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[bookmark: _Toc505787553]ABSTRACT
The study examined the effect of motivational strategies on employee job satisfaction in public universities in Uganda, the case of Muni University. The specific objectives of the study were: to determine the effect of staff training on employee job satisfaction, to establish the influence of leadership on employee job satisfaction and to examine the effect of competitive rewarding on employee job satisfaction at Muni University. A cross sectional survey design was used employing both qualitative and quantitative approaches. The study population comprised staff of the university. The sample size was 68 chosen through simple random sampling and purposive sampling. The study used both qualitative and quantitative methods of data collection through the use of closed ended questionnaire and interview guide. Content analysis and descriptive and inferential analyses were carried out. The major findings of the study were that: Muni University has staff training and development policy in place but many staff are not aware about it and staff training and development strategies were inadequate. Most leaders acted on issues not in consultation with all staff and involved limited staff in implementing activities. The University had reward system in place but many staffs were unaware about it though the reward systems were not so good and motivating to the staff. The researcher concluded that staff training and development and good leadership and competitive rewarding are very crucial factors in employee job satisfaction. The following recommendations were made among others by the researcher based on the research findings. The Muni University authority needs to make the staff aware of the staff training and development policy as most staffs were unaware about it. Since training and development can improve staff productivity, the management of Muni University needs to invest more in staff training and development programs so as to improve its organizational performance. 

[bookmark: _Toc505787554]CHAPTER ONE
[bookmark: _Toc505787555]INTRODUCTION
[bookmark: _Toc495756604][bookmark: _Toc505787556]1.1 Introduction
Human capital is a vital and complex, delicate but yet very important for the successful performance of any organization. Indeed, it’s no longer in dispute that the more employees are motivated, the more they are at their job satisfaction levels which reciprocates into personal and consequently organizational performance. 
Motivation and job satisfaction therefore, are key to organisational effectiveness and the two are key predictors of job performance, employee commitment, productivity, and service delivery (Ghafoer, 2011; Lather & 2005). This implies that workers who are motivated and contented with their jobs are the cornerstones of any organisation and help the organisation to survive (smith, 1994). However, motivating human resource is complex and quite different from managing other resources of the organization because human brains have their own peculiar chemistry (Armstrong, 2011).  The study investigated the effects of motivational strategies on staff job contentment in public universities of Uganda, taking a case analysis of MUNI University
This chapter thus, provides the background to the study, problem statement, general objective and objectives, research questions and hypotheses of the study. The chapter also shows the significances of the study, study scope and the operational definitions of key terms and models.

[bookmark: _Toc505787557]1.2 Background to the Study
Employee enthusiasm and employee contentment have been a critical human resource concern for a number of organisations for generations. Executives often tend to entice and ensure role fulfilment of employees so that they execute task and responsibilities to a high standard (Al-alawi, 2005). Employers want their employees to perform to the best of their abilities and so take great cautions in establishing the required resources and a good working environment to keep their employees motivated and satisfied with their jobs yet, motivation and employee satisfaction persist to be a difficult issue to manage because employees’ aspiration and targets do not always balance what their employers can provide (Lather &Jain, 2005).
On the other hand satisfying better performance is a hectic endeavour yet it is one which is vital to supplement improvements in performance through the tactical administration enterprise (Blyth, 2008). By implications, employees who lack any incentive to perform their jobs well, are rarely contented with their jobs and end up slowing down any kind of outcome that the company produces (Ktenidis, 2007). It is in view of the foregoing that the study investigated the effects of motivational strategies on staff job satisfaction. The next sub-sections lays the background of the study under four perspectives including historical, theoretical, conceptual and contextual.
[bookmark: _Toc495756605][bookmark: _Toc505787558]1.2.1 Historical background
During the early parts of the 19th century, work force motivation was premised on the fact that employees had aspiration for more money. The belief was that people were motivated to work because of money and would maximize their productivity if they were rewarded with extra money for each increment of work. This made elaborate financial reward schemes to be developed across Europe (Fox, Schwella &Wissink 1991). The situation was influenced by scientific management approach of Fredrick W Taylor (1914). In the 1980s there was a rigorous efforts to restructuring the public sector in order to development its efficiency and effectiveness. To achieve these, public sector managers had to change the approach which mainly centred on the provision of extrinsically centered rewards (Bourantas & Papalexandris, 1999 as cited in Monolopoulos, 2008). Research carried around this time in Greece recognised the significance of financial rewards to improve productivity.
 
In the African context, motivation to enhance peak performance was initially based on monetary financial rewards such as salaries and allowances (Danish Institute for International Studies DIIS, 2007). Overtime however, studies have shown that many African counties have adopted incentive systems that address social needs (Dambisya, 2007). In Lesotho, Mozambique, Malawi and Tanzania, for example, housing either in cash or kind, has been provided especially for Health workers. Relatedly, transport facilities or allowances in Lesotho, Malawi and Zambia, are being provided to staff as part of the motivation strategies. In some other places like Swaziland, child care facilities have been also provided as motivation strategies. In other instances, many organizations both public and private in Africa have had to improve the employee working conditions by offering better equipment facilities and providing better security. 
In Uganda, improved monetary rewards such as pay, pensions and allowances were regarded as the most motivational factors to institute peak performance as documented by Vailentine as cited in DIIS (2007). Recent studies however, indicate that non-financial rewards such as career growth, job security, improved management, recognition and good working environment have shaped the reward pattern in Uganda (DIIS, 2007).The above scholarly studies provide empirical evidence on the historical pattern of motivation and rewards in general. However, none of the above studies was done in Muni University. More over the studies conducted were majorly looking at motivation in general linking it to productivity but not employee satisfaction. The study therefore investigated the effects of motivational strategies on employee job satisfaction at Muni University. 
[bookmark: _Toc505787559][bookmark: _Toc495756606]1.1.2 Theoretical Perspective
The study was guided by the Expectancy theory developed by Vroom's (1964) and Equity theory developed by Adams (1965). Expectancy model holds that a person will choose to conduct himself or act in a manner arising from their motivation to choose a definite behaviour over other behaviours due to what they expect the result of that selected behaviour will be. In essence, the motivation of the behaviour selection is determined by the desirability of the consequences. Nevertheless, the underlying concern of the philosophy is the reasoning process of how an individual processes the different motivational elements. The theory highlights the rationale for institutions to compare rewards directly to results and to ensure that the rewards provided are those rewards deserved and wanted by the recipients. The therefore relates to the study in a tactic that, if the hopes of the employees are met, their job satisfaction is expected to increase and vice-versa. 
On the other hand equity theory focuses on equality. John Stacey Adams established the degree of a person's insight of impartiality, the more motivated they will be and the reverse is true: if someone perceives an unfair atmosphere, they will be frustrated. In order to evaluate fairness, employees compare the job input in terms of its influence to the outcome in terms of reward (Guerrero et al., 2007). Stacy Mumbua Mutuku (2014), in her study on effects of motivational strategies on employee job satisfaction cites that, imbursement whether timely wage or pay, is main concern and therefore cause of equity or disproportion in most scenarios. Adams (1965) added that, annoyance is induced by underpayment, inequity and fault is induced by overpayment (Spector, 2008). The theory therefore suggests that organizations must ensure equity if the employee job satisfaction is to be high. 
Fredrick Herzberg (1968) in his “Two Factor Theory” recognised certain elements in the workplace that cause job satisfaction (Motivators) and dissatisfaction (hygiene factors).  He argued that the Motivator factors are intrinsic conditions of the job itself. Examples of these factors included recognition, achievement, or personal growth, involvement in decision making while hygiene factors included position, occupation safety, salary, peripheral welfares, work environment, fair remuneration, indemnification, trips.  According to Herzberg, hygiene factors are what causes dissatisfaction among employees in a workstation and must be eliminated through payment of reasonable wages, improved employee job security, carrier growth and improved work environment and improve on motivating factors. Therefore, organizations must ensure that, they build motivator factors and control hygiene factors if they are to increase their employees’ job satisfaction. 
[bookmark: _Toc505787560]1.1.3 Conceptual Background
The two main concepts in this study are motivation strategies and job satisfaction. Motivation generally refers to a worker’s passion to accomplish the job. In addition, Kasser and Ahuvia, (2002), motivation denotes the forces that strengthen, direct and sustain a person’s energies. Employees are willing to work hard if they see reasons to do so, and believe that their efforts will pay off. Motivational strategies therefore, are those approaches and tactics that make employees happy and want to stay with the organization (Berg, 2006).  It is important for Public Universities to source the most effective motivational methods while taking into account that a variety of motivational techniques work for different employees. In this study, motivation strategies were measured by staff training, competitive reward and people centred leadership. 
Job Satisfaction on the other hand describes how people feel about their job and its various aspects. It has to do with the degree to which people appreciate or hate their Jobs. Factors premised to affect job satisfaction therefore include; leadership behaviour, career growth and reward competitiveness.  In this study, job satisfaction was measured by level of employee loyalty, employee productivity, employee turnover and collaboration of staff with colleagues and management. 
[bookmark: _Toc495756608][bookmark: _Toc505787561]1.1.4 Contextual Background
[bookmark: _Toc495756609]The Universities and Other Tertiary Institutions Act 2001, places the University Council as the highest organ in governance of public universities. In that pursuit, the Council for Muni University is mandated to provide the motivational policy and strategies to support employee satisfaction. Accordingly, Muni University Council approved some allowances for the staff, which includes retention allowances, responsibility allowance, and medical allowances etc. payable monthly (Muni University Budget 2016/2017).
[bookmark: _Toc495756610]Departmental and Management meetings are held monthly with the Vice Chancellor as the chairperson of Management meeting and Heads of Departments as chairpersons of the Departmental meetings. The issues discussed in the Departmental meetings are submitted for management discussions. Consultative meetings apart from the mandatory meetings are done. This meetings and consultations are truly mechanisms of involvement, consultation, a dimension of transactional leadership. Apart from Departmental meetings, management has also formed different committees to run the affairs of the university. One of the Committee is the Staff Training and Development Committee that discusses the training needs of staff that are generated at the departmental levels. This committee sits monthly and reports to Management. Amidst the above processes and procedures, there are reported cases of assaults in the University, reports on late coming and absenteeism have also been registered. Furthermore in many fora, the staff has expressed dissatisfaction on parameters under which staff allowances are allocated in Muni University as expressed in staff meetings and departmental reports to Top Management (Muni University, 2017) 
[bookmark: _Toc495756611][bookmark: _Toc505787562]1.2 Statement of the Problem
Motivation is assumed to play a significant role in ensuring that employees get satisfied with their jobs so as to move an organization towards excellence in terms of achieving its strategic goals and therefore, the overall organizational performance (Edington et al., 2001). Indeed policy and practice has also adduced evidence to suggest that employee job satisfaction is significantly a response to factors like employee motivation (Barson, 2011). In order to accomplish their missions, Public Universities for example, need motivated workers. Other than the Government of Uganda staff salary enhancement from time to time, Muni University in particular spends 25% of her total budget on staff related allowances. This budget commitment is intended to motivate her employees towards job satisfaction and full work potentials (Top Management Report, 2017). 
In spite of the commitment to motivation illustrated above, job satisfaction for public university employees in Uganda is still far from expectation. Muni university like other public universities in the country experiences high rates of absenteeism. In several fora Heads of departments were warned to monitor and control the high rate of absenteeism of staff in their departments and labour turnover (Top Management Report 2017). Cases of job dissatisfaction were also revealed in the form of poor employee loyalty, low productivity and low levels of collaboration among staff. The university was grappling with issues of litigations and follow up of compensations arising from court cases of staff assaulted by their supervisees which put the university’s name in disrepute and time consuming. All these were an indicator of job dissatisfaction (Daily Monitor, July 26th 2017). The university also experienced declining levels of employee commitment observed through late coming of staff among others. The study therefore, investigated the effects of motivational tactics on staff role satisfaction with explicit allusion to Muni University. 
[bookmark: _Toc495756612][bookmark: _Toc505787563]1.3 General Objective
The drive of this study was to establish the effect of motivational strategies on employee satisfaction in public universities in Uganda with specific reference to Muni University.
[bookmark: _Toc495756613][bookmark: _Toc505787564]1.4 Specific Objectives
The research specifically aimed at achieving the following specifics: 
i To determine the effect of training on employee job satisfaction at Muni University.
ii To establish the influence of leadership on employee job satisfaction at Muni University.
iii To examine the effect of competitive rewarding on employee job satisfaction at Muni University.
[bookmark: _Toc495756614][bookmark: _Toc505787565]1.5 Research Questions
Below are the research questions that underpinned the study;
i How does training affect employee job satisfaction in Muni University?
ii What is the influence of leadership on employee job satisfaction in Muni University?
iii What is the effect of competitive rewarding on employee job satisfaction at Muni University?
[bookmark: _Toc495756615][bookmark: _Toc505787566]1.6 Research Hypotheses
i. Staff training has a significant effect on employee job satisfaction at Muni University
ii. Leadership has a strong influence on employee job satisfaction at Muni University. 
iii. Competitive rewarding has a positive significant effect on employee job satisfaction at Muni University.







[bookmark: _Toc505787567]1.7 Conceptual framework 

[bookmark: _Toc499544443]Figure 1: Conceptual framework
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Source: Adopted from the Theory of Expectancy developed by Vroom's (1964) and modified by the researcher.

Figure 1 above presents a hypothetical effect of Motivational strategies on employee job satisfaction at Muni University. It was conceptualized that, staff training programs affect job satisfaction, but if the training programmes are not done well and transparently, staff will be dissatisfied. It was also conceptualized that leadership skills and styles and practices can affect staff job satisfaction, however, if the leadership styles were not pleasing to the staff, they were demotivated and become unsatisfied with their jobs. Furthermore, Competitive rewarding in terms of both intrinsic and extrinsic rewards affected staff morale, hence their job satisfaction. The above view is supported by theory of Expectancy developed by Vroom's (1964). The theory holds that a workforce may choose to entice a conduct because it’s motivated to handpick a precise behaviour over others as a result of what they anticipate the result of that selected behaviour to be.
[bookmark: _Toc505787568]1.8 	Significance of the Study
Findings may advantage other entities of higher learning whose curiosity lies on enhanced worker job satisfaction. This is by pointing out areas of hitches in the adoption of motivational strategies towards employee job satisfaction. 
The study may offer a stage for additional exploration in the area of employee motivation and in particular those that would donate towards improved employee satisfaction. 
In the academic field, future researchers could use the study as a reference point if one is researching on employee motivation and related topics. The results of the study may assist the instructors in human resource in determining the best strategies in employee motivation to enhance employee job satisfaction. 
The study findings may further contribute to the prevailing stock of knowledge in the zone of staff motivation in general and motivation practices in particular. Scholars may use findings for further research, while consultants may apply remedies in preparation and fulfilling forthcoming variations.
[bookmark: _Toc495756616][bookmark: _Toc505787569]1.9	Justification of the Study 
The investigator found it necessary to execute this study because Muni University being a new University, not many studies had been conducted in the field especially examining the effects of motivational strategies and employee job satisfaction. It was also necessary to conduct this study because the Government of Uganda of recent enhanced salaries for the staff of Public Universities yet some staff still remained unsatisfied, evidenced with low productivity, late coming, absenteeism and labour turnover, thus affecting the performance of the institution. So the justification for this study was to provide some leeway to address performance discrepancies.  
[bookmark: _Toc495756617][bookmark: _Toc505787570]1.10 Scope of the Study
[bookmark: _Toc505787571]1.10.1 Territorial Scope
The investigation was conducted in Muni University which is located in Arua District. Arua district is one of the districts in northern Uganda bordered to the West by the Democratic Republic of Congo, North by Maracha District, to the East by Amuru District and to the South by Nebbi and Zombo Districts.  
[bookmark: _Toc505787572]1.10.2 Content Scope 
The study focused on motivational strategies and employee job satisfaction. Motivational strategies were measured by staff training, leadership and competitive rewarding while employee loyalty, productivity, retention level and collaboration among the staff were used to measure job satisfaction in Muni University.
[bookmark: _Toc505787573]1.10.3 Time Scope
[bookmark: _Toc495756618]The study covered the period from 2013-2017 because this was the period when Muni became operational and cases of employee job dissatisfaction were registered.
[bookmark: _Toc495756619][bookmark: _Toc505787574]1.11	Operational Definition of key concept
Motivation: 	Defined as those forces that boost, coordinate and sustain a person’s exertions. There are no doubt that workers will perform better, they will be able to execute the tasks, however, they must be willing and this is where the question of motivation enters the portrait.
 Motivational Strategies:
Refers to those approaches and tactics that make employees happy and want to stay with the organization.
Job Satisfaction: 
This is the manner in which employees feel about their duties and its components. It has to do with the extent to which people like or dislike their job. 
Competitive Rewarding:
 Refers to the comparison between the organization's pay and that of its strategic competitor.
Leadership:  This refers to the progression of workers to influence and project co-workers toward realising mutual interests. It involves influencing the involvement of colleagues and providing direction in a specified course to be steered. 
[bookmark: _Toc505787575]CHAPTER TWO 
[bookmark: _Toc505787576]LITERATURE REVIEW
[bookmark: _Toc505787577]2.1 Introduction
Reviewing of past studies involves sourcing, exercising and analysing scholarly works related to a theme of the study. This chapter therefore lays the major theory that guided the study and 
[bookmark: _Toc505787578]2.2 Theoretical Review
The major theories that guided study were Expectancy Theory by Vroom (1964).  Two Factor Theory by Fredrick Herzberg (1968), and Equity Theory by John Stacy Adams (1965), to help to explain the effects of motivational strategies on employee job satisfaction.
[bookmark: _Toc505787579]2.2.1 Expectancy Theory 
This study was based on Expectancy Theory developed by Vroom’s (1964).  The theory holds with strength that workers may opt to have or conduct themselves in a convinced way because they are motivated to select a specific behaviour over other behaviours due to what they predict the outcome of that particular behaviour will be.  In essence, the motivation of the behaviour selection is dogged by the desirability of the outcome.  However, at the core of the theory is the cognitive process of how an individual processes the different motivational element.  The theory examines the needs for establishments to relate rewards directly to performance and to safeguard that recognitions delivered are those rewards deserved and required by the receivers.  He therefore stated that, specific reward systems that satisfy employee interest should be put in place, their level of performance should be measured when rewarding employee, the interests of employees should be considered when designing motivational strategies.  However Lawler and Porter (1967) & 1968, criticised the Expectancy Theory for failing to depict the various stages of exertions acted out by the staff.  There is also the assumption that a reward will entice an employee to expand greater efforts in order to gain the reward, but abandoned the fact that the reward in demand could have an adverse effect for the individual (Stacy M Mutuku, 2014).  The major problem with this theory is that, the manager is required to predict the motivational power (the worth) of a reward for an employee, the staff may not perform if what they wanted is not provided.  It looks therefore like the person is bribed to perform.  However, this theory still provides an important insight in explaining the study constructs of reward competitiveness and staff training and leadership behaviour, although it does not provide an explanations of other factors that motivates employees, hence other motivational theories as discussed below. 
[bookmark: _Toc505787580]2.2.2 The two factor theory of Fredrick Herzberg 
Fredrick Herzeberg (1968) Two Factor Theory.  In his classical work of motivation philosophy (Two factor model), Herzberg identified definite aspects in the office that provide a foundation for job satisfaction (Motivators) while a distinct set of factors cause displeasure (Hygiene factors).  He argued that the Motivator factors are intrinsic conditions of the job itself.  Example of these factors include recognition, achievement, or personal growth, involvement in decision making while example of demotivators included status,     job safety, remuneration, fringe benefit, working conditions, good pay, paid insurance, vacation and these are extrinsic to the work itself.  Frederick Herzberg (1968) further argued that, hygiene factors are what causes dissatisfaction among employees at work and must be eliminated through payment of better salaries and wages, ensuring workers’ occupation security, carrier growth and to generate a progressive ethos in the workplace and improve on motivating factors.  The theory maintains that, to motivate workers, executives’ necessity focus on the dynamics of the intrinsic nature and content of occupations themselves by enriching them to increase independence (Marchinton and Wilkinson, 2005). The major problem of the theory is that it assumes that there is a connection between satisfaction and efficiency.  Individual dissimilarities like oldness, sex, social status, learning or occupational levels also influences to what extend these influences have a bearing.  These individual variances are not reflected in the model.  However the theory still provides an important insight in explaining the study constructs of competitive rewarding and leadership.  The Two Factor model is related and relevant to this investigation as it recognises that staff have desires that function in them which must be undertaken.
[bookmark: _Toc505787581]2.2.3 Equity Theory 
Fairness is demarcated as a type of righteousness based on merit or aids.  Equity is presumed to be a perceptive course of appraisal whereby staff seeks equilibrium between efforts in the work station and expected rewards (Dagnan, Disley and Hatton, 2009).  The equity model proposes that job satisfaction is not only reliant on the level to which a party trusts rewards against that of others in a homogeneous situation.  Assessment features more strongly in the equity theory than in earlier motivation theories.  John Stacy Adams, (1965) suggests that the advanced an individual’s insight of parity, the more motivated they will be and vice versa:  if someone believes a biased environment, they will be frustrated.  In order to evaluate justice, employees compare the job input in terms of contribution to its consequence and its pay returns (Guerrero et al., 2007).
[bookmark: _Toc505787582]2.3 Related literature review	
[bookmark: _Toc505787583]2.3.1 Training and Employee Job Satisfaction

Most entities have experienced paramount relevance for investing in employees through capacity building and hence have training policies in place to enhance staff capacities so that they can obtain a superior return in human principal investment through accelerated job obligations, satisfaction and high employee retention.  Training relates to a deliberate program intended at revitalizing staff performance through helping them realize their mandatory level of appreciation or ability through the importation of data (Forgacs, 2009).

Armstrong (2000) reviews training as a planned systematic practise for improving employee abilities so that they can realize the targets of the organization.  The old-style approach to training was very costly and unworthy.  The scenario is however changing.  The modern tactic to training is that world all over, institutions have appreciated the relevance of capacity building.  Training is today regarded as a persistent and maintenance instrument than a cost (Torrington e al., 2004). Recent trends also show that employees now have a desire to obtain fresh abilities chiefly in technical abilities because acquisition of skills provides job security as compared to seniority (Chaminade, 2007).  It is therefore perceived that, as a consequence works nowadays expect organisations to value and equip them with training prospects.  

In summary, although the above empirical evidence shows that, staff training and growth has a great impact of employee job commitment and satisfaction.  Muni University being a new University and already showing signs of unsatisfied staff, it’s important to understand the effectiveness of this variable, hence a gap the researcher wants to address.
[bookmark: _Toc505787584]2.3.2 Leadership and Employee Job Satisfaction
Leadership can be defined as a practise by which a worker influences co-workers to undertaking mutual aims (Flynn, 2009).  It contains manipulating the involvement of associates and providing direction in a quantified course to be steered.  According to Naidu and Van Der Walt (2005), an effective leadership flair effects change and generates the impetus for change.  The role played by a leader could be viewed as an influential change-agent.  Banerji and Krishnan (2000) view leadership as a process whereby leaders develop a shared vision and set the tone to influence the behaviours of all the institutions towards achieving mutual values.  The collective vision generates arrangement by developing a common psychological model for employees to trail.
Jones and Rudd (2007) define leadership as a connection between leaders and factions within a common setting.  It entails delivering a dream, generating influence and using it for personnel to comprehend the idea.  Leadership is also viewed as a process of introducing, fulfilling and assessing traits of institutional modification.  Literature proposes that leadership styles are contingent and have boosted individual and administrative victory in many conducts.  Leaders actively create the tempo and provide procedures for employees to follow (Naidu and Van Der Walt, 2000).  Researches explain headship as a practise which people use to bring about the best from themselves and teams.  It entails permitting others to make choices, thereby translating the vision into reality through actual execution of the strategy.  It is also regarded as a process of influencing staff to do more than is generally projected of them.
Jones and Rudd (2007) explain that active leadership demands parties to reason creatively and upholding the innovation of new interventions to pitfalls.  With the view that guidance is about coping with change, this study recognises leadership as the ability to influence employees to participate in transformations by bring into line personal targets with that of the leader, and ultimately, the organisation.  Change is viewed as the ability to do things differently than in the past. It can also be viewed as the creation of new entity, not improving on something that already occurs.  Therefore, revolution interventions will be defined as interventions that bring about change to do things differently, which is supported by Naidu and Van Der Walt (2005).  
Works on leadership recognises transformational, transactional and laissez-faire leadership as the three common headship flairs in the present, with transformational leadership and transformational leadership being the most principal (Mester, Visser, and Roodt, 2003).
A study by Mutuku (2014) that explored the bearing of leadership on employee job satisfaction through a case study of different institutions claimed Leadership as central in improving employee job satisfaction.  Implementation of good leadership practices by administration improves staff job satisfaction and inspires employees to do their best.
The behaviour of a leader greatly affects the performance of employees, some get satisfied while others become irritated with the way leaders behave hence gets dissatisfied.  The diverse tactics that exceptional leaders’ use that effects employees’ and organisational performance as inferred from Kouzes and Posner (1988), include: challenging the process; and being dedicated to search out inspiring chances to diversify, cultivate creative and recover.  Leaders are willing to take risks, experiment and learn from mistakes.  Motivating a shared vision, soliciting followers in a shared vision for uplifting and ennobling future by appealing to their values, interests, hopes and dreams.  Enabling others to act: fostering alliance by promoting supportive goals and building mutual trust through authorizing groups by providing choices, developing capability, delegating critical tasks and giving observable funding.
To this effect, it can be argued that employees truly study their leaders and behave accordingly given that a dictatorial leader does not only de-motivate staff but makes them a sense of dissatisfaction with the whole system.
[bookmark: _Toc505787585]2.3.3	Competitive Rewarding and Employee Job Satisfaction

According to Luthans et al (2005), traditionally rewards were acknowledged as an exchange of facilities between staff with their boss.  Traditionally, employees’ job description and job specification determined rewards to maintain even-handedness among staff within an institution and competitive in the market place.  Rewards are grouped into intrinsic rewards (moods of passion, vigour, eagerness and self-sufficiency) and extrinsic rewards (remuneration, co-labours connection, safety).
In the present day, a number of executives try to comprehend the difficulties of motivating employees in order to strengthen job satisfaction.  For this motive, creeping attention is given to monetary and non-fiscal rewards for workers (George Kopoulus, Stripoulis, & Dimitris. 2019).  Progressively institutions are realising that in order to shape on staff’s job satisfaction, there should be a balanced psychological contract through rewards.  This deduces the fact that workers are hardly delighted at the job except they are driven by effective reward systems (Pratheepkanth, 2011).

The term job satisfaction is now a vital undertaking, thus, executives opt for actions that are probable and enable staff to be more satisfied and hence increased productivity.  In Clifford’s study, (Rehman, Khan, Zauddin and Lashari, 2019), states that there is a strong connection between rewards and job satisfaction.  Their study shows how reward strategies are strong determinant of job satisfaction.  Crudely defined job satisfaction to refer to “the degree to which people like jobs” (Spector, 1997) Other intellectuals use the philosophy to depict a mixture of employee feelings towards the different facts of job satisfaction such as the nature of the work itself, level of pay, promotion chances and satisfaction with co-workers (Scherhorn, Hunt & Osborn 2005: 158).
Turunawe’s (2009) study discovered a strong relations between reward systems and job satisfaction, indicating that, a change in rewards given to employees have significant effects on their level of job satisfaction.  If the employees were given necessary incentives such as bursaries, allowances, pay, the level of their job satisfaction increases. This means that when the rewards are poor, then the level of job satisfaction will also be low.
Therefore rewards competitiveness is key determinant of job satisfaction.  For an employee to be satisfied, some elements of good rewarding is necessary.   They also must weigh their benefits like remuneration, and inducements, comparing favourably with the standards presented in the market especially in assessment to people doing the same work in similar situations (Parker & Wright, 2001).



[bookmark: _Toc505787586]2.4 Summary of literature review

The above literature shows that, employees who are motivated and satisfied with their jobs are the cornerstones of any organisation and help the organisation to survive.  Motivation can be both intrinsic and extrinsic. Key issues at work are that many staff perceive to be motivated in leadership activities that empower them, instil openness, effective communication and feedback, as well as treating employees with respect and involving them in taking choices about their work and tasks.  The behaviour of a leader greatly affects the performance of employees, some get satisfied while others become irritated with the way leaders behave hence gets dissatisfied.  Staff have to put confidence in their remunerations and be commensurate to the work they do.  They also must feel that their recompense including salary, incentives and other benefits compares satisfactorily with realities from the market especially in comparison to people doing the identical jobs in similar conditions.
Many of the authors above seemed to indicate that training has effects on employee job satisfaction, leadership has influence on employee job satisfaction and reward system have effects on employee job satisfaction.  A researcher was made to wonder if Muni University has the same views.  Using a cross sectional survey design, the researcher studied the effects of motivational strategies on work force job satisfaction in Public Universities in Uganda; a case of Muni University.


[bookmark: _Toc505787587][bookmark: _Toc495756629]CHAPTER THREE
[bookmark: _Toc505787588]METHODOLOGY
[bookmark: _Toc436405163][bookmark: _Toc495756630][bookmark: _Toc505787589]3.1.	Introduction
This section presents the details of the research methodology that was used to carry out the study. It covers the research design, study population, sample size, sampling procedure and techniques, methods of data gathering, tools of gathering data, data quality control and assurance. It also presents the data gathering procedures, data analysis and presentation plus ethical concerns.
[bookmark: _Toc495756631][bookmark: _Toc505787590]3.2 Research Design
The study embraced a cross-sectional survey design which adopted mixed research methods. Burns and Grove (2003) describe a research designs as “a blue print for conducting a study with maximum control over factors that may interfere with the validity of the findings”. The cross sectional design was used to enable a one-time investigation of the phenomena. The design employed qualitative and numerical methodologies so that the strength of one approach could complement the weaknesses of the other approach (Amin, 2005; Esteves, 2010).  
[bookmark: _Toc495756632][bookmark: _Toc505787591]3.3 Study Population
According Nueman (2001), study population is the specific pool of elements that were surrounding the study. The study population was 81. The population categories from which the sample was determined included Top Management, Middle Management, and Heads of Departments, Academic staff, and Administrative and Support staff.
[bookmark: _Toc495756633][bookmark: _Toc505787592]3.4 Sample size and selection 
The study sample size was 68 which sample according to Sakaran (2003) is the subset or sub group of the population. The sample scope was established using arithmetical tables by Krejcie and Morgan (1970) cited in Amin (2005) which is revealed in the table below:
[bookmark: _Toc499541969]	Table 1: Sample size and sampling techniques 
	Category
	Target population
	Sample size
	Sampling techniques

	Middle Management 
	05
	05
	Purposive

	Top Management 
	07
	07
	Purposive

	Heads of Departments 
	15
	12
	Purposive 

	Administrative staff 
	25
	20
	Stratified and Simple random 

	Academic staff 
	20
	15 
	Simple random

	Support staff
	09
	09
	Simple random

	Total 
	81
	68
	



Source: Muni University Human Resource Department (2017)
[bookmark: _Toc495756634][bookmark: _Toc505787593]3.5 Sampling Techniques and Procedure
[bookmark: _GoBack]The investigator used both probability and non-chance sampling methods to select the sample size. Specifically the techniques that were used included stratified sampling technique which according to Sekaran (2003) requires apportioning the total elements into same subcategories and then taking simple random samples in each sub cluster. This technique was employed because it helps to denote the overall population and key subgroups of the population such as the academic and administrative staff (Mugenda and Mugenda, 2003).
The study also employed purposive sampling technique which refers to those samples which are biased on the choice of the researcher Kothari (1999). The study adopted this technique because respondents were expected to have varying levels of relevant information that would help inform the study (Mugenda and Mugenda, 2003).  The study used this technique to select a sample of the Top management, middle managers and Heads of department of Muni University.  
[bookmark: _Toc495756635][bookmark: _Toc505787594]3.6. Data Collection Methods
The study deployed both qualitative and quantitative techniques of collecting data to achieve the objectives of the study. These included:
[bookmark: _Toc495756636][bookmark: _Toc505787595]3.6.1 Questionnaire
Questionnaire survey method of data collection was used in this study to collect quantitative data. This method involves developing a pre-framed written set of enquiries to which respondents record their responses, Sekaran (2003). This method was used because the larger composition of the respondents knew how to read and write. Besides a no bias nature from the researcher is avoided and finally it can cover a wide area of the sample selected quickly. Questionnaires were administered by the researcher to respondents such as Top Management, middle managers, Heads of Departments, Academic staff, Administrative staff and Support staff. 
[bookmark: _Toc495756637][bookmark: _Toc505787596]3.6.2	Interviews
The researcher also used interviews which involve face to face interaction with respondents to generate a qualitative data to supplement information generated through questionnaires. The researcher had face to face interactions with the top management, middle managers, Heads of department, administrative staff and academic staff. The researcher used this method in order to get deep enrichment of the issues from the respondent through probing and clarifications (Neuman, 2006). Besides it also gave detailed information about particular issues of interest to the researcher.	
[bookmark: _Toc495756638][bookmark: _Toc505787597]3.7	Data Collection Instruments
[bookmark: _Toc495756639][bookmark: _Toc505787598]3.7.1	Questionnaires
The study employed Close ended questionnaires to generate information.  The researcher selected this instrument because, it upholds confidentiality, and saves time and above all information can be collected from a large sample. The questionnaires were administered to at least all categories of staff ranging from Support Staff to Top Management.   
The researcher developed the questionnaire on a Likert scale with a five response continuum of “Strongly Agree (5), Agree (4), Undecided (3), Disagree (2) and Strongly Disagree (1)”. The respondent then selected the responses that best described his/her reaction to the statement. The response categories were weighed from scale 1 to 5. According to Amin (2005), Likert scale is very flexible and can be constructed easily than other attitude scales.
[bookmark: _Toc495756640][bookmark: _Toc505787599]3.7.2	Interviews guide
The researcher used an interview guide since it is flexible for measuring certain characteristics which are not possible measured by developing scales Kothari (1999). This instrument was applied for some top management members, middle managers, Heads of department, academic staff and administrative because it could allow in-depth probing and such officers could easily give their time to be interviewed than filling lengthy questionnaires.
[bookmark: _Toc505787600][bookmark: _Toc495756641]3.8	Data Quality Control (Validity and Reliability) 
[bookmark: _Toc495756642][bookmark: _Toc505787601]3.8.1	Validity
Validity of the research tools explains a measure of how well a test outputs what is meant to be measured (Kompo &Tromp, 2006). Validity is stated as correctness and significance of extrapolations which are based on the research results (Mugenda and Mugenda, 2003). To ensure validity, the tools were given to experts to appraise the significance of each item in the tools to the phenomenon and rate each item to the scale of relevant and not relevant. It was ensured using content validity index which represents all questions rated relevant by the three experts divided by the total number of questions. This can be symbolized as C.V.I= n/N.
Test results for questionnaire 
Expert A 	34÷35× 100 = 97.1%
Expert B	35÷35×100 = 100%
Expert C	35÷35×100 = 100%
CVI = 100+100+ 97.1÷3 = 99%
Test results for interviews 
Expert A 	22÷22×100= 100%
Expert B	21÷22×100 = 95.5%
Expert C 	21÷22×100 = 95.5%
CVI = 100+96+96÷3 = 97.3%

[bookmark: _Toc495756643][bookmark: _Toc505787602]3.8.2	Reliability
Amin, (2005) emphasised reliability to mean the extent to which a tool steadily measure what it is measuring. In addition, Mugenda and Mugenda (2003), denoted reliability as a measure of the degree to which a research tools yields dependable results or data after several trials. To mainstream it, the tools were pre-tested once on 10 people of the study population which was not included in the study sample. This was to determine the internal consistence of the instrument. The score obtained from the pre-test were then correlated using Cronbach’s alpha coefficient analysis since multiple response items were involved.




[bookmark: _Toc505787603]3.2 Reliability Statistics 
	Item
	Alpha

	Training
	.872

	Leadership 
	.648

	Competitive rewarding
	.538

	Job satisfaction
	.842

	AVERAGE 
	.725



Source: Primary Data
Table 3.2 above shows the Cronbachs alpha analysis for each of the variables of the study namely training, leadership, and competitive rewarding and job satisfaction. 
[bookmark: _Toc495756644][bookmark: _Toc505787604]3.9	Data Collection procedure
After successfully defending the research proposal, the researcher was granted with a letter of introduction to proceed with the study. The researcher then proceeded to collect data. Primary and secondary data was collected from 68 respondents from target population of 81 people during the period of November 2017 using questionnaires and interviews. The data was collected by the researcher and two other research assistants. The need for research assistants was to meet the large number of respondents. The data collected was analysed through qualitative and quantitative techniques and presented in form of tables and figures.  
[bookmark: _Toc495756645][bookmark: _Toc505787605]3.10	Data Analysis
The researcher analysed the data using analytical and arithmetical data analysis methods.
[bookmark: _Toc495756646][bookmark: _Toc505787606]3.10.1	Qualitative data analysis
In qualitative data analysis, the data collected through interviews was categorized under the main themes. These were then coded, interpreted and analysed according to the respective themes. The researcher developed three major themes: training and development, leadership and competitive rewarding on employee job satisfaction.  Thus, all responses that fell inside a particular notion or theme were brought together and a descriptive term or a symbol was given as a code to represent the classification of responses.
[bookmark: _Toc495756647][bookmark: _Toc505787607]3.10.2	Quantitative data analysis
[bookmark: _Toc338251485]Numerical data analysis entails measuring arithmetical values from which portrayals such as mean and standard deviations are made (Kombo & Tromp, 2006). The study used both descriptive and inferential statistic to analyse the data from the questionnaires. The data from the questionnaires was sorted, coded, categorized run into the computer and examined using the Mathematical Packages for Social Scientists (SPSS) program. The analysis was done using frequencies and percentages. The results have however been presented using percentages in the table presented in chapter four.  In correlative indices, Pearson’s Correlation Measurement, the examination was deployed to establish the correlation between motivational strategies and employee job satisfaction. Further analyses were done through regression analysis to determine the magnitude of the relationship between motivational strategies and employee job satisfaction. 
[bookmark: _Toc495756648][bookmark: _Toc505787608]3.11 Ethical considerations
After obtaining an introductory letter from Uganda management Institute, the researcher took the initiative to seek permission to undertake the study in the university. It was explained to the respondents that the research was purely academic, data was treated with utmost confidentiality and that the respondent’s identity was not needed. The researcher made it clear that although their responses were paramount for the study, their participation was voluntary. The researcher also allowed the respondents to make their responses without fear of favour since the researcher was a staff of the University. 
[bookmark: _Toc495756649][bookmark: _Toc505787609]3.12	Limitations
Some of the stakeholders were not willing to expose the organization data for research for various reasons; continuous explanation was given to them to acknowledge that, the research was for academic purposes only. Getting respondents was not easy given that staff had different time tables especially the academic staff but the researcher employed at least two research assistants to collect data. Respondents could not respond to the questionnaire in a timely manner given their busy work schedules; the services of Research Assistants was used to follow-up with the respondents. Some respondents were not willing to give negative information about the institution, given their ethical codes of conduct signed but they were guaranteed about the privacy of the options they provided. Another limitation to the study was the limited timeframe. If the study had enough time, like two years, there would have been ample time to study the effects of motivational strategies on employee job satisfaction. 

[bookmark: _Toc505787610]CHAPTER FOUR
[bookmark: _Toc505787611]PRESENTATION OF FINDINGS, ANALYSIS AND INTERPRETATIONS
[bookmark: _Toc505787612]4.0 Introduction
The study examined the effect of motivational strategies on employee job satisfaction in Muni University. In this chapter the researcher presents the response rate, the findings, analyses and interpretation of findings.
[bookmark: _Toc505787613]4.1 Response Rate
The researcher targeted to obtain information form 81 respondents and obtained the following:
[bookmark: _Toc499541970]Table 2: Response rate
	Category
	Target
	Actual
	Response Rate

	Top Management
	07
	07
	71.4%

	Heads of Department
	15
	12
	85%

	Middle Managers
	05
	05
	60%

	Academic Staff
	20
	15
	87%

	Administrative Staff
	25
	20
	100%

	Support Staff
	09
	09
	83.3%

	Total
	81
	68
	81.1%



Source: Primary data
From the table above (4.1), a total response rate of 81.1% was obtained for the study. This response rate is adequate for the study and this is in line with Amin (2005) who observed that a response rate of 70% was relevant for such a study.
[bookmark: _Toc505787614]4.2 Demographic characteristics of the respondents
In order to justify that data was obtained from an authentic population, information was sought on the demographic characteristics of the respondents as follows (presented in percentages and frequencies).
[bookmark: _Toc505787615]4.2.1 Respondents according to sex

[bookmark: _Toc499541971]Table 3: Showing Respondents according to sex	
	
	Frequency
	Percent

	Valid
	Male
	45
	66.2

	
	Female
	23
	33.8

	
	Total
	68
	100


Source: Primary data (2017)
The table3 above reveals that there were more (66.2%) male respondents than the females which is 33.8% suggesting that the Muni University has more male staff compared with the Female



[bookmark: _Toc505787616]4.2.2 Respondents according to age
[bookmark: _Toc499541972]Table 4: Showing age Respondents 
	
	Frequency
	Percent

	Valid
	Below 20
	1
	1.5

	
	20-29
	5
	7.4

	
	30-39
	31
	45.6

	
	40-49
	25
	36.8

	
	50 and above
	6
	8.8

	
	Total
	68
	100



Source: Primary data (2017)
The table 4 above shows that the percentage of the participants in the age bracket of 30-39 years was 45.6%, 40-49 (36.8%), 50 and above was 8.8%, 20-29 (7.4%) and below 20 was 1.5%. The above statistics depicts that most of the work force of Muni University is dominated by the middle aged and the youth.





[bookmark: _Toc505787617]4.2.3 Level of education of the respondents 

[bookmark: _Toc499541973]Table 5: Showing the respondents on the education Levels
	
	Frequency
	Percent

	Valid
	Diploma
	7
	10.3

	
	Bachelor’s degree
	18
	26.5

	
	Post graduate diploma
	14
	20.6

	
	Master’s degree
	21
	30.9

	
	PhD
	8
	11.8

	
	Total
	68
	100



Source: Primary data (2017)
Table 5 above, presents the percentage of respondents with PhD was 11.8%, masters were 30.9%. Post graduate diploma was 20.6% then Bachelor’s degree were 26.5% and diploma were 10.3%. The implication of the above is that the level of education of most employees of Muni University is above Bachelor’s degree.





[bookmark: _Toc505787618]4.2.4 Experience /year of service of the respondents

[bookmark: _Toc499541974]Table 6: Experience /year of service of the respondents
	
	Frequency
	Percentage
	Valid Percentage
	Cumulative Percentage

	Valid
	Less than one year
	5
	7.4
	7.4
	7.4

	
	1-4
	56
	82.4
	82.4
	89.7

	
	5-9
	7
	10.3
	10.3
	100.0

	
	Total
	68
	100.0
	100.0
	



Source: Primary data (2017)
The table 6 above depicts that a big number (82.4%) of the respondents had experience of 1-4 years, followed by 5-9 years (10.3%) and those with less than 1 year formed 7.4% depicting that most of the employees of Muni University have few years of experience with the University probably because the University started about five years ago.






[bookmark: _Toc505787619]4.2.5 Respondents according to category

[bookmark: _Toc499541975]Table 7: Respondents according to category
	
	Frequency
	Percent

	Valid
	Top Management
	7
	10.3

	
	Head of department
	15
	22.0

	
	Middle manager
	05
	7.4

	
	Academic staff
	20
	29.4

	
	Administrative staff
	25
	36.8

	
	Support Staff
	09
	13.2

	
	Total
	68
	100.0



Source: Primary data
The percentage of respondents according to category was as follows: top management was 7.4%, Heads of department formed 16.2%, middle managers were 8.8%, the academic staff formed 19.1% and administrative staff were 26.5% and support staff formed 22.1%. The implication of the above statistic is that most of the work force of Muni University is composed of administrative staff and support staff.
[bookmark: _Toc505787620]4.3 Presentation of findings according to objectives
The study aimed at establishing the influence of training, leadership and competitive rewarding on employee job satisfaction in Muni University. The findings of the study are therefore presented inform of percentages as follows: 
[bookmark: _Toc505787621]4.3.1 Training and employee Job satisfaction in Muni University
The first specific objective of the study was to examine the effect of training on employee job satisfaction in Muni University. The findings are presented below: 
[bookmark: _Toc499541976]Table 8: Summary of responses
	
ITEM
5 = Strongly Agree (SA); 4 = Agree (A);    3 = Un decided (N);  2 = Disagree (DA);     1 = Strongly Disagree (SDA)
	Response Category in Percentages 

	
	5(SA)
	4(A)
	3(N)
	2(D)
	1(SDA)

	1
	The University has Staff Training and Development Policy in force.                       
	20.6
	22.1
	32.4
	14.7
	10.3

	2
	The University has in place Staff Training Committee 
	20.6
	22.1
	32.4
	23.5
	1.5

	3
	 The Staff Training strategies are adequate to improve employee productivity. 
	13.2
	32.4
	20.6
	25.0
	8.8

	4
	The way training needs are identified in our organization satisfies me.
	13.2
	32.4
	14.7
	20.6
	19.1

	5
	 Training increases staff productivity. 
	51.5
	39.7
	5.9
	2.9
	-

	6
	Training can improve collaboration and communication among peers.  
	50.0
	33.8
	8.8
	4.4
	2.9

	7
	Training can help to determine the interests and needs of employees. 
	29.4
	25.0
	13.2
	19.1
	13.2

	8
	 There are Staff Training funds in place.
	22.1
	35.3
	39.7
	1.5
	1.5


Source: Primary data
The respondents were asked whether the University had staff training and development policy in force, where 42.7% were in agreement, 32.4% were unsure as 25% were in disagreement suggesting that Muni University has staff training and development policy in place but many employees are unaware about the policy issues. Interactions with some members of the top management confirmed the above that indeed staff training and development policies were in place but staff were entitled to training after probation.
When asked whether the University had in place staff training committee, 42.7% were in agreement, 32.4% were unsure and 25% were in disagreement. The implication of the above could be that Muni University has in place a staff training committee that is less functional. Interview with some leaders of staff unions confirmed the above but observed that their mandate was active only when issues of training arouse.
On the view whether the staff training strategies were adequate to improve employee productivity, 45.6% were in agreement and 33.8% were in disagreement as 20.6% were unsure suggesting that the staff training and development strategies in Muni University are inadequate to improve employee productivity. Interactions with some members of the staff confirmed the above that since the University was still new, some strategies were still being laid down.
The respondents were also asked whether the way training needs were identified in their organization satisfied them, where 45.6% were in agreement, 39.7% were in disagreement as 14.7% were unsure depicting that the way training needs are identified in Muni University does not satisfy all the employees. “It appears the top management is not interested about staff getting trained as few members get such opportunities”, was a remark by an administrative staff member.
On the question whether training could increase staff productivity, majority (91.2%) of the respondents were in agreement as opposed to 5.9% who were unsure and 2.9% who disagreed respectively implying that the employees of Muni University feel that training and development can increase staff productivity if undertaken. “If we get trained, we do our work better”, remarked a staff member when interviewed. 
 On the view whether training could improve collaboration and communication among peers where majority (83.8%) of the respondents were in agreement compared with 8.8% who were unsure and 7.4% who were disagreement meaning that the employees of Muni University feel that training and development improves collaborations and communication among the staff. Interviews with some middle managers confirmed the view that training was an important aspect for staff cohesion.
Further, on the view whether training could help to determine the interest and needs of employees, most (54.4%) of the respondents were in agreement compared with 32.3% in disagreement and 13.2% who were undecided suggesting that to a great extend training can help to determine the interest and needs of the employees in Muni University.
About whether there were staff training and development funds in place, 57.4% of the respondents were in agreement as 39.7% were unsure and 3% were in disagreement suggesting that there are staff training and development funds in place in Muni University but many staff are unaware about it. Interactions with some employees of the University corroborated the view revealing that they were honestly unaware about staff training and development funds.
Test of hypothesis
The researcher set out a research hypothesis that staff training had a significant effect on employee job performance in Muni University. In order to establish the dimension of the relationship, a Pearson’s correlation coefficient analysis was run as follows due to its ability to explain cause-effect relationships.

[bookmark: _Toc499541977]Table 9: Correlation Matrix
	
	training 
	job satisfaction

	training 
	Pearson Correlation
	1
	.551**

	
	Sig. (2-tailed)
	
	.000

	
	N
	68
	68

	job satisfaction
	Pearson Correlation
	.551**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	68
	68

	**. Correlation is significant at the 0.01 level (2-tailed).



Source: Primary data
Coefficient .551** shows a significant positive effect. It means that the level of employee job satisfaction is explained by staff training. It implies that if the staff are provided training opportunities, they are likely to get job satisfaction and vice versa. The above therefore, made the researcher to uphold the research hypothesis as correct.
A regression examination was run in order to determine the strength of the association between training and employee job satisfaction as shown below:
[bookmark: _Toc499541978]Table 10: Model summaries
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.551a
	.303
	.293
	.691

		a. Predictors: (Constant), training and development



	


b. Dependent variable: Employee job satisfaction
Source:  Primary data
The coefficient of determination .293 implies that training explains 29.3 % of the variation in employee job satisfaction in Muni University. It means if staff training is improved, employee job satisfaction would also improve. Therefore the researcher accepts the research hypothesis.
4.3.2 Leadership and employee Job satisfaction in Muni University
The second specific objective of the phenomenon was to establish the relationship between leadership and employee job satisfaction in Muni University. The findings are presented below:





[bookmark: _Toc499541979]Table 11: Summary of responses
	
ITEM
	Response Category in Percentages 

	
	5(SA)
	4(A)
	3(N)
	2(D)
	1(SDA)

	1
	Leaders act on issues in consultation with all the staff. 
	4.4
	27.9
	14.7
	36.8
	16.2

	2
	Leaders involve the staff in the implementation of the activities. 
	11.8
	39.7
	13.2
	23.5
	11.8

	3
	 Leaders direct staff on what to do.
	11.8
	25.0
	23.5
	33.8
	5.9

	4
	Leaders incorporate ideas and suggestions advanced by staff. 
	4.4
	41.2
	22.1
	30.9
	1.5

	5
	Leaders provide reliable and efficient systems of communication. 
	4.4
	29.4
	30.9
	25.0
	10.3

	6
	 Leaders reward staff for outstanding performances.
	-
	8.8
	32.4
	39.7
	19.1

	7
	Leaders encourage staff meetings to give out instructions to staff for effective compliance. 
	17.6
	39.7
	14.7
	19.1
	8.8



Source: Primary data
On the view whether leaders acted on issues in consultation with all the staff, where 53% of the respondents were disagreement, 32.3% were in agreement as 14.7% were unsure meaning that the leaders of Muni University never act on all issues in consultation with all the staff. Interview with some top and middle managers however observed that they indeed consulted the staff but some management issues may not necessarily need consultation with all the staff.
The respondents were asked whether leaders involved the staff in implementations of activities where 51.5% were in agreement, 35.3% were in disagreement as 13.2% were unsure. It can be deduced from the above that the leaders of Muni University do not involve the staff in the implementation of all activities. Interactions during interviews with some managers revealed that sometimes it became hard to involve staff in activities due to delays in funding.
On the question whether leaders directed staff on what to do, 39.7% were in disagreement, 36.8% were in agreement as 23.5% were unsure suggesting that most employees of Muni University are not directed by their leaders on what to do. The above view was confirmed during interactions with some middle managers who observed that once staffs were set to do their activities they needed minimum supervision.
About whether leaders incorporated ideas and suggestion advanced by the staff, 45.6% of the respondents were in agreement, 32.4% were in disagreement and 22.1% were unsure. The above seems to suggest that the leaders of Muni University do not incorporate all the ideas and suggestions advanced by the staff. The above view was corroborated during interactions with some top managers who observed that the views of the staff were highly considered when taking decisions.
Asked whether the leaders provided reliable and efficient systems of communication to enable flow of information, 35.3% were in disagreement, 33.4% were of the view as 30.9% were unsure. The implication of the above is that most of the leaders in Muni University do not provide a reliable and efficient system of communication to enable flow of information. The view was confirmed during interactions with some employees who revealed that most times staff were given inadequate chance to voice their concerns.
When asked whether leaders rewarded staff for outstanding performance, 58.8% of the respondents were in disagreement, 32.4% were unsure as 8.8% agreed suggesting that employees of Muni University are not rewarded for outstanding performance. When quizzed about why there was no reward for outstanding performances, some members of the top management observed that due to inadequate funds it was sometimes hard to cater for all activities in the University.
When asked whether leaders encouraged staff meetings to give out instructions to staff for effective compliance, 57.3% of the respondents were in agreement as 27.9% were in disagreement and 14.7% were unsure. The implication of the above is that most leaders in Muni University encourage staff meetings to give out instructions to staff for effective compliance. “We have meetings to iron out issues at our various departments”, was a revelation by some staff members.
Test of hypothesis	
The second hypothesis of this inquiry was that there existed a positive association between leadership and employee job satisfaction in Muni University. To determine magnitude of the relationship, a Pearson’s correlation coefficient analysis was done as follows:



[bookmark: _Toc499541980]Table 12: Correlation Matrix
	
	Leadership
	job satisfaction

	Leadership
	Pearson Correlation
	1
	.356**

	
	Sig. (2-tailed)
	
	.003

	
	N
	68
	68

	job satisfaction
	Pearson Correlation
	.356**
	1

	
	Sig. (2-tailed)
	.003
	

	
	N
	68
	68

	**. Correlation is significant at the 0.01 level (2-tailed).


Source: Primary data
From the table, a coefficient of .356** implies a significant positive relationship. It means that that leadership has positive relationship with employee job satisfaction. Therefore, if the leadership styles exhibited is good, then employee job satisfaction will be enhanced and the reverse is true, hence the researcher upholds the research hypothesis.
A regression analysis was further done to show how much of the variance in employee job satisfaction was caused by leadership as follows:


[bookmark: _Toc499541981]Table 13: Model Summaries
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.356a
	.127
	.114
	.774

	a. Predictors: (Constant), Leadership
	


b. Dependent variable: Employee job satisfaction
Source: Primary data
The regression analysis thus shows that leadership determines employee job satisfaction by .114 and explains the variance by 11.4% which is positively significant. The researcher therefore upholds the research hypothesis. This is consistent with the qualitative data.
[bookmark: _Toc505787622]4.3.3 Competitive rewarding and employee Job satisfaction in Muni University
The third specific objective of the phenomenon was to determine the relationship between competitive rewarding and employee job satisfaction in Muni University. The findings are presented below:







[bookmark: _Toc499541982]Table 14: Summary of responses
	
ITEM
	Response Category in %ge

	
	SA(5)
	A(4)
	N(3)
	D(2)
	SD(1)

	1
	The University has a reward system in place.
	11.8
	13.2
	42.6
	22.1
	10.3

	2
	 The University’s reward systems are good and motivate staff.
	1.5
	20.6
	25.0
	36.8
	16.2

	3
	The rewards structures are comparative with other universities.
	2.9
	17.6
	51.5
	17.6
	10.3

	4
	The rewards I receive compel me to work very hard. 
	10.3
	13.2
	20.6
	36.8
	19.1

	5
	The rewards provided at the University can aid staff retention.
	10.3
	22.1
	25.0
	17.6
	20.5



Source: Primary data (2017)
The table 14 above designates that 42.6% of the respondents were unsure of the view that the university had a reward system in place as 32.4% were in disagreement and 25% were in agreement suggesting that Muni University has no clear reward system in place. The above view was however negated by some top managers who revealed that as an independent organization, they had a reward system in place.
On the view whether the University’s reward system were good and motivates staff, 52.9% of the respondents were in disagreement as 25% were unsure and 22.1% were in agreement. The implication of the above is that Muni University’s reward systems are not so good and motivating to the staff. “The rewards we obtain are inadequate both financially and non-financial”, revealed some members of the academic staff upon interactions with them.
As to whether the reward structures were comparative with other universities, 51.5% were unsure as 27.9% were in disagreement and 20.5% were in disagreement suggesting most employees of Muni University are unaware of whether their reward structures are comparative with other Universities. Interviews with some top managers however observed that the reward structures were relatively comparative with other Universities much as Muni University was yet a new University.
When asked whether the rewards they received compelled them to work very hard, 55.9% were in disagreement as 23.5% were in agreement and 20.6% were undecided implying that the rewards received by most employees of Muni University never compelled them to work very hard. “Why would one work very hard when the rewards are not so motivating?” was a remark by a staff member during an interview.
About whether the rewards provided at the University could aid staff retention, 42.6% of the respondents were in disagreement as 32.4% were in agreement and 25% were unsure depicting that the rewards provided at Muni University may not aid staff retention for all staff. Interactions with some top managers however revealed that since the labor force of an organization is rarely static, some employees may opt for better opportunities in the labor market.
Test of hypothesis
The third study hypothesis was that competitive rewarding had a significant employee job satisfaction in Muni University. To determine the degree of the relationship, a Pearson’s correlation coefficient analysis was run as follows:
[bookmark: _Toc499541983]Table 15: Correlation Matrix
	
	Competitive rewarding
	job satisfaction

	Competitive rewarding
	Pearson Correlation
	1
	-.071

	
	Sig. (2-tailed)
	
	.562

	
	N
	68
	68

	job satisfaction
	Pearson Correlation
	-.071
	1

	
	Sig. (2-tailed)
	.562
	

	
	N
	68
	68



Source: Primary data
A coefficient of -.071 was generated implying no relationship between competitive rewarding and employee job satisfaction. It means that competitive rewarding has no much effect on employee job satisfaction in Muni University. The researcher consequently, rejects the hypothesis that there is a positive connection between competitive rewarding and employee job satisfaction.
Further a regression analysis was run in command to predict the power of the relationship and show how much of the variance in employee job satisfaction would be caused competitive rewarding as shown in the table below:
[bookmark: _Toc499541984]Table 16: Showing the Model Summary
	

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.438a
	.192
	.167
	.750

	a. Predictors: (Constant), Competitive rewarding


Source: Primary data.
The coefficient of determination (adjust R) .167 implies that competitive rewarding explains the variance in employee job satisfaction by 16.7%. The above views are consistent with the research/ alternative hypothesis. Thus, the investigator rubbishes the null guess, and upholds the research hypothesis that there is positive relationship between competitive rewarding and employee job satisfaction. This means if there is competitive rewarding, employees will get better job satisfaction. 
[bookmark: _Toc505787623]4.4 Presentation of findings on Employee Job satisfaction in Muni University
The researcher sought the views of the respondents on employee job satisfaction at Muni University. The findings are presented below:


[bookmark: _Toc499541985] Table 17: Summary of responses
	
                               Questions
	Response Category in percentages 

	
	SA(5)
	A(4)
	N(3)
	D(2)
	SD(1)

	1
	I am impressed about my job.
	23.5
	44.1
	1.5
	20.6
	10.3

	2
	I feel good about working at the University.
	22.1
	35.3
	4.4
	25.0
	13.2

	3
	Our staffs are highly loyal to authority.
	13.2
	51.5
	29.4
	2.9
	2.9

	4
	I can still work with the University for the next five years. 
	20.6
	29.4
	47.1
	1.5
	1.5

	5
	I don’t have intention of leaving my job.
	30.6
	27.9
	47.1
	2.9
	1.5

	6
	I usually work beyond official hours of work without being told to do so.
	30.9
	36.8
	1.5
	20.6
	10.3



Source: Primary data
On the view whether they felt good about their jobs, 67.6% of the respondents were in agreement, as 30.9% were in disagreement and 1.5% was unsure. It can be deduced from the above that most employees of Muni University feel good about their jobs. “At the moment we feel good about our jobs because it is the only best opportunity for us” was a revelation of most staff interacted with.
As to whether they felt good about working at the University, 57.4% of the respondents were in agreement as 38.2% were in disagreement and 4.4% were unsure suggesting that though to lesser extent most employees of Muni University feel good about working at the University. 
On the view whether their staff were highly loyal to authority, 64.7% of the respondents were in agreement, 29.4% were unsure and 5.9% were in disagreement meaning that most staff in Muni University are highly loyal to authority. Interactions with most managers confirmed the above that most employee of their department were law abiding people.
The respondents were asked whether they could still stay with the University for the next five years, where 50% were in agreement, 47.1% were unsure and 3% were in disagreement implying that many employees of Muni University are not sure as to whether they can stay in the University for the next five years. Interactions with some of the staff members revealed that indeed one cannot be sure if one may stay for long because better opportunities could arise which automatically could take up.
When asked whether they didn’t have intention of leaving their jobs, 48.5% were in agreement, 47.1% were unsure and 4.4% were in disagreement suggesting that most staff of Muni University are not sure as to whether they will leave their jobs or not. 
On the view whether they usually worked beyond official hours of work without being told to do so, 67.7% were in agreement, 30.9% were in disagreement and 1.5% were unsure. The implication of the above is that employees of Muni University can work beyond official hours of work without being told to do so. The views of some top managers confirmed the above that indeed a good number of staff were able to work beyond the regular operational hours voluntarily.
[bookmark: _Toc505787624]CHAPTER FIVE
[bookmark: _Toc505787625]SUMMARY OF FINDINGS, DISCUSSIONS, CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc505787626]5.1 Introduction
The study examined the effect of motivational strategies on employee job satisfaction in Muni University. In this chapter the researcher presents the summary of findings, discussion, conclusion and recommendation.
[bookmark: _Toc505787627]5.2 Summary of Findings 
The subsection of the dissertation presents summary of major findings in with objectives that guided the study. 
[bookmark: _Toc505787628]5.2.1 Training and employee Job satisfaction in Muni University
The first specific objective of the phenomenon was to examine the effect of training on employee job satisfaction in Muni University. The major results were that: Muni University had staff training and development policy in place but many staff were not aware of it and the University had in place the staff training committee which was not fully functional. The staff training strategies were inadequate to improve employee productivity. The way training needs were identified in the University never satisfied all staff although staff training could increase staff productivity.  Training could improve collaboration and communication among the staff and helped to determine the interest and needs of employees. There were staff training funds in place though many staff were unaware about it.
[bookmark: _Toc505787629]5.2.2 Leadership and employee Job satisfaction in Muni University
The second specific objective of the phenomenon was to establish the relationship between leadership and employee job satisfaction in Muni University. Major findings were that: most leaders acted on issues not in consultation with all the staff and never involved all the staff in implementation of all activities. Most leaders never incorporate ideas and suggestion advanced by the staff and never provided very reliable and efficient system of communication to enable flow of information. The university never rewarded staff for outstanding performances.
[bookmark: _Toc505787630]5.2.3 Competitive rewarding and employee Job satisfaction in Muni University
The third specific objective under investigation was to determine the relationship between competitive rewarding and employee job satisfaction in Muni University. The major findings were that: most employees of Muni University were not aware of a reward system in place and the University’s reward system were never good and motivating to staff. Most staff were unaware of whether the reward structures were comparative to other Universities as the rewards they received never compelled most staff to work very hard as the rewards provided at the University never aided staff retention.
[bookmark: _Toc505787631]5.3 Discussions 
This section presents discussion of finding in line with the objectives that guided the study. 

[bookmark: _Toc505787632]5.3.1 Training and employee Job satisfaction in Muni University
The study found out that Muni University had staff training and development policy in place but many employees are unaware about the policy issues. Interactions with some members of the top management confirmed to the above that indeed staff training and development policies were there in place but staffs were entitled to training after probation. The finding confirms the view by Forgacs (2009) who observed that many institutions experience paramount importance to capitalize in personnel through training and hence have training policies in place to stimulate staff abilities so that they can attain a greater yield in human capital investment through increased occupation assurance, satisfaction and reduced worker turnovers.
On the view whether the staff training strategies were adequate to improve employee productivity, 45.6% were in agreement and 33.8% were in disagreement as 20.6% were unsure suggesting that the staff training strategies in Muni University are inadequate to improve employee productivity. Interactions with some members of the staff confirmed the above that since the University was still new, some strategies were still being laid. The finding contravenes the view by Forgacs (2009) who observed that training was as a deliberate action aimed at stimulating employee’ deliverables by aiding them appreciate a mandated standard of understanding or expertise through the impartation of information, hence all strategies were to be put in place to ensure training programmes succeeded. 
The respondents were also asked whether the way training needs were identified in their organization satisfied them, where 45.6% were in agreement, 39.7% were in disagreement as 14.7% were unsure depicting that the way training needs are identified in Muni University does not satisfy all the employees. “It appears the top management is not interested about staff getting trained as few members get such opportunities”, was a remark by an administrative staff member.
On the question whether staff training could increase staff productivity, majority (91.2%) of the respondents were in agreement as opposed to 5.9% who were unsure and 2.9% who disagreed respectively implying that the employees of Muni University feel that training can increase staff productivity if undertaken. “If we get trained, we do our work better”, remarked a staff member when interviewed. The above is in tandem with Armstrong (2000) who viewed training as a planned and systematic process to adjust workforce abilities to enable them increase productivity and realize the intentions of the organization though in the old-style tactic to training, most organizations not ever used to trust in capacity building.
 On the view whether training could improve collaboration and communication among peers where majority (83.8%) of the respondents were in agreement compared with 8.8% who were unsure and 7.4% who were disagreement meaning that the employees of Muni University feel that staff training improves collaborations and communication among the staff. Interviews with some middle managers confirmed the view that training was an important aspect for staff cohesion. The finding echoes the view that training is today observed as an obligation and preservation tool than a price (Torrington e al., 2004). Past drifts also display that workforce today have an aspiration to gain renewed skills mostly in human and practical skills since gaining of talents delivers occupation safety as related to superiority.
The study found out that there were staff training funds in place in Muni University but many staff were unaware about it. Interactions with some employees of the University corroborated the view revealing that they were honestly unaware about staff training funds. The finding contradicts the view by Chaminade (2007) who observed that employees nowadays look for institutions that proactively give them extra training and growth opportunities. This can be in the form of scholarships on the work training and ongoing prospects.
[bookmark: _Toc505787633]5.3.2 Leadership and employee Job satisfaction in Muni University
The study found out that the leaders of Muni University never acted on all issues in consultation with all the staff. Interview with some top and middle managers however observed that they indeed consulted the staff but some management issues could not necessarily need consultation with all the staff. The finding tends to contradict a study by Mutuku (2014) who explored the stimulus of leadership on staff job satisfaction through a case study of different institutions. That leadership was critical in enhancing employee job satisfaction. Embracing of good leadership practices such as consultation and employee involvement by management improved employee job satisfaction. Good leadership inspires employees to do their best. 
The study also established that the leaders of Muni University did not involve the staff in the implementation of all activities. Interactions during interviews with some managers revealed that sometimes it became hard to involve staff in activities due to delays in funding. The finding again tends to contradict a study by Mutuku (2014) who observed that adoption of good leadership practices such as consultation and employee involvement by management improved employee job satisfaction.
On the question whether leaders directed staff on what to do, 39.7% were in disagreement, 36.8% were in agreement as 23.5% were unsure suggesting that most employees of Muni University are not directed by their leaders on what to do. The above view was confirmed during interactions with some middle managers who observed that once staffs were set to do their activities they needed minimum supervision. The above is in tandem with the view that leadership was a route by which a personnel influenced operational counterparts concerning achieving mutual aims (Flynn, 2009). It involved influencing the involvement of colleagues and providing supervision in a specified course to be steered. 
About whether leaders incorporated ideas and suggestion advanced by the staff, the finding seems to suggest that the leaders of Muni University do not incorporate all the ideas and suggestions advanced by the staff. The above view was corroborated during interactions with some top managers who observed that the views of the staff were highly considered when taking decisions. The finding contravenes the study finding by Banerji and Krishnan (2000) who viewed leadership to be the progression where directors develop a mutual dream and set the attitude to entice the conduct of all in the institutions concerning realizing joint standards. The collective image creates configuration by increasing a common rational philosophy for staff to trail. 
The study also established that most of the leaders in Muni University did not provide a reliable and efficient system of communication to enable flow of information. The view was confirmed during interactions with some employees who revealed that most times staff were given inadequate chance to voice their concerns. The finding contradicts the view that leaders vigorously created the rhythm and provided procedures for workers to monitor (Naidu and Van Der Walt, 2000). It also denotes leadership as a development which extra ordinary people use as a channel to establish the best from themselves and others. It requires authorizing others to solve problems and communicate their views
When asked whether leaders rewarded staff for outstanding performance, 58.8% of the respondents were in disagreement, 32.4% were unsure as 8.8% agreed suggesting that employees of Muni University are not rewarded for outstanding performance. When quizzed about why there was no reward for outstanding performances, some members of the top management observed that due to inadequate funds it was sometimes hard to cater for all activities in the University. The above contradicts a view by Rafikul, Ahmad and Milne (2008) who observed that rewards accessible by employers significantly entice personal motivation concerning their labour and subsequently built job satisfaction. 
The study established that most leaders in Muni University encouraged staff meetings to give out instructions to staff for effective compliance. “We have meetings to iron out issues at our various departments”, was a revelation by some staff members. The finding agrees with the view by Jones and Rudd (2007) who explained that effective leadership requires one to chief others to reason creatively and endorsing the unearthing of new diverse resolutions to pitfalls. With the view that leadership is about surviving with transformation, this study identifies leadership as the capability to influence staff to absorb in conversion.
[bookmark: _Toc505787634]5.3.3 Competitive rewarding and employee Job satisfaction in Muni University
The study found out that Muni University had no clear reward systems in place. The above view was however negated by some top managers who revealed that as an independent organization, they had a reward system in place. The above finding tends to contradict a view by Rafikul, Ahmad and Milne (2008) who observed that rewards accessible by workers expressively improved their inspiration concerning their work and consequently built job satisfaction.
On the view whether the University’s reward system are good and motivates staff, 52.9% of the respondents were in disagreement as 25% were unsure and 22.1% were in agreement. The implication of the above is that Muni University’s reward systems are not so good and motivating to the staff. “The rewards we obtain are inadequate both financially and non-financial”, revealed some members of the academic staff upon interactions with them. The above is in contention with the finding by Luthans et al, (2005) observed that booties were taken as an interchange of amenities between staff and their bosses aimed at motivating employees towards better performance.
As to whether the reward structures were comparative with other universities, 51.5% were unsure as 27.9% were in disagreement and 20.5% were in disagreement suggesting most employees of Muni University are unaware of whether their reward structures are comparative with other Universities. Interviews with some top managers however observed that the reward structures were relatively comparative with other Universities much as Muni University was yet a new University.
When asked whether the rewards they received compelled them to work very hard, 55.9% were in disagreement as 23.5% were in agreement and 20.6% were undecided implying that the rewards received by most employees of Muni University never compelled them to work very hard. “Why would one work very hard when the rewards are not so motivating?” was a remark by a staff member during an interview. The finding contradicts the finding by Srivastava and Zaini et al (2009) who observed that public sector workforce depict greater desires for intrinsic and extrinsic rewards to enable them perform better. 
About whether the rewards provided at the University could aid staff retention, 42.6% of the respondents were in disagreement as 32.4% were in agreement and 25% were unsure depicting that the rewards provided at Muni University may not aid staff retention for all staff. Interactions with some top managers however revealed that since the labor force of an organization is rarely static, some employees may opt for better opportunities in the labor market. Inherent rewards exist in in intrinsic motivation and extrinsic rewards indicated extrinsic motivation which were good for making employees comfortable at work Abang et al. (2009).
[bookmark: _Toc505787635]5.4 Conclusions
The section presents the concluding remarks of the implication of the study to Muni University in a bid to establish the effects of motivational strategies on employee job satisfaction. 
[bookmark: _Toc505787636]5.4.1 Staff training and employee Job satisfaction in Muni University
Staff training has an effect on employee job satisfaction at Muni University since the respondents expressed discontent about training issues such as training policy, staff training committee, inadequate staff training strategies and staff training funds. However, if the above issues were addressed there would be increased staff productivity and collaboration and communication among the staff.
[bookmark: _Toc505787637]5.4.2 Leadership and employee Job satisfaction in Muni University
The way leadership conducts business has an effect on employee job satisfaction. This can be achieved through consultation of staff on issues, involving staff in activities, incorporation of ideas and suggestions advanced by the staff and rewarding staff for outstanding performances are key for Muni University to attain employee job satisfaction. 
[bookmark: _Toc505787638]5.4.3 Competitive rewarding and employee Job satisfaction in Muni University
Muni University has a less competitive reward system since most employees of Muni University were not aware of a reward system in place and the University’s reward system were never good and motivating to staff. Most the staff were unaware of whether the reward structures were comparative to other Universities as the rewards they received never compelled most staff to work very hard as the rewards provided at the University never aided staff retention. Therefore Muni University should design competitive reward systems that are commensurate to the work they do and should be known to the staff. 
[bookmark: _Toc505787639]5.5 Recommendations
Below are the recommendations that were made by the researcher based on the findings.
· The Muni University authority needs to make the staff aware of the staff training and development policy as most staffs were unaware about it.
· Since training can improve staff productivity, the management of Muni University needs to invest more in staff training programs so as to improve its organizational performance.
· The leaders in Muni University need to consult the staff on certain key issues and involve them in University activities so that they can own such activities.
· The University authorities need to improve on their motivational strategies through rewarding staff for outstanding performances so that the staff can be energized to work even better.
· There is need for staff awareness on the University reward system since many employees are unaware of the systems in place.
· There is need to improve the University’s reward system if the University is to put in place a highly motivated work force. 	
[bookmark: _Toc505787640]5.4 Suggestions for further research
· Reward systems and employee performance in Muni University
· Leadership styles and employee performance in Public Universities in Uganda
· Employee involvement and organizational performance in Muni University
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[bookmark: _Toc505787642]APPENDICES 
[bookmark: _Toc505787643]APPENDIX I: QUESTIONNAIRE FOR ACADEMIC AND ADMINISTRATIVE STAFF:
Dear Respondent,
I’m a participant of Uganda Management Institute pursuing a Master’s Degree of Public Administration.   As a partial requirement for the award of the said degree, this questionnaire has been designed for the purpose of collecting data on motivational strategies and employee job satisfaction in Muni University.
 You have been chosen as one of the respondents because of your unique expertise, knowledge, experience and your plight on how motivational strategies play crucial role on employee job satisfaction in Public Universities. I hope you will spare your valuable time to provide answers to the following questions by filling in or ticking the right alternatives as may be required.
Please take note that the research will be conducted and handled with strict confidentiality and you need not indicate your name.
Thank you,

Avayo Godfrey 


	SECTION A: DEMOGRAPHIC DATA 

	Please tick or fill in the appropriate answer.
	
	
	
	
	

	Sex 
	
	
	
	
	

	Male 
	 
	
	
	
	

	Female 
	 
	
	
	
	

	
	
	
	
	
	

	Age
	
	
	
	
	

	1. Below 20
	 
	
	
	
	

	2. 20  - 29 
	 
	
	
	
	

	4. 30- 49
	 
	
	
	
	

	5. 40+
	 
	
	
	
	

	
	
	
	
	
	

	Level of Education 
	
	
	
	
	

	1. Certificate 
	 
	
	
	
	

	2. Diploma 
	 
	
	
	
	

	3. Bachelor’s Degree
	 
	
	
	
	

	5. Post Graduate 
	 
	
	
	
	

	6. Master’s Degree
7. PhD

	

	

	
	
	

	Experience / Years of Service 
	 
	
	
	
	

	1. Less than 1 years  
	 
	
	
	
	

	2. 1 – 4 years  
	 
	
	
	
	

	3. 5 – 9 years 
	 
	
	
	
	

	4. 10 years and above 
	 
	
	
	
	

	
	
	
	

	
Categorisation 
	
	
	
	
	

	
	
	
	
	
	

	1.Member of Council 
	
	
	
	
	
	
	

	2.Top Management 
	
	
	
	
	
	
	

	3.Head of Department 
	
	
	
	
	
	
	

	4.Academic Staff 
	
	
	
	
	
	
	

	5. Administrative Staff 
	
	
	
	
	
	
	

	6.Support staff 
	
	
	
	
	
	
	

	By ticking the statements using the scale indicated below, indicate the option you mostly agree with;- 
Strongly Agree; Agree; Disagree; Strongly Disagree; 

	
	
	
	
	
	

	SECTION B:  TRAINING AND DEVELOPMENT 
	SA
	A
	N
	DA
	SDA	

	Variables 
	5
	4
	3
	2
	1

	5 = Strongly Agree (SA);              4 = Agree (A);         3 = Neutral (N);        2 = Disagree (DA);     1 = Strongly Disagree (SDA)
	 
	 
	 
	 
	 

	1. The University has Staff Training and Development Policy in force.                       
	 
	 
	 
	 
	 

	2. The University has in place Staff Development Committee 
	
	
	
	
	

	3. The Staff Training strategies are adequate to improve employee productivity. 
	 
	 
	 
	 
	 

	4. The way training needs are identified in our organization satisfies me.
	 
	 
	 
	 
	 

	5. Training and Development increases staff productivity. 
	 
	 
	 
	 
	 

	6. Training can improve collaboration and communication among peers.  
	
	
	
	
	

	7. Training can help to determine the interests and needs of employees. 
	
	
	
	
	

	8. There are Staff Training and Development funds in place. 
	 
	 
	 
	 
	 

	
SECTION C: LEADERSHIP 
	 
	 
	 
	 
	 

	Variables 
	 
	 
	 
	 
	 

	5 = Strongly Agree (SA);              4 = Agree (A);                  3 = Neutral (N);        2 = Disagree (DA);     1 = Strongly Disagree (SDA)
	5
	4
	3
	2
	1

	9. Leaders act on issues in consultation with all the staff. 
	 
	 
	 
	 
	 

	10. Leaders involve the staff in the implementation of the activities. 
	
	
	
	
	

	11.  Leaders direct staff on what to do.
	 
	 
	 
	 
	 

	12. Leaders incorporate ideas and suggestions advanced by staff. 
	 
	 
	 
	 
	 

	13. Leaders provide reliable and efficient systems of communication. 
	 
	 
	 
	 
	 

	14. Leaders reward staff for outstanding performances.
	 
	 
	 
	 
	 

	15. Leaders encourage staff meetings to give out instructions to staff for effective compliance. 
	 
	 
	 
	 
	 

	
SECTION D: COMPETITIVE REWARDING 
	 
	 
	 
	 
	 

	Variables 
	 
	 
	 
	 
	 

	5 = Strongly Agree (SA);              4 = Agree (A);           3 = Neutral (N);        2 = Disagree (DA);     1 = Strongly Disagree (SDA)
	5
	4
	3
	2
	1

	16. The University has a rewards systems in place.
	 
	 
	 
	 
	 

	17. The University’s reward systems are good and motivates staff.
	 
	 
	 
	 
	 

	18.  The rewards structures are comparative with other universities.
	 
	 
	 
	 
	 

	19. The rewards I receive compel me to work very hard. 
	 
	 
	 
	 
	 

	20. There exist rewards for outstanding performance.
	
	
	
	
	

	21. The rewards provided at the University can aid staff retention.
	
	
	
	
	

	SECTION E: JOB SATISFACTION 
	
	
	
	
	

	Variables 
	SA
	A
	 N
	 DA
	 SDA

	5 = Strongly Agree (SA);              4 = Agree (A);           3 = Neutral (N);        2 = Disagree (DA);     1 = Strongly Disagree (SDA)
	5
	4
	3
	2
	1

	22. I feel good about my job.
	
	
	
	
	

	23. I feel good about working at the University.
	
	
	
	
	

	24. Our staff are highly loyal to authority.
	
	
	
	
	

	25. I can still work with the University for the next five years. 
	
	
	
	
	

	26. I don’t have intention of leaving my job.
	
	
	
	
	

	30. I usually work beyond official hours of work without being told to do so.
	
	
	
	
	

	


Thank you for sparing time to fill the questionnaire 

For any inquiries, email g.avayo@muni.ac.ug or call 0772938508
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INTERVIEW GUIDE FOR THE SELECTED MEMBERS OF TOP MANAGEMENT, HEADS OF DEPARTMENTS.  

SECTION A:		DEMOGRAPHIC DATA

1. Date of Interview……………………………………………………
2. Name (optional) ………………………………………………………
3. Highest level of education ……………………………………………
4. Designation ……………………………………………………………
5. Period served in current designation …………………………………
6. Sex ………………………………..
7. Age:  Below 24 years			25-45 years 		Above 45 years

	
	
	
	
	


SECTION B: STAFF TRAINING AND DEVELOPMENT 
8. Identify any staff training policy gaps at Muni University. ………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
9. How are the staff training strategies being used to improve employee satisfaction? ……………………………………………………………………………………………………………………………………………………………………………………
10. What have you seen as challenges in identifying staff training needs in Muni University? ……………………………………………………………………………………………………………………………………………………………………………………
11. In your own opinion, how best can the challenges in (10) above be solved?  ……………………………………………………………………………………………………………………………………………………………………………………
SECTION C: LEADERSHIP 
12. Identify any elements of good leadership practices in Muni University? ……………………………………………………………………………………………………………………………………………………………………………………
13. To what extent does the leadership of the institution affect your job satisfaction? ……………………………………………………………………………………………………………………………………………………………………………………
14. What have you seen as leadership challenges in Muni University that has affected employee performance and job satisfaction? ....................................................................................................................................................................................................................................................................................
15. In your opinion, how can the above leadership challenges be mitigated in order to ensure that the employees enjoy their jobs. ……………………………………………………………………………………………………………………………………………………………………………………
SECTION D. COMPETITIVE REWARDING 

16. What are the reward systems and strategies in place at Muni University? ……………………………………………………………………………………………………………………………………………………………………………………
17. If the University has reward strategies and systems in place, are the rewards commensurate to your efforts and have they satisfy you? ……………………………………………………………………………………………………………………………………………………………………………………
18. In your opinion, how best can rewards systems be designed to improve employee satisfaction in the University? ……………………………………………………………………………………………………………………………………………………………………………………


SECTION E: JOB SATISFACTION 
19. I feel good about my job. If yes, what makes you feel good about your job? ……………………………………………………………………………………………………………………………………………………………………………………
20. I feel good working at Muni University. If yes, what motivates you to work at Muni University? …………………………………………………………………………………........................................................................................................................................................
21. I receive recognition for job well done. If yes, how did you feel about it? ……………………………………………………………………………………………………………………………………………………………………………………
22. My wages are good. If yes, how do you feel about it? ……………………………………………………………………………………………………………………………………………………………………………………
Thank you.
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Mr. Avayo Godfrey
Muni University
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RE: PERMISSION TO COLLECT DATA AT MUNI UNIVERSITY IN RESPECT
TO YOUR RESEARCH FOR THE AWARD OF MASTER'S DEGREE IN
PUBLIC ADMINISTRATION

The above in caption refers.

I am in receipt of your letter dated 13% November 2017, regarding data
collection for research swdy on “Motivational Strategies and Employee
Satisfaction in Public Universities in Uganda: A case of Muni University” for a
Master’s programme you are undertaking at Uganda Management Institute
(UM

The purpose of this communication is therefore; (o inform you that permission
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for academic purposes.

By copy of the same, I request all staff that will be approached 1o cooperate in
order for our staff to successfully complete his research undertaking,

I thank you for showing interest in identifying Muni University as your yard
stick for academic growth.

We wish you the best.
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