39%,
19% were between 19 and 29 years of age, 30% wext lzetween 41 and 50 years while 12%
were above 50 years. The results show that majofisgaff in the government departments were
below 50 years and therefore energetic to perfdreair ttasks accordingly. According to my
observation, most of the employees were below fiftsrs since the minimum retirement age in
Government departments was fifty years and the maxi being sixty years and thus most of
them who had surpassed the age of fifty years étaed.
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4.3.3 Level of education and work experience

Table 4.4 below shows the highest level of fornthlaation achieved by the respondents. The

data is based on self declaration.

Table 4.3: Level of education of the respondents

Level of education Frequeync Percentage
O —levels 53 27

Diploma 65 33

Degree (Bachelor’s) 57 29

Masters 18 9

Others 3 2

Totals 196 100

Table 4.3 above indicates that 33% of the respdsdenthe government departments were in
possession of diploma certificates, 27% had O-teveértificates, 29% had bachelors’
degrees,9% had masters degrees and finally 2% H&BSPThis shows that the government
departments have potential capacity to deliverisesvto the public based on the capability of its
employees intellectually.

Work experience was sought to give a clearer moturthe competences of the respondents.

Table 4.4: Work experience of the respondents

Work experience (years) Frequency Percentage
1-5years 94 48
6 — 10 years 58 30
Above 10 years 44 22
Totals 196 100
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Most of the respondents had worked with the govemtndepartments for between 1 and 5
years. This is represented by 48%. Those who haklesdor more than 5 years but less than 10
years were 30% of the total respondents while thdse had worked for more than ten years

were 22%.
4.4 Financial incentives

The study sought to determine how financial incergiinfluence employees’ job satisfaction.

4.4.1 The extent of satisfaction with a salary in@ment
Respondents were requested to indicate their leivgb satisfaction with a salary increment.

The results are as shown in Table 4.5.

Table 4.5 Levels of job satisfaction with a salarincrement

Level of job satisfaction Frequency Percentage
Highly satisfied 186 95
Satisfied 7 4
Moderately satisfied 3 1

Not satisfied 0 0

Totals 196 100

According to table 4.5, majority of the employe&&%) were highly satisfied with a salary
increment, 4% were satisfied, and 1% were modegraaiisfied while none was not satisfied
with a salary increment. This is a clear indicatibat majority of the employees in government
departments were highly satisfied with a salaryreantent which may influence their job

satisfaction.
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4.4.2 Number of salary reviews between the years @ 2012
Respondents were required to indicate the numbsalafy reviews between the years 2000 to
2012 in the various government departmenke results are as shown in table 4.6.

Table 4.6 Number of salary reviews between the yemf008-2012

Level of job satisfaction Frequency Percentage
None 0 0

Once 15 8

Twice 51 26

Thrice 130 66

Totals 196 100

According to table 4.6 none of the employees hadlary review between year 2008 and 2012,
8% had a salary review once, 26% had their salaesswed twice and 66% had their salaries
reviewed thrice between the year 2008 and 2012.ifkisated that most employees had their
salaries reviewed thrice during the year 2008 abt2vhich might have influenced their job
satisfaction.

4.4.3 Levels of job satisfaction with current salay, allowances and annual increments
The respondents were required to indicate theel$eof job satisfaction with their current salary,
allowances and annual increments. The resultshangrsin table 4.7.

Table 4.7 Levels of job satisfaction with current alary, allowances and annual increments

Level of job satisfaction Frequency Percentage
Highly satisfied 0 0

Satisfied 3 1
Moderately satisfied 7 4

Not satisfied 186 95

Totals 196 100
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According to table 4.7, majority of the employeesrking in government departments (95%)
were not satisfied with their current salary, aldlmees and annual increments, 4% were
moderately satisfied, 1% were satisfied and nons waghly satisfied. This indicated that
employees are satisfied with their jobs when thayehmore salary and allowances increments’
and thus salary and allowances increments’ haveirectdinfluence on employees’ job

satisfaction.
4.4.4 Response on whether employees will resigroffered better terms elsewhere
The respondents were asked whether employees wesiigih from their current government

departments if offered better terms elsewhere.rébelts are shown in table 4.8 below.

Table 4.8 Response on whether employees will resigroffered better terms elsewhere

Employees response Frequency Percentage
Yes 194 99

No 2 1

Total 196 100

According to Table 4.8, most government employ88%4) would resign from their departments
if offered better terms elsewhere. However, fewtt@m (1%) would still remain with their
current government departments even if they areredf better terms elsewhere because of
reasons that needs further research .This showetdethployees are heavily motivated by
financial incentives and will resign from their argzations to take up appointments in other
organizations where terms and conditions are beftan their current ones since their job
satisfaction will be boosted. This clearly indicatdhat employees’ job satisfaction is heavily
dependent upon what the organization offers in fofrfinancial incentives among other factors

in order to ensure employee retention and prodigtiv
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4.5 Managers leadership style

The study sought to determine how managers’ lehgerstyle influence employees’ job

satisfaction.

4.5.1 Response on the preferred management’s leadbip style

The respondents were required to indicate thefemed management leadership styles. A brief
definition of each leadership style by the researchade them understand the difference. The
results are shown in table 4.9.

Table 4.9 preferred management’s leadership style

Leadership style Frequency Percentage
Democratic 141 72
Autocratic 9 4

Leissez Feire 35 18
Bureaucratic 11 6

Totals 196 100

According to table 4.9 most employees (72%) prefitra democratic leadership style, 4%
preferred an autocratic leadership style, and 188teped leissez feire leadership style while
6% preferred the bureaucratic leadership styles Tridicated that most employees were satisfied
with their jobs when their managers used a demicctatdership style. The democratic
leadership style gives employees an opportunitgxercise their decision making capabilities
without interference and thus feel more satisfieith vwheir jobs hence the reason for their

preference of the method.
4.5.2 Response on whether respondents would likelhe involved in key decisions

The respondents were required to indicate whettesrwould like to be involved by their senior

managers when making key decisions. The resultshemen in table 4.10.
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Table 4.10 Response on whether the respondents’ wdlike to be involved in key decisions

Respondents response Frequency Percentage
Yes 188 96

No 8 4

Totals 196 100

According to Table 4.10, most employees (96%) waquieffer to be involved by their senior
managers in making key decisions in the variousegoment departments. However, 4%
indicated that they would not like to be involvedsuch key decision because of reasons that
require further investigations. Employees felt thate involved in key decisions affecting the
organization they becomes part and parcel of itesithey are recognized. This implies that
employees who are involved while making key deasiwill be more satisfied in the job than

those who are not involved.
4.5.3 Response on managers’ delegation of their kssto employees.
The respondents were required to indicate whetiey tould like their managers to delegate

their tasks to them in the departments they worR e results are shown in table 4.11.

Table 4.11 Response on delegation of some task&ioployees by managers

Respondents response Frequency Percentage
Yes 191 97

No 5 3

Totals 196 100

According to table 4.11 most employees (97%) wdikie their managers to delegate some of
their tasks to them and a minority (3%) would nke lany task to be delegated to them by their
managers. Most employees would like to learn neiisskhile on the job while undertaking
more challenging tasks in order to ensure theineragrowth. This indicated that delegation of
some tasks to employees directly influences tleeels of job satisfaction.
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4.6 Staff promotions based on merit and competengmlicy
The employees in government departments were akeddicate whether staff promotions

based on merit and competence policy affected jbkisatisfaction. The results were captured
in table 4.12.

4.6.1 Response on satisfaction of staff promotiots&sed on merit and competence policy.
The respondents were required to state whether whesg satisfied with the policy on staff

promotions based on merit and competence in tegpactive government departments.

Table 4.12Response on staff satisfaction promotiotssed on merit and competence policy

Respondents response Frequency Percentage
Yes 192 98

No 4 2

Totals 196 100

According to Table 4.12 most employees (98%) watssfsed with a staff promotions based on
merit and competence policy. However, a few of t{@&%) were not satisfied for reasons that
needed further research. Most employees wereisdtisith staff promotions based on merit and
competence policy since it ensures fairness in ptmm practices and thus ensuring employees’
job satisfaction. This clearly indicates that mestployees would prefer a staff promotions
policy that is based on merit and competence amsl their job satisfaction is directly influenced

by such a policy.

4.6.2 Response on employees’ agreement with promotionased on merit and competence.
The respondents were asked to indicate the exdenhich they agreed that employees in their
departments were promoted based on their meritamgbetence.

43



Table 4.13 Response on concurrence with promotiofimsed on competence policy

Respondents response Frequency Percentage
Strongly agree 0 0

Agree 8 4

Neutral 13

Disagree 166 84

Strongly disagree 9 5

Totals 196 100

According to table 4.13 most employees (84%) dsadrthat staffs in their departments were
promoted based on their merit and competence,58agir disagreed,7% were neutral, while a
minority of 4% agreed that employees in their depants were promoted based on their merit
and competence. This clearly indicates that mogti@yees were not satisfied in their jobs with
the staff promotions policy thus indicating a diredluence of employees’ promotion policy and
job satisfaction. From my observation it was clisat most promotions were not based on merit
and competence since most of them were based atisrepand corruption and thus affecting

the employees job satisfaction.

4.7 Staff capacity building
The employees in government departments were agkeiddicate whether staff capacity

building influenced their job satisfaction. Theuks were captured in table 4.14.
4.7.1 Response on the number of trainings conductdetween years 2008 and 2012.

Respondents were asked to indicate the number amirtgs conducted in the respective

government departments between the year 2008 &fi 20
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Table 4.14 Response on the number of trainings condted between years 2008 and 2012.

Number of trainings Frequency Percentage
None 0 0

1-10 8 4

10-20 182 93

Above 20 6 3

Totals 196 100

According to table 4.14, none of the responderitsthat there was no training conducted during
the period 2008 and 2012, 4% of the respondentstbat 1 to 10 trainings were conducted
during the period.93% said 10 to 20 trainings waaeducted during the period while 3% said
that the trainings conducted during the period wabeve 20.This indicates that 10 to 20

trainings were conducted between the years 2002@n2!.

4.7.2 Response on the extent to which employeesitiags has improved job satisfaction.
The respondents were required to indicate the exterwhich employees agreed that staff
trainings helped to improve their job satisfaction.

Table 4.15 Response on how employees’ trainings leawvnproved job satisfaction.

Respondents response Frequency Percentage
Strongly agree 178 91

Agree 13 7

Neutral 5 2

Disagree 0 0

Strongly disagree 0 0

Totals 196 100

According to table 4.13 most employees (91%) stsoagreed that staff trainings helped to
improve employees’ job satisfaction.7% also agré®at staff trainings helped to improve
employees’ job satisfaction. However, a few of théfo) were not decided whether staff
trainings helped to improve employees job satigfactor reasons that needed further research

while none of them disagreed.
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Employees are always motivated by training thenttennew developments in their areas of
specialization thus making them be abreast in upglatf their skills thus being more creative
and innovative. This clearly indicates that mosiplayees believed that staff training directly

influenced employees’ job satisfaction.

4.8. Pearson’s Correlation Analysis
A correlation is a number between -1 and +1 thahsuees the degree of association between
two variables. A positive value for the correlationplies a positive association. A negative

value for the correlation implies a negative olirarerse association.
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Table 4.16 Correlation analysis

Employees’ Financial Managers Promotions  Staff

job incentives leadership based on capacity

satisfaction style merit and building
gualifications

Employees Pearson 1
job correlation
satisfaction

Sig. (2 - 0.000

tailed)
Financial Pearson 0.881 1 0.243
incentives correlation
Sig. (2 - 0.026 0.000
tailed)
Managers Pearson 0.683 1
leadership correlation
style
Sig. (2 - 0.029 0.000
tailed)
Promotions  Pearson 0.734 1
based on correlation
merit and
gualifications
Sig. (2 - 0.028 0.000
tailed)
Staff capacity Pearson 0.763 1
building correlation
Sig. (2 - 0.027 0.000
tailed)
N 196 196 196 196 196

** Correlation is significant at the 0.05 leveH@iled).

47



The analysis of correlation results between finalnicicentives and employees’ job satisfaction
shows a strong positive coefficient of 0.881, wéhp-value of 0.026 being the level of
significance. This indicates a strong positive tiefeship between financial incentives and
employees job satisfaction. The correlation resbk$ween Managers leadership style and
employees’ job satisfaction also shows a positiveffecient of 0.683, with a p-value of
0.029.This indicates a weak positive relationshgiwieen managers leadership style and
employees job satisfaction .Promotions based onit,nmralifications and competence also
indicated a positive correlation of 0.734,with grsficance level of 0.028.This indicates a fairly
strong positive relationship between promotionsetasn merit, qualifications and competence
and employees’ job satisfaction.Finally,staff capaduilding also indicated a positive
association with employees job satisfaction of 8.¥4th a p-value of 0.027.This indicates a
relatively strong positive relationship betweenffstzapacity building and employees’ job
satisfaction. The correlation is significant at®l8vel two tailed. The researcher thus concluded
that a positive improvement in any of the four ables will have a positive influence on
employees’ job satisfaction and retrogression iprowement on any of the four variables will
have a negative influence on employees’ job satisfia.

This therefore implies that financial incentivesnttbuted most to the employees’ job
satisfaction followed by staff capacity buildingpeth promotions based on merit, qualifications
and competence and finally managers’ leadershlp bgd the least influence on employees’ job

satisfaction.
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CHAPTER

FIVE

SUMMARY OF FINDINGS, DISCUSSIONS, CONCLUSIONS AND
RECOMMENDATIONS

5.1 Introduction

This chapter presents the summary of findings,

udision, conclusions drawn from the analysis

of data and the recommendations made. The mairctomgeof this study was to investigate the

employees’ motivation factors which influence onreithjob satisfaction in government

departments in Isiolo County, Kenya.
5.2 Summary of findings
The table below presents the summary of the

analysis and the major findings of the research.

Table 5.1 Summary of major findings

figlingterms of the objectives, the types of

Objective Types of analysis

Major findings of the esearch

To determine how

Frequencies

financial incentives * Percentages
influences * Pearson *
employees job correlation

satisfaction.

95% of employees were highly satisfied with a
salary increment in their departments.

None of the employees was dissatisfied with a
salary increment.

95% of employees were not satisfied with their
current salaries, allowances and annual increme
99% of the employees would resign if offered
better terms and conditions elsewhere.

The study found a strong positive relationship
between financial incentives and employees’ job

satisfaction.

To establish how Frequencies

managers * Percentages
leadership style
influences e Pearson .

72% of employees preferred a democratic

leadership style.

96% of employees would like to be involved in
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and

taff

BS in

nerit

ve

employees job correlation making key decisions in the government
satisfaction. departments.

*  97% of employees would like their managers to
delegate some of their tasks to them in the
departments they work in.

* The study also found out a weak positive
relationship between managers leadership style
employees job satisfaction.

To examine Frequencies * 98% of the employees were satisfied with a s
whether promotions Percentages promotions policy based on merit and competence.
based on merit, Pearson * 84% of the employees disagreed that employe¢
qualifications  ang correlation their departments were promoted based on n
competence and competence.

influences « The study revealed a fairly strong posit
employees’ job relationship between promotions based on mrit,
satisfaction.

gualifications and competence and employees’

satisfaction.

To assess whethé
staff capacity
building influences
employees’ job
satisfaction.

Frequencies
Percentages
Pearson

correlation

91% agreed that employees’ trainings helpec
improve on their job satisfaction.

None of the employees disagreed that s
trainings did not help them improve on their j
satisfaction.

The study finally revealed a relatively stro
positive

relationship between staff capac

building and employees job satisfaction.

job

—

1 to

taff
ob

ng
ity

50



5.3 Discussions of findings

A discussion of the major findings on how financiatentives, Managers leadership style,
promotions based on merit, qualifications and cdempee and staff capacity building influences
employees job satisfaction is given below. It hghps the study into perspective, presents the

findings in comparison to the findings of other ganstudies done before.

5.3.1 Financial incentives

The study found out that majority of the employeese highly satisfied with a salary increment
in their departments and none of the employeesdgaatisfied with a salary increment. Most of
the employees were also not satisfied with theirresu salaries, allowances and annual
increments and would resign from their current fass if offered better terms and conditions
elsewhereEllis and Pennington (2004) supported the findipgstating that financial incentives
have a short-term effect on the motivation levélsraployees although they play a critical role
in their motivation. Al-Nsour (2012) echoed the tsments by examining the effects of financial
and non-financial incentives at Jordanian univgrsitterms of organizational performance. A
significant relation was observed between financald non-financial incentives and
organizational performance in accordance with thima dbtained from this study. Moreover, the
study showed that financial incentives were hightgarded than non-financial incentives.
Naldoken et al. (2011) also supported the finditgys examining the financial incentive
application on the motivations of employees’ ataeshospital in terms of their performance. It
was concluded in the study that the medical emgl®yavho benefited from these financial
incentives were positively motivated by this apafion. Pouliakas (2008) also tested the non-
monotonic effect of monetary incentives on job sfattion. In the study, 1998-2005 of the
British Household Panel Survey was used to invatighe ceteris paribus association between
the intensity of bonus/profit-sharing payments #mal utility derived from work. According to
the findings of the study, small amounts of fin@hencentives resulted to a highly important
effect on employee satisfaction, whereas large amsoof financial incentives affect them
positively. Therefore, the researcher suggestefihaacial incentive unless sufficient amount of
financial incentives were provided. Therefore, fraime foregoing discussion, unless an
organization provides sufficient financial incemtsvto its employees, staff turnover will always
be a recurrent event since the employees are tisfiesd and thus the organization will not be

able to meet its goals and objectives.
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5.3.2 Managers leadership style

The study found out that a manager’s leadershile $is a direct influence on the employees’
job satisfaction in an organization. The study dsod out that most employees in government
departments preferred the democratic leadershile styd most employees would like to be
involved in making key decisions in their departisehey also indicated that they would like
their managers to delegate some tasks to themséMeat al., 2001) echoed the findings by
stating that through their education, training, axgerience, managers develop their personal
leadership style. This leadership style is a funelatal concern of managers and researchers
(Wood, 1994) due to its effect on subordinates whis, suggested, work more effectively and
productively when their managers adopt a spea@dérship style (Mullins, 1998). If managers
adopt their subordinates’ preferred style givingptayees the respect and fair treatment they
deserve, then this is seen to lead to job satisfactvhich will affect the functioning of the
organization (Spector, 1997). Satisfied employaesahsent less, show less job stress, stay at
work longer, and make positive contributions tdrtleeganizations (Griffin, 2002).

According to Kavanaugh and Ninemeier (2001), tlaecthree factors that determine the type of
leadership style: leaders’ characteristics, sulbatds’ characteristics and the organization
environment. More specifically, the personal baokgd of leaders such as personality,
knowledge, values, and experiences shapes thdingseabout appropriate leadership that
determine their specific leadership style; emplsyes@lso have different personalities,
backgrounds, expectations and experiences, for @eamemployees who are more
knowledgeable and experienced may work well undefemocratic leadership style, while
employees with different experiences and expectati@quire an autocratic leadership style.
Some factors in the organization environment susholganizational climate, organization
values, composition of work group and type of wadn also influence leadership style.
However, leaders can adapt their leadership stglethe perceived preferences of their
subordinates (Wood, 1994).From the foregoing dsioms leaders should always apply the
requisite leadership style as the situation demandsrder to ensure that the employees are
properly guided for the organizational objectivesd agoals to be achieved effectively and

efficiently.
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5.3.3 Promotions based on merit, qualifications andompetence

The study revealed that most employees in goverhoegrartments were satisfied with a staff's
promotions policy based on merit and competenceddew most employees also disagreed that
employees in their departments were actually prechoh merit and competence thus implying
that other factors like nepotism, tribalism and raption influenced promotions in such
government departments. This was supported by @ra®e Rosen, 1981) who stated that
Promotion can be used as an incentive tool. Itwsag of rewarding the employees for meeting
the organizational goals thus it serves as a méayrchronizing organizational goals with

personal goals.

Rosen (1982) also echoed the same sentimentsatoygsthat the deciding factor for the position
of any individual in the hierarchy is his talenigtrer the level of talent in any individual higher
will be his position in the hierarchy. Promotionshis importance due to the fact that it carries
with it a significant change in the wage packagaroemployee (Murphy, 1985). Thus, a raise in
salary indicates the value of promotion (Baker let 994). Promotion follows a defined set
pattern which is outlined in the employment bonddébnger & Piore, 1971). In this highly
competitive corporate world, promotion can help ttmmpeting firms to trace the most
productive participant of one organization to betwdiring for another organization (Bernhardt
& Scoones, 1993). In such a way the promotion Ighitd an employee in the external

environment and realizes his worth in the intearalironment.

The impact of wage raise, a result of promotionfoisnd to be more significant than fixed
income on job satisfaction (Clark & Oswald 1996kcArding to Shields and Ward (2001) the
employees who are dissatisfied with the opportuaigilable for promotion show a greater
intention to leave the organization. Pergamit amdind (1989) also established that greater the

chances of promotion the higher will be the jobs$attion of employees.

Apart from job satisfaction, the employee satistactis determined by satisfaction with
promotion. When employees perceive that there atdeg chances for promotion they feel

satisfied for the respective place in the orgaiopatDe Souza, 2002).
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5.3.4 Staff capacity building

The study found out that most employees in goventrdepartments were helped by trainings to
improve on their job performance and finally onitheb satisfaction and none of the employees
who disagreed that trainings did not help them owpron their job satisfaction. This was in
concurrence with (Modic, 2005) who said that empks/ are the most important assets
companies have that can make a conscious effothéoprogress of any industry or business; the
effects employees’ satisfaction have on an org#éiniza business are numerous. (Carpitella,
2003) also supported the views by stating thatnegses that excel in employee satisfaction
issues reduce turnover by 50%, increase custontsfasdion to an average of 95%, lower
labour costs by 12% and lift pre-tax margins byaserage of 4%. Not only are employee
turnover, customer satisfaction, labour costs, anettax margins improved by addressing
employee satisfaction, but customers, products tleedompanies themselves are also positively
affected. Profit and growth are stimulated dire¢dgd primarily) by customer loyalty, which is
a direct consequence of customer satisfaction audfluenced by customer perceptions of the
value of services they receive. Value is createddtigfied, loyal and productive employees.
Hocutt and Stone (1998) concluded that employweken supplied with autonomy and adequate
training to deal with service recovery problems,e amore likely to be satisfied.
From the foregone discussion, it could be seendhgiowerment is a principle that is common
among many industries. It is a tool used to acc@hplarious business goals and almost always
leads to satisfied employees and satisfied custamer

5.4 Conclusions

The study concludes that most respondents in goanh departments were satisfied with a
salary increment in their respective departmentsreone of them was dissatisfied with a salary
incrementHowever,most of the respondents were not satishéthi their current salaries,
allowances and annual increments and would redigrfféred better terms and conditions
elsewhere. Therefore the study concludes that diahimcentives strongly influence employee’s
job satisfaction.

The study also revealed that most respondentsvergment departments preferred a democratic
leadership style and would like to be involved irmkimg key decisions in their respective

departments.
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Majority of them would also like their managers delegate some tasks to them in the
departments they work in. Therefore the study awaited that a manager’s leadership style

slightly influences employees’ job satisfaction.

The study concludes that most respondents weidisdtwith a staff promotions policy based
on merit and competence.However, a majority of th@isagreed that employees’ in their
departments were actually promoted based on madt @mpetence. Therefore the study
concludes that promotions based on merit and canpetfairly influences employees’ job

satisfaction.

The study also revealed that most respondents edped by trainings to improve on their job
satisfaction and none of them disagreed that cgphgilding didn’t help them improve on their
job satisfaction.Therefore; the study concludes $taff capacity building relatively influences

employee job satisfaction.

5.5 Recommendations of the study

Employees should be well remunerated and havediabimcentives that are commensurate to
their qualifications, experience and performanceoider to boost their job satisfaction and

finally improve on their productivity.

Managers should mostly apply the democratic stylleadership whereby employees are given
ample space and time to execute their tasks. Erapkoghould also be consulted when making
key decisions for the organization or governmergatinent. This helps to boost on their job

satisfaction and finally improve on their produdiwvhich helps the organization meet its goals

and objectives.

Promotions for employees should be based on nuprélifications and competence to ensure
that they are satisfied with their jobs and thikesathem to improve on their productivity and
finally meeting the goals of the organization ovgamment department.

Lastly employees should be continuously trainedhair areas of specialty to ensure that they
continually remain updated and relevant to thelrsjoThis ensures that they are satisfied with
their jobs and fully conversant with the tasks tlaeg required to undertake. This finally helps

the organization or government department achisvgoals and objectives.
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5.6 Areas of further Research

The following areas of further research were ideadifrom the study.

Further study should be done on the key performamdieators in order to identify the causal

relationship between employees’ job satisfactiod kay performance indicators. The causal
relationships, once identified, will be a usefueqe of information in order to improve on

employees’ job satisfaction.

A study should be conducted on why most employegesnat satisfied with their current
financial incentives in their work places and wioyne of them would not like some tasks to be

delegated to them by their managers.

A study should also be conducted on why most eng@sywould opt to work elsewhere other

than where they are if the terms and conditionsrareh better.

Lastly, a study should also be conducted why maspleyees believe that most of the

promotions done in their places of work are noebasn merit and competence.
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APPENDIX I

Letter of introduction to the respondent

University of Nairobi
Meru extra-mural centre
P.O. Box

Meru

Dear Respondent,

RE: COLLECTION OF SURVEY DATA

| am a postgraduate student at the University afdida Meru extra mural centre. In order to
fulfill the degree requirements; | am undertakingresearch on‘the influence of staff
motivation on job satisfaction: A case study of Gaernment departments in Isiolo County”.
You have been selected to form part of this stiitherefore, | kindly request your assistance to

fill in the accompanying questionnaire.

The information provided will be used exclusivety facademic purposes and will be held in

strict confidentiality.

Thank you

Yours faithfully

Moses Waithaka
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APPENDIX TI

QUESTIONNAIRE USED IN THIS STUDY

SECTION A: PERSONAL DATA

1. Gender: Male |:| Feama |:|

2 .Age: 19-29 yrsij 30-40 yr|:| 41-51 D 52 and above |:|

3. Highest level of education:

O-levels [ ]  Certificate [ | Diploma [ ] Degree [ Jasters [ ]

Others (specify)

2. How long have you worked in the government diepant? O-5years | | 5—10yeary |
10 years and abov|:|

3. In which government department do you work?

Kenya Forest Service Isiolo ||
Health department Isiolo [ ]
Livestock department Isiolo [ ]

Education department Isiolo[ ]
4. What is your job title?

Senior Manager [ ]
Middle level manager ]
Subordinate staff [ ]
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SECTION B: FINANCIAL INCENTIVES

1. To what extent are you satisfied with a salaryeneent in your job?

a) Highly satisfied.
b) Satisfied.

c) Moderately satisfied.

U UL

d) Not satisfied.

2. How many salary reviews have you had between thesy2008-20127
a) None
b) Once
c) Twice
d) Thrice

HpEpi

3. Are you satisfied with your current salary, allowas and the annual increments in your
government department?
a) Highly satisfied.
b) Satisfied
c) Moderately satisfied
d) Not satisfied

i

4. Would you resign from your current departmermfiéred better terms elsewhere?

a) Yes ]
b) No ]

5. Please comment on how salary increment affexis jpb

SIS A ON . . ettt e e e e
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SECTION C: MANAGER'’S LEADERSHIP STYLE

6. What type of leadership style would like yoen®r manager to apply?

a) Democratic [ ]
b) Autocratic [ ]
C) Leissez feire [ ]
d) Bureaucratic [ ]

7. Would you like to be involved by your senior ragars in making key decisions for the

departments you work in?

a) Yes [ ]
b) No [ ]
8. Would you like your managers to delegate ttasiks to you in the department you work in?
a) Yes [ ]
b) No [ ]

9. Please comment on the management style useoup\sgnior

1 E= T T= T =T TP PPTR

SECTION D: STAFF PROMOTIONS BASED ON MERIT

10. Are you satisfied with a staff promotions basedmerit and competence policy in your

department?

a) Yes [ ]
[ ]

b) No
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11. To what extent do you agree that staffs in yimpartment are promoted based on their merit

and competence?

a) Strongly agree [ ]
b) Agree [ ]
c) Neutral [ ]
d) Disagree [ ]

e) Strongly disagree [ ]

12. In your own opinion how does staff promotiorsdxh on merit, qualification and competence

affect your job satiSfaCtioN?..............uucemmmeeiiiii e
SECTION E: STAFF CAPACITY BUILDING

13. How many training sessions were conducted ur ytepartment during the period 2008-
20127

a) None ]
b) 1-10 [ ]
c) 10-20 ]
d) Above 20 [ ]

14. To what extent do you agree that staff traigirtelps to improve employees’ job

satisfaction?

a) Strongly agree
b) Agree

c) Neutral

d) Disagree

EniRiREnE

e) Strongly disagree
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15. In your own opinion how does staff capacitylding in your department affect your job

oY: LLESY (=T o3 £ [0) 0 QRPN
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APPENDIX IlI

GOVERNMENT DEPARTMENTS IN ISIOLO COUNTY

SNO. DEPARTMENT NAME STAFF TOTAL COMMENT
1 Kenya Forest Service. 153
2 District livestock production officer] 35
3 District Health Officer 203
4 County director of education. 129
TOTALS 520

Source: Kenya National Bureau of statistics Officelsiolo
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APPENDIX IV

TABLE FOR DETERMINING SAMPLE SIZE FROM A GIVEN POPU LATION

N S N S N S N S

10 10 100 80 280 162 800 260 2800 338
15 14 110 86 290 165 850 265 3000 341
20 19 120 92 300 169 900 269 3500 246
25 24 130 97 320 175 950 274 4000 351
30 28 140 103 340 181 1000 278 450( 351
35 32 150 108 360 186 1100 285 500( 357
40 36 160 113 380 181 1200 291 600( 361
45 40 180 118 400 196 1300 297 700( 364
50 44 190 123 420 201 1400 302 800( 367
55 48 200 127 440 205 1500 306 900(¢ 368
60 52 210 132 460 210 1600 310 10000 373
65 56 220 136 480 214 1700 313 15000 375
70 59 230 140 500 217 1800 317 20000 377
75 63 240 144 550 225 1900 320 30000 379
80 66 250 148 600 234 2000 322 40000 380
85 70 260 152 650 242 2200 327 50000 381
90 73 270 155 700 248 2400 331 75000 382
95 76 270 159 750 256 2600 335 100000 384

Note: “N”is population size
“S” is sample size.

Krejcie, Robert V., Morgan, Daryle W., “Determinirfample Size for Research Activities”,
Educational and Psychological Measurem&@#0.
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