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[bookmark: _Toc1304449]ABSTRACT
[bookmark: _Toc530658578][bookmark: _Toc530660923][bookmark: _Toc530676479][bookmark: _Toc531250464][bookmark: _Toc530647107]This study was carried out in Buikwe district Local Government, with the purpose of examining the relationship between Human resource management practices and the performance of local governments in Uganda. The study used the contingency theory to explain how Local Government can improve their performance through improving the Human Resource Management practices. The study used a correlation research study design, using both qualitative and quantitative approaches on the population of employees in Buikwe district Local Government. The study used both purposive and simple random sampling techniques were 121 respondents were selected out of 201 employees. The results got from analysis indicated that there is a positive significant relationship between recruitment, motivation and employee training and the performance of Local Government in Uganda. The study concludes that in the absence of proper recruitment practices, incompetent staff will be recruited and negatively affect the local government performance; training and development of employees are essential aspects for the realization of better employee performance in local governments; although wages are still important for staff motivation, nonmonetary incentives such as recognition need to be given consideration. The study therefore recommends that the district management with the district service commission need to put in place a rigorous selection criteria that will help to select and recruit qualified employees that will help to improve district performance. The district management and political leadership also need to recognize the achievements and contributions of employees to motivate them to perform and training needs assessment (TNA) should be carried out for better implementation of trainings.

[bookmark: _Toc530647108]CHAPTER ONE
[bookmark: _Toc530647109][bookmark: _Toc1304450]INTRODUCTION
[bookmark: _Toc530647110][bookmark: _Toc1304451][bookmark: _Toc525297609][bookmark: _Toc525297711][bookmark: _Toc525917355]1.1 Introduction
Human resource management soft aspects, for example, employee satisfaction and behaviour, are taken to be very crucial factors that drive performance (Curristine, Lonti and Joumard, 2007) and indeed contribute to Local Government performance. At several times, governments are considered to be model employers with policies of wage that focus on equity concerns and  the major factor concerning attracting and keeping possession of qualified staff is the  HRM practices  more so in shortage of skills (Curristine, Lonti and Joumard, 2007). The study therefore examined the relationship between Human Resource Management Practices and the performance of Local Government; a case study of Buikwe district Local Government. The independent variable of the study was Human Resource Management practices (HRM Practices) and the dependent variable was performance of Local Government. This chapter presents the background to the study, statement of the problem, study purpose, study objectives, research questions, hypotheses, conceptual framework, scope of the study, significance of the study, justification of the study and operational definitions of the terms and concepts.
[bookmark: _Toc1304452]1.2 Study background
[bookmark: _Toc525917356][bookmark: _Toc530647111][bookmark: _Toc1304453]1.2.1 Historical Background
Local government has a vital role in the lives of all people in a country, by ensuring provision of vital services to all citizens. According to Donnelly (1998), services provided collectively by local government include provision of potable water supply, good health services, protection of the environment and many other benefits. This depends on the people’s way of life and represent part of the society, hence the development and growth of local governments. 
The Financial Assistance Act of 1995 of Local Government required a report on local government performance annually from Commonwealth Minister for Local Governments to parliament (Dalrymple, 2008). In 1990s, a new governance paradigm was adopted in Uganda, with the introduction of decentralization policy, different strong local government units became the basis for effective service delivery, hence the achievement of local self-governance. In the effort to strengthen state institutions at local level, decentralization was established under the 1995 constitution, which sought to found a democracy built on the foundation of strong local governments. This led to the creation of sub-county and the district as local governance structures for organizing and implementation of planning and development activities. By extending government nearer to the citizens, local leaders would be accountable for the way in which they conduct public affairs and local governments would be in charge of their affairs at a lower cost and to the highest population. The pressure for local government performance would be linked upwards to bring a vertical and horizontal spiral of demand for greater efficiency, effectiveness and accountability in public goods and services delivery (Tumushabe, 2010).
The highest effective and systematic process of monitoring local government performance is conducted by the Ministry of Local Government. The Ministry conducts annual national assessment of performance measures for local governments. The minimum requirement assessment results help in determination of the ability of Local Governments to access conditional Grants mostly the Local Development Grant and Capacity Building Grant. In the past, assessment of local governments was done by the Centre and mainly focused on financial management to determine the ability of Local Government in accessing conditional grants. Presently, Local Government performance is also monitored by civil society organizations such as the Uganda Debt Network (UDN) (Tumushabe, et.al, 2010) and the performance measures for effective public service delivery go beyond financial management to include assessment of the Human Resource Management practices in the Local Governments. This research was specifically carried out to examine the relationship between Human Resource Management practices and the performance of Local governments in Uganda, a case study of Buikwe district. 
[bookmark: _Toc525917357][bookmark: _Toc530647112][bookmark: _Toc1304454]1.2.2. Theoretical Perspective
The study was conducted by the guidance of contingency theory. This theory was developed in mid- 1960s by Fred Fiedler. This theory argues that performance management system varies according to different features of the organizational system and its effectiveness depends on different factors within an organizational context (Wadongo and Abdel- Kader, 2014). According to Folz and Hazlett (1991), contingency theory shows that a wide strategic orientation of the organization and its commitment to formal analytical processes of planning are very crucial in determining the levels of performance (Walker and Andrews, 2013). 
According to this theory, Human Resource Management practices (HRMP) depend on the circumstances and the environment of the organization. The nexus is the independent variable (HRMP) and the dependent variable (performance) depends on influences such as organizational size, degree of unionization, age and technology, intensity of capital, location and organizational ownership. The contingency theory supposes that in order to get the similarity between an organization’s Human Resource Management practices, policies and strategies, the context of external and internal environment of the business strategies need to be understood (Paauwe, 2004). 
[bookmark: _Toc525917358][bookmark: _Toc530647113][bookmark: _Toc1304455]1.2.3. The Conceptual perspective 
The study was guided by concepts of Human Resource Management practices and performance of local governments. Storey (1995) defines Human Resource Management practices as  distinguishing factors for managing employment that focus on realization of a competitive advantage by deploying a highly capable and determined labor force, and can be seen through structural, cultural, and employee techniques (Adeniji and Osibanjo, 2012). 
Human resource management (HRM) is majorly about the employment and management of people in an organization. This includes knowledge management, management of human capital, organizational development, planning for the workforce, recruitment and selection and managing talents, employee training, motivation, provision of employee services and performance (Armstrong, 2014). Human Resource management practices will be measured in three dimensions of recruitment, motivation and employee training. Recruitment refers to the process of attracting sufficient number of people with needed qualifications at a timely basis for job application in any company or firm (Gusdorf, 2008). It includes attracting candidates, selection and offering employment. Motivation refers to the force within an individual to perform goal-oriented behavior (Al-Madi, 2017). It is either intrinsic or extrinsic motivation.
Employee training is the use of procedural and planned instructed activities to enhance learning. In order for training to achieve defined needs, it should be specifically designed, planned and implemented (Armstrong, 2014). The Business dictionary defines performance as the achievement of a particular assignment basing on given standards of completeness, accuracy, speed and cost. There are a number of factors that contribute to organizational performance, these include; hiring on merit, punishments, promotions and demotions of employees, motivation based on extrinsic and intrinsic factors, staff management, institutional context and established environment for Human Resource Management. 
There also other determinant factors for the performance of an organization, like organizational mandates, financial resources, equipment and extent of political support, relationship with other organizations, accountability and participation, political factors (Tidemand, et, al, 2007). Organizational performance majorly depends on staff performance, but other factors such as adequate budgets, external pressures and accountability are also vital. The HRM practices help the Local Government in identifying and tracking highly performing individuals for employment, increasing the employee performance quality reviews, developing appropriate skills and developing the leadership pipeline within the organization, hence increasing performance (Sage HRMS).
[bookmark: _Toc530647114][bookmark: _Toc1304456]1.2.4. The Conceptual perspective 
The study was conceptualised into two concepts, and these are; Human Resource Management practices and performance of local governments. According to Storey (1995), Human Resource Management is defined as a distinguishing factor for managing employment that seeks to realise competitive advantage through a planned deployment of a highly capable and determined workforce, and can be seen through cultural, structural and personnel techniques ( Osibanjo and Adeniji, 2012). Human resource management (HRM) is about employment and management of people in organizations. This involves certain activities such as, management of human capital, knowledge and the development of organization, corporate social responsibility, workforce planning, recruitment, selection, training of employees, performance, motivation and employee relations as well as employee well-being and employee services provision (Armstrong, 2014). Human Resource management practices are measured in three dimensions of recruitment, motivation and employee training. 
Recruitment is the way in which a number of people with relevant qualifications are attracted periodically, to apply for employment in a particular organization (Gusdorf, 2008). It includes attracting candidates, selection and offering employment. Motivation refers to the urge in an individual to perform goal-oriented behaviour (Al-Madi, 2017). It is either intrinsic or extrinsic motivation. Employee training is the use of planned and defined instructed activities for learning enhancement. Training must be consistent in specific design, plan and implementation to encounter desired objectives (Armstrong, 2014).  The Business dictionary defines performance as the achievement of a particular assignment basing on given standards of completeness, accuracy, speed and cost. In a contract, performance is seen as the fulfillment of a specific duty, to that help the performing individual from all liabilities within the contract.
There are various factors that leads to enhancement of organizational performance, these include; merit based on hiring, firing, transfers, promotions and demotions of employees, Pay and intrinsic motivational factors, management of staff, the context of institution and the prescribed environment for Human Resource Management. Other factors like finances, equipment, organizational rights, and relationship with other firms, support from politicians, accountability and many other factors are vital for performance of the organization (Therkildesen, et, al, 2007).
Performance of the organization depends on the staff performance but also on many other important factors, such as budget sufficiency, organization’s external pressures to perform effectively, accountability factors and many others. The HRM practices help the Local Government in identifying and tracking qualified and good performing employees, increasing the employee performance quality reviews, developing adequate skills and promoting the leadership skills within the organization to enhance increasing performance (Sage HRMS).
[bookmark: _Toc525917359][bookmark: _Toc530647115][bookmark: _Toc1304457]1.2.4. Contextual perspective
In 2013, Uganda's local government structure comprised of one (01)city authority, 111 districts; this made  a total of 112 districts, 22 municipal councils, 197 town boards, over 900 sub-county and 45000 village councils (Ministry of Local Government Report, 2013). Buikwe district is a local government under the ministry of local government (MoLG) in Uganda. 
The district was established under decentralization policy which was enacted in the Local Government Act (LGA) of 1997 with the view of improving service delivery by extending services closer to people, participatory governance, accountability and transparency, efficiency and effectiveness in service delivery. The Ugandan constitution (1995), gave local governments powers to build their own staffing structures and to recruit and appoint, discipline and promote staffs in local governments and this power was vested in the District service commissions (DSC) which are selected by the particular local government (Local government Act, 1997). The District service commission in Buikwe district local government has put much effort in recruitment of qualified human resource in different positions. 
[bookmark: _Toc525917360][bookmark: _Toc530647116]The government put strategies to improve Local government performance by introducing an independent Human Resource Management system (HRM), but the district performance was still lacking. It must be recognized that the inadequate skilled human resource, poor motivation of workers and inadequate trainings extended to employees, had made it difficult to bring improvement in the district’s performance.







[bookmark: _Toc1304458]1.3 Statement of the problem
[bookmark: _Toc530647117]Effective HRM practices such as recruitment, motivation, employee training, and employee relations (Armstrong, 2014) are central to the performance of any organization. With efforts to improve the performance of Local Governments, the government of Uganda decentralized the Human Resource Management System (Ministry of L G, 2003). In early 2000, with New Public Management reforms (NPMR), government placed great emphasis on accountability, hence the introduction of Human Resource Management System in Local government (Bach, 2000). According to Lonti (2005), decentralization of human resources management is a key factor in transforming from a culture based on rules to a system based on performance whereby a high diversity of practices is created, leading to improved recruitment, training, increased accountability and responsibility, with focus on efficiency and effectiveness, hence better services delivery (Njovu, 2013). HRM practices are key factors to the enhancement of employee skills, commitment and effort to improve organizational performance (Sacchetti, Tortia & Lopez, 2016). Despite the fact that Buikwe district had embraced the existing HRMS, performance was still a distant reality. According to the District Development Plan (DDP II, 2015), there was a challenge in Human Resource Management department, leading to the district’s poor performance. The challenge was attributed to inadequate resources, shortage of skilled employees, poor salary scale and management. Buikwe district local government needs to put much effort on advancing the HRM practices in order to improve on performance. Due to this background, the study examined the relationship between HRM practices and the performance of Local Government in Uganda, with a case analysis of Buikwe district Local Government
[bookmark: _Toc1304459]1.4 Purpose of the Study
The purpose of the study was to examine the relationship between Human resource management practices and the performance of local governments in Uganda taking a case of Buikwe district Local Government.
[bookmark: _Toc525917362][bookmark: _Toc530647118][bookmark: _Toc1304460]1.5 Specific objectives
The study sought to achieve the objectives below;
1. To analyze the influence of recruitment on Local Government performance.
2. To investigate the extent at which motivation affect Local Government performance.
3. To examine the relationship between employee training and Local Government performance.
[bookmark: _Toc525917363][bookmark: _Toc530647119][bookmark: _Toc1304461]1.6 Research questions
The study aimed at answer the research questions below;
1. How does recruitment influence Local Government performance?
2. To what extent does motivation affect Local Government performance?
3. What is the relationship between employee training and Local Government performance?
[bookmark: _Toc525917364][bookmark: _Toc530647120][bookmark: _Toc1304462]1.7 Research hypotheses
The study tested the hypotheses below;
1.  Recruitment significantly influences Local Government performance.
2. Motivation significantly affects Local Government performance.
3. There is a significant relationship between employee training and Local Government performance
[bookmark: _Toc530647121]



1.8 Conceptual Framework
The variables involved in the study are conceptualized as delineated in figure 1
Independent Variables                                                                       
Human Resource Management practices

1 Recruitment 
· Attracting candidates
· Employee selection
· Offering employment

2 Motivation 
· Intrinsic 
· Extrinsic

3 Employee training.
· Identify training needs
· Plan training programmes
· Implement training
· Evaluation

· 
· 
· Evaluation

                                                                                Dependent variable                        Local government Performance
· Customer satisfaction
· Financial performance
· Internal business process
· Learning and growth









                     
                                                                           

                                                                         Moderating Variables 

· Community participation
· Non- Government Organizations (NGOs)
· Civil Societies


[bookmark: _Toc525297244][bookmark: _Toc525297722][bookmark: _Toc525917366][bookmark: _Toc530647122]Source: Adopted from Kaplan and Norton’s Balance Score Card, (1993) and modified by the researcher.
Figure 1:  The Conceptual Framework showing the relationship between Human Resource Management practices (HRM practices) and Performance of Local Governments in Uganda, a case study of Buikwe district Local Government. 
[bookmark: _Toc525917367][bookmark: _Toc530647123]The conceptual framework shows the relationship between Human Resource Management practices as the independent variable and performance of local government as the dependent variable. HRM practices as independent variable is categorized into three dimensions, such as Recruitment, motivation and employee training. Performance is also measured using parameters such as customer satisfaction, financial performance, internal business process and growth and learning. According to the model, the assumption is that when recruitment, motivation and employee training are carried out appropriately, performance in Buikwe district Local Government will be improved.
[bookmark: _Toc1304463]1.9 Scope of the study 
[bookmark: _Toc530647124][bookmark: _Toc1304464]1.9.1 Geographical Scope
The study was conducted mainly in Buikwe district Local Government, situated in central region of Uganda, bordering Jinja district in the Eastern part of the country and the district of Kayunga to the North along river Sezibwa, Mukono in the West, and it is also bordered by Buvuma district on Lake Victoria. Its headquarters are located in Buikwe Town, along Kampala - Jinja highway (11kms off Lugazi). Buikwe town is the district’s Administrative and commercial Centre. The district has a number of urban centers and these include; Nkokonjeru, Njeru and Lugazi Town Councils. Buikwe District has a total area of about 1209 Square Kilometers (Kimmula, 2016)
[bookmark: _Toc530647125][bookmark: _Toc1304465]1.9.2 Time Scope
The study was investigating Buikwe district Local Government performance from 2009 to 2017, this period was chosen because it is the period the district has been operating autonomously after its separation from Mukono district. It has been characterized by poor performance in service delivery which is due to inadequate resources, shortage of skilled employees, poor salary scale and management (District Development Plan II, 2015). The district is undertaking several reforms to ensure improvement in service delivery performance, this suites for investigation with the view of generating information that can help to facilitate the reforms and improvement in Local Government performance especially Buikwe District Local Government.
[bookmark: _Toc530647126][bookmark: _Toc1304466]1.9.3 Content Scope
The study was conducted to find out the relationship between human resource management practices and the Local Government performance in Uganda. Human Resource Management practices dimensions include; recruitment, motivation and employee training. Local Government performance was looked in terms of customer satisfaction, financial performance, learning and growth and internal business process which may lead to improved performance in Buikwe district Local Government.
[bookmark: _Toc525917368][bookmark: _Toc530647127][bookmark: _Toc1304467]1.10 Significance of the study 
Since the government decentralized powers to the Local Governments in 1993, districts local government have been working hard on their human resource management practices, in an effort to improve the performance through District Service Commissions (DSCs). The study is partial fulfillment for the researcher’s requirement in pursuit for a Master’s degree in Public Administration (MPA) of Uganda Management Institute (UMI) and it will become a basis for other scholars, and assert them to fill gas in the existing literature. 
This study might also be of significance to the Local Governments, by helping them to discover the best strategies on how to make human resource management practices so active in order to improve on their performance. Lastly, the study was of significance by helping the researcher get a wider understanding of how best Human Resource Management practices can improve Local Government performance in Uganda.
[bookmark: _Toc525917369][bookmark: _Toc530647128][bookmark: _Toc1304468]1.11 Justification of the study
Human Resource Management practices are considered to be important instruments for successful performance of Local Governments in Uganda and the world at large. Human Resource Management practices entail a number of activities and these include; management of human capital, management of knowledge, planning, organization development, recruitment, employee well-being, motivation, employee training, performance, corporate social responsibility, employee relations and the provision of employee services (Armstrong, 2014).
Human Resources have vital role in driving Local Government activities, so they should be properly managed to improve the performance of Local Government. Hence it was necessary to find out how Human Resource Management practices influences Local government performance in Uganda.
[bookmark: _Toc525917370][bookmark: _Toc530647129][bookmark: _Toc1304469]1.12 Operational Definition of Terms and Concepts
Human Resource Management practices: This is the way by which HRM functions to enhance employee skills, commitment and effort, so as to improve organizational performance (Sacchetti, Tortia & Lopez, 2016).
Performance; this is the realization of organizational objectives in order to enhance business strategies, hence sustainable competitive advantage (Gephardt and Van Buren, 1996).
Recruitment; this involves identifying the need and requirements, candidate attraction, application shifting, testing and interviewing, candidates assessment, obtaining references, application checking and follow- up (Armstrong, 2014).    
Motivation; Motivation is the factor that moves people’s behaviours. It energizes and directs the behaviours of individuals in an organization. Motivation is specifically described in two types as defined below; 
Intrinsic motivation and extrinsic motivation; Intrinsic motivation is the situation where employees perceive the importance of the work, interest and challenges that brings freedom to perform better and gives them a room  skills development and enhancement of their abilities (Armstrong, 2014).
Extrinsic motivation; this is when different things are given to employees in order to motivate them to work.  This involves praise or promotion, incentives, withholding pay, increased pay, and punishments such as disciplinary action, or criticism (Armstrong, 2014).
Employee training; It is the provision of defined procedures to instruct activities that promote learning through a learner based training approach. Training is always consistent in specific design, plan and implementation to encounter identified requirements (Armstrong, 2014).
Customer satisfaction: It involves the effective provision of quality goods and services delivery by an organization basing on its capacity.  In the governmental model, the major force that drives performance differ from that of environment that is strictly commercial; that is to say, stakeholders and customers are superior to financial outcomes. Public organization’s responsibility and focus is greater than that of private sector entities (Armstrong, 2014)
Financial perspective: Public organization’s financial effect has great contribution to the business systems. Measurement for success in public organizations should base on effectiveness and efficiency of meeting constituency needs, whereby cost efficiency will base on the financial perspective, for example, customer’s ability to gain maximum value (Armstrong, 2014).
Internal business process: It looks at the business results within the organization to enhance successful financial results and satisfaction of the customers.  To meet the purpose of the organization and the satisfaction of customers, the vital business processes should be identified for organizational excellence. This may lead to satisfactory outcomes.  Internal business processes are factors that bring the achievement of organizational performance expectations (Armstrong, 2014)
Learning and growth: This is the process by which employees, information systems quality, and the organizational effects alignment have capacity to support organizational accomplish of its goals. Such processes are only successful when there are adequate skills and employees are well motivated, information is accurate and timely supplied. Therefore to meet varying requirements and customer satisfaction, employees should embrace new responsibilities, new skills, technologies, capabilities, and new organizational designs.

















[bookmark: _Toc530647130]CHAPTER TWO
[bookmark: _Toc525917372][bookmark: _Toc530647131][bookmark: _Toc1304470]LITERATURE REVIEW
[bookmark: _Toc525917373][bookmark: _Toc530647132][bookmark: _Toc1304471]2.1. Introduction
This chapter includes; theoretical review, conceptual review, actual literature review and summary of literature review. In this case, the researcher reviewed literature from textbooks, circulars from ministries, audited district performance reports, Internet, manual and participant’s research from different workshops that are related to Human Resource management practices and local government performance. The review was done under the following main sections:-
[bookmark: _Toc525917374][bookmark: _Toc530647133][bookmark: _Toc1304472]2.2 Theoretical review 
The study was guided by Contingency theory, which was initiated by Fred Fiedler in the mid-1960s. Fiedler argues that there is no one proper system of managing performance that is used in every organization in all situations but the system and its effectiveness has different characteristics that are based on specific organizational factors in its context (Wadongo and Abdel- Kader, 2014). 
The theory assumes that the big picture of organizational strategy orientation is a key factor for performance, but can be felt when considered in its contribution with structures and processes (Miles and Snow, 1978). The theory further assumes that the organization’s environment and circumstances is the base for HRM practices performance. This means that, as Paauwe (2004) explained: ‘The similarity between HRM practices and performance will depend on the influences such as; industry ownership, the company size, age, capital intensity and technology and location (Armstrong, 2014).
The contingency theory to human resources assumes that the human resource management practices and policies have no real value to the organization when there is proper alignment with the planned direction of the organization; the external fit of a specific strategy and human resource management practices brings performance improvement within the organization. It also assumes that the organization with the best fit produces the best results (Hamid and Saloua, 2014)
The theory is not without limitations. For instance, Galbraith carried out empirical test on contingency theory assumptions, and a number of damaging criticisms were presented which includes the ambiguity nature of the theory due to lack of clarity (Schoonoven, 1981). She argues that contingency theory is a strategy orientation with no substance but it is not a theory and she argues that there is no explanation on specific forms and interactions within the contingency variables. Contingency theory has got other criticism such as, the high positive nature of the theory and the strong belief in the measurable available, even though there is illusive objective reality (Weill and Olson, 1987).
Although Human Resource Management practices (HRM practices) are believed to be the driver of performance in Local Government, the contingency theory suggest that organizations should not only look at the internal environment, but also the external environment such as community participation, Political leadership and supervision of lower local governments and the availability of resource, that can easily affect the performance of Local governments.
[bookmark: _Toc525917376][bookmark: _Toc530647135][bookmark: _Toc1304473]2.3 Conceptual Review
[bookmark: _Toc525917377][bookmark: _Toc530647136][bookmark: _Toc1304474]2.3.1 Human Resource Management practices (HRM practices). 
HRM practices effectiveness may base on organization’s internal and external context, and every HRM practice is advantageous (Hauff, et.al, 2014). HRM practices play a critical role in improving employee skills through development of human resource capital.  A recruitment process that attracts a big number of qualified people, combined with a valid and reliable selection procedure, highly influences the type of skills and quality possessed by new employees. Informal and formal training experience which includes; mentoring, coaching and management development influences employee development (Hauff, et.al, 2014). Employee motivation encourages employees to work hard and smart. Employee motivational behaviours such as use of performance appraisals to assess individual and group performance, high incentive compensation, internal and external promotion system based on merit and many other motivation forms can help to improve performance (Huselid, 1995).
[bookmark: _Toc525917378][bookmark: _Toc530647137][bookmark: _Toc1304475]2.3.2 Local Government (LG). 
This refers to specific institutions created by the national constitution to deliver a number of specified services to a small geographical area (Shah, 2006). According to the Constitution of Uganda of 1995, article 176, the highest level of local government is the district, with lower level such as the city divisions, municipalities, town councils in the setting of urban and sub counties in rural setting (Kakumba, 2009). In order to achieve efficient and effective service delivery in Uganda, there has been transformation in Local Government system. In management of a number of government institutions and local governments inclusive, safeguards and control system have been created. Public service performance is mostly achieved by the external control systems in respect of accountability in Local Governments in Uganda, and this promotes awareness in civil society and participation; boosts regulations and required standards commitment, enhances proper resource allocation and utilisation, promotes transparency and responsiveness to community needs and ensures efficiency and effectiveness in service delivery (Kakumba, 2009).
[bookmark: _Toc525917379][bookmark: _Toc530647138][bookmark: _Toc1304476]2.3.3 Human Resource Management 
This is the process in which affairs of employees are conducted at all levels from recruitment, selection, coaching & training, career planning, performance management & succession and separation (Donagh,2015) HRM entails policies and practices applied in fields such as development and the designing of organization, performance, recruitment, employee training, and motivation and the provision of services to enhanced employee well-being. This depends on strategies of human resource that are combined each other towards a business strategy (Armstrong, 2014).
[bookmark: _Toc525917380][bookmark: _Toc530647139][bookmark: _Toc1304477]2.4 Actual Review
This section looked at recruitment, motivation and employee training, as elaborated below: 
[bookmark: _Toc525917381][bookmark: _Toc530647140][bookmark: _Toc1304478]2.4.1 Recruitment and Local government (LG) performance
According to Butler, et al (1991), recruitment encompasses the array of practices the organization and decisions that affect the number of people with willingness to apply for, and take on the given vacancy. Hence recruitment is a combination of selection and placement procedures to help people getting into positions (Yiga and Wandiba, 2016).   
This is the process of attracting appropriate qualified people in a large number to apply for jobs in an organization (Gusdorf, 2008). According to Nabaho and Kiiza (2013), before decentralization of civil services, local governments could second local government officials and sometimes they could be merged into a single personnel system of all local governments in Uganda (Olowu, 2001). When the system of decentralization was introduced, there was transfer of civil servants from the district to the local government and human resources at the district and lower local administration were managed by separate District Service Commissions (DSCs) that were formed. DSCs right to hire, fire and monitor staff at the district is directed by the constitution of Uganda, 1995. The district council has the mandate to appoint the DSCs members and the district executive committee has the mandate to recommend them with the approval of the central government’s Public service commission (PSC).  Due to constitutional amendment in 2006, Uganda faced a lot of challenges that led to recentralization of some local government human resource administration elements (Nabaho, 2012). There was transfer of the mandate to appoint and firing the district Chief Administrative Officers (CAOs) and the deputies, and the municipal town clerks from DSCs back to PSC. This was majorly done in order to improve accountability and enhancement of efficiency and effective performance in local governments (Manyak and Katono, 2010).
Recruitment involves all potential applicants for the available jobs within the organization. Good recruitment programme involves proper planning and it is operated well to avoid selecting of poor applicants due to the quick filling of the available position (Yiga and Wandiba, 2016).
Local government performance mostly service delivery effectiveness level i.e. productivity, timely and quality services, flexibility and effective communication to ensure that the local government technical and the entire workforce properly manages and handles complexities which are depends on quality of skills, competency and level of professionalism among the employees. Mapping of competency and development of policies on recruitment and retention in recruitment process are very crucial in enhancement of good performance in Local Government (Yiga and Wandiba, 2016).
Attracting candidates; this is a strategy of action that a firm undertake during the initial stage of recruitment process. It has a crucial advantage in developing a high quality workforce whereby organization has the ability of influencing the quality of their applicants (Flecke, 2016).
Krostof- Brown (2000) brings out the theory of person-job fit that emphasize the degree by which a job candidate’s knowledge, skills and ability aligns with a certain job’s requirements and person-organization fit which entails the degree by which job candidate’s knowledge, skills and ability aligns with the organization’s norms, values and assumptions (Flecke, 2016)
According Roberson et al (2005), the specification and the informative of recruitment plan are crucial in influencing and attracting job seekers to the organization, hence effectiveness of the recruitment sources in Local Government (Flecke, 2016).
Employee selection; this is the process of getting the highly suitable individuals from a number of recruited candidates to fill the available employment vacancy (Opatha, 2010). Selection is done in order to get the right individual to the right job; this can portray the good image of the employer (Gamage, 2014). In order to ensure the success of the organization, right individuals should be hired, because working within the organization determines its performance (Henry and Temtime, 2009). According to Gamage (2014), the basic purpose of employee selection is to choose the right people for the available positions with an organization (Okwoaba, Ikeije and Ufoma, 2015). The proper selection criteria increases chances for choosing the right person for the job hence increased productivity (Osemeke, 2012).
[bookmark: _Toc525917382][bookmark: _Toc530647141][bookmark: _Toc1304479]2.4.2 Motivation and Local government performance
Motivation is the employee willingness to contribute highly towards her/his work, being driven by the capacity of the effort of satisfying the personal needs of the employee together with the personal environment (Buberwa, 2015)
According to Robbins (2010) employee motivation is classified into financial and non-financial motivation. He stresses thst some employees prefer financial motivation incentives, such as salaries, compensations, allowances and other monetary incentives while others prefer to  be motivated with non-financial incentives like recognition, respect, trainings and career development and self-supervision.
According to Black and Porter, (2009), motivation is a combination of directing and energizing forces that lead to sustain behaviour. These forces increase willingness for somebody to achieve their predetermined goals. These forces are either internal, that is, are as a result of the person’s internal environment or external forces that comes from the external environment (Diankenda, 2015). In Sub-Saharan Africa, Uganda inclusive, reforms have been made to improve staff motivation through monetary reward mixture, i.e. pay and pension reforms and performance related pay and strict staff discipline enforcement (Therkildsen and Tidemand, 2007).
Intrinsic motivation; this is self- desire to seek for new challenges and new things. It is one’s desire to capabilities and self- values, and even to acquire more knowledge (Ryan, 2000). Intrinsic motivated person has interest and enjoyment while doing his or her job. They has a tendency of being engaged at their work and carrying out their work with passion and willingness to achieve best self-reward and best result with love for continuous improvement on abilities and skills (Wigfield 2004).
Extrinsic motivation; extrinsic motivation are external rewards such as promotion, money, career opportunities, recognition and others. They are tangible things or a purpose that the employee needs to be chased.
Extrinsic motivation is also defined as visible and tangible factors, like promotions, benefits, salaries, among others. These factors attract employees during recruitment and retention of employees. Extrinsic factors are always change with the level performance and are commonly used as a driving force for achievement of organizational goals at higher levels (Gamage, 2017). According to Dugguh (2004), extrinsic motivation in Local government includes things like salaries, fringe benefits, pension, good working condition and security among others. Extrinsic motivation is external in nature and is offered typically by a supervisor or manager with authority to decide the time to motivate an employee and amount to be offered. They are commonly financial in nature, like increased salary, paid time off or bonuses. Extrinsic rewards are also in form of provision of a better office, public recognition or oral praise, additional responsibility, award and promotions (Gamage, 2017). 
[bookmark: _Toc1304480]2.4.3 Employee training and Local Government performance
This is the application of formal processes systematically to enhance necessary skills and knowledge for employees to perform their jobs better (Armstrong, 2014). Trainings are important in the competent and challenging business environment. Training enhances fluent and smooth functioning of work, leading to employee work life quality and the development of organization. The two types of training include; on-job- training that is carried out through providing apprenticeship, instructions about the job and coaching, committee assignment, job rotation, step by step training, internship training and off-there- job training, and this is done through following instructions that are programmed, business games, classroom lectures, method of case study, experience exercise, computer mode, behavioral modeling, role playing, Conferencing, and organizing workshop (Kulkarni, 2013). Previous training experience for employees is maintained in the database which contains the information about the employees who are in the Training and who have finished the training. These details are used in the payroll calculation (Navaz, et.al, 2011). 
The National Local Government Capacity Building Policy supports all trainings in Local Government (2005). This provides a framework for the appointed and elected officials of Local Government to receive training and acquire skills. A wide range of capacity building aspects are covered by this policy and the activities carried out are formed towards performance improvement in service delivery and poverty (Ministry of Local Government, 2013). The Public Service Training Policy gives Local Government mandate to conduct capacity building trainings in form of induction, Orientation and Sensitization, performance improvement trainings, career development and staff exchange. Different standardized training courses have been developed at both high and lower local government levels to improve Local government performance on service delivery (Ministry of Local Government, 2013).
[bookmark: _Toc525917383][bookmark: _Toc530647142][bookmark: _Toc1304481]2.4.3 Employee training and Local Government performance
This is the application of formal processes systematically to enhance necessary skills and knowledge for employees to perform their jobs better (Armstrong, 2014). Trainings are important in the competent and challenging business environment. Training enhances fluent and smooth functioning of work, leading to employee work life quality and the development of organization. The two types of training include; on-job- training that is carried out through providing apprenticeship, instructions about the job and coaching, committee assignment, job rotation, step by step training, internship training and off-there- job training, and this is done through following instructions that are programmed, business games, classroom lectures, method of case study, experience exercise, computer mode, behavioral modeling, role playing, Conferencing, and organizing workshop (Kulkarni, 2013). Previous training experience for employees is maintained in the database which contains the information about the employees who are in the Training and who have finished the training. These details are used in the payroll calculation (Navaz, et.al, 2011). 
The National Local Government Capacity Building Policy supports all trainings in Local Government (2005). This provides a framework for the appointed and elected officials of Local Government to receive training and acquire skills. A wide range of capacity building aspects are covered by this policy and the activities carried out are formed towards performance improvement in service delivery and poverty (Ministry of Local Government, 2013). The Public Service Training Policy gives Local Government mandate to conduct capacity building trainings in form of induction, Orientation and Sensitization, performance improvement trainings, career development and staff exchange. Different standardized training courses have been developed at both high and lower local government levels to improve Local government performance on service delivery (Ministry of Local Government, 2013).
[bookmark: _Toc525917384][bookmark: _Toc530647143][bookmark: _Toc1304482]2.5 Summary of the literature review
The literature indicated that although performance has been improved in Local Governments, there exist some gaps ranging from social, political, technological, economic, environmental and legal aspects that may still affect performance. Therefore, Human Resource Management  (HRM) practices cannot stand as the only factors to determine performance in Local Government. There are other factor like Community participation, NGOs and CSOs, political leadership and collaboration with partners that can affect performance in Local Government. Therefore for the Local Government to improve on its performance there should be a clear partnership to enable direct participation of Local community, NGOs and CSOs in social, political, economic, technological, environment and legal aspect which can properly enhance performance.  Although the literature provides a linkage between recruitment and motivation, employee, employee and performance, there is still an existing gap between HRM practices and performance in Local Government, which this study explored.
[bookmark: _Toc530647144]
[bookmark: _Toc1304483]CHAPTER THREE
[bookmark: _Toc525917386][bookmark: _Toc530647145][bookmark: _Toc1304484]RESEARCH METHODOLOGY
[bookmark: _Toc525917387][bookmark: _Toc530647146][bookmark: _Toc1304485]3.1 Introduction
Human Resource management practices are fundamental functions of management in every organization, and they are very crucial in determining performance of Local Government. The chapter entails research design description, Area of study, study population, sample size and sampling techniques, research instruments, validity and reliability, research procedures and techniques of data presentation and analysis, measurement of variables.
[bookmark: _Toc525917388][bookmark: _Toc530647147][bookmark: _Toc1304486]3.2 Research Design 
When conducting the study, a correlation research design was adopted because it eases the testing and establishment of the relationship between the variables in the study (Barifaijo, 2010). Mixed research method was used where by both qualitative and quantitative approaches could complement each other resulting in triangulation (Amin, 2003). Under mixed research method, the researcher is able to converge or merge quantitative and qualitative data, hence the providing the research problem with a comprehensive analysis. This design made it possible for the researcher to collect both qualitative and quantitative data concurrently and also helped the researcher to explain contradictory findings (Creswell, 2014).
[bookmark: _Toc525917389][bookmark: _Toc530647148][bookmark: _Toc1304487]3.3 Area of study
The study was carried out in Buikwe District Local Government, one of the districts that form the great Mukono region. It is approximately 62 kilometer (39 miles) by the road, east of Kampala the capital city of Uganda and consists of sixteen sub- counties: Lugazi town council, Njeru town council, Buikwe town council, Nkokojeru town council, Buikwe sub county, Najja sub- county, Nyenga sub- county, Wakisi sub- county, Najje sub- county, Kawolo sub- county, Ngogwe and Ssi- Bukunja sub county. The national population census (2014) put Buikwe's population at 16,633 (UBOS, 2015). Buikwe District Local Government has been chosen because it is a cosmopolitan local authority, is easily accessible and it was believed to have a credible DSC with proven integrity. 
[bookmark: _Toc525917390][bookmark: _Toc530647149][bookmark: _Toc1304488]3.4 Study Population
The study population was comprised of two hundred one (201) employees of Buikwe District Local Government headquarter including the lower local government employees.
[bookmark: _Toc530647150][bookmark: _Toc530659247][bookmark: _Toc530660965][bookmark: _Toc530676521][bookmark: _Toc531250506][bookmark: _Toc531424902][bookmark: _Toc1304489]Table 3. 1: The Study population, Sample and Sample Techniques
	Strata
	Population 
	Sample size
	Sampling Techniques 

	Management
	4
	4
	Purposive sampling

	Internal Audit 
	5
	5
	Purposive sampling

	District councillors
	30
	18
	Simple random sampling

	CDO
	2
	2
	Purposive sampling

	Production 
	54
	28
	Simple random sampling

	Education and Sports department
	10
	6
	Simple random sampling

	Health 
	25
	15
	Simple random sampling

	Community Based Services
	12
	10
	Simple random sampling

	 Natural Resources
	5
	5
	Purposive sampling

	Planning and population
	8
	4
	Simple random sampling

	Technical services
	4
	4
	Purpose sampling

	Finance Department
	22
	14
	Simple random sampling

	Human Resource
	8
	5
	Simple random sampling

	Statutory Bodies
	12
	6
	Simple random sampling 

	Total
	201
	121
	


Source: Adopted from Krejcie and Morgan’s table (1980)
[bookmark: _Toc525917392][bookmark: _Toc530647151][bookmark: _Toc1304490]3.5 Sample size and selection
The sample size can be defined as the selected population to represent the whole population. It can also be defined as the number of units chosen, from which data were gathered. Sampling was used to obtained information from a relatively smaller population sample so that efficiency maybe increased without involving every member of the population through generalization (Lavrakas, 2008).
This study comprised of one hundred twenty one (121) respondents and when this number was reached, a point of saturation was reached and data collection was stopped. The researcher emphasized the issue of representativeness and as such, people from different departments at the district and at selected Sub Counties were selected. The lists of departmental staff were used as the frames for sampling after being updated by Human Resource Officer and the researcher. Krejcie and Morgan’s sample size determination table (1970) was used for study sample size selection. The table was designed scientifically in the way that the larger the size of the population, the larger the sample size correspondence.
[bookmark: _Toc525917393][bookmark: _Toc530647152][bookmark: _Toc1304491]3.6 Sampling Techniques and procedures
For this study, simple random sampling technique and purposive sampling were employed. The technique of simple random sampling was employed to get the sample for 101 departmental staff at the district and purposive sampling was employed for the 20 key informants. Simple random sampling was used because if appropriately used, it can register minimal sampling bias as compared to other methods of sampling. The non-probability sampling method, which in this particular case was purposive sampling was used due its time and cost effectiveness (Dudovskiy, 2016). This helped in the selection of the study’s key informants.  
[bookmark: _Toc530647153][bookmark: _Toc1304492]3.7 Data Collection Methods
Primary and secondary data was obtained by the researcher  through conducting face-to-face interviews with the key informants and issuing questionnaires which were self-administered, as well as reviewing important documents on  Human resource management practices which included; recruitment, motivation and employee training in relation to Local Government performance. The documents included reports, minutes of meetings, articles from authentic newspapers and journals, among others. The process was guided by the methods further explained hereunder.
[bookmark: _Toc530647154][bookmark: _Toc1304493]3.7.1 Questionnaire Survey 
The questionnaire was administered to all 121 respondents at the upper and the lower Local Governments. The respondents recorded the answers by completing the alternatives questions provided by the researcher. This method was used in the study because it is reliable and dependable for medium and large samples, it gives respondents adequate time and it is free from interviewer bias and cheap (Mugenda and Mugenda, 2003). The primary data was obtained from respondents by the use of questionnaire through questionnaire delivery to the respondents by the researcher himself. 
[bookmark: _Toc525917394][bookmark: _Toc530647155][bookmark: _Toc1304494]3.7.2 Interview Method
Interviews were used to obtain data from the Chief Administrative Officer (CAO), Principal Human Resource Officer (PHRO) and other top Local Government officers whom the researcher was able to meet. This helped the researcher to gather clear, information which is in-depth and accurate through thorough probing which could not be easy with questionnaire. The researcher used Interview method because the method gives instant feedback opportunity, clarifications are made easily and misconceptions are alleviated and it gives confidence to the respondent in answering the interviewer’s questions (McNamara, 1999). 
[bookmark: _Toc525917395][bookmark: _Toc530647156][bookmark: _Toc1304495]3.7.3 Documentary Review
The researcher developed a checklist to guide the information extraction from documents. This is made up of possible information sources that are needed to supplement the research findings through obtaining additional information and controversy. According to WBI Evaluation Group (2007), documentary review data is helpful because the process can be independently carried out and there is no need to put in many efforts from other sources. Besides, documentary review information is independently verifiable, and cheaper when compared to other data collection methods.
[bookmark: _Toc525917396][bookmark: _Toc530647157][bookmark: _Toc1304496]3.8 Data Collection Instruments
The researcher particularly used three (3) instruments, these included; the questionnaire, the Interview guide and the documentary review checklist to obtain the information needed for research.
[bookmark: _Toc525917397][bookmark: _Toc530647158][bookmark: _Toc1304497]3.8.1 Questionnaires
The researcher administered questionnaires to the sample population of 121 respondents. The close ended questionnaire was used in the study and was divided into sections of background, recruitment, motivation, employee training and performance of Local Government. The research used a five scale standard questionnaire to gather primary data that can be quantified from respondents. The Likert scale used was (5) Strongly Agree, (4) Agree, (3) No comment, (2) Disagree, (1) Strongly Disagree. 
The questionnaire was used because it provides the most complete and accurate logical flow of data to the researcher. Conclusions which are reliable are reached basing on the researcher’s plan (Abawi, 2014).
[bookmark: _Toc525917398][bookmark: _Toc530647159][bookmark: _Toc1304498]3.8.2 Interview Guide
An interview guide was used by the researcher to conduct face-to-face interviews. This helped the researcher to get in-depth information on the relationship between Human Resource Management practices and Local Government performance taking a case study of Buikwe district. The researcher had to make records of the findings in a notebook and later on, responses were analyzed, processed and presented. The interview guide was used because it allows the researcher to get instant feedback, clarifications is made easily and misconceptions are alleviated and it gives confidence to the respondent in answering the interviewer’s questions (McNamara, 1999). 
[bookmark: _Toc525917399][bookmark: _Toc530647160][bookmark: _Toc1304499]3.8.3 Documentary review checklist
Documentary review checklist which contains possible areas of information sources was developed by the researcher to help in extraction of information from the documents. This information was to supplement the findings by providing extra information and indicate the degree of controversy. According to WBI Evaluation Group 2007, documentary review is helpful because the process can be independently carried out, there is no need to put in a lot of effort from other sources, documentary review information is independently verifiable, and cheaper when compared to other data collection instruments (Anastasia, 2017) . 
[bookmark: _Toc530647161][bookmark: _Toc1304500]3.9 Validity and Reliability of Data Collection Instruments
[bookmark: _Toc525917401][bookmark: _Toc530647162][bookmark: _Toc1304501]3.9.1 Validity
The Content Validity Index (CVI) was used to test the validity of instruments. The instrument’s Content Validity index (CVI) was got by rational analysis of the instrument by the expert. The expert reviewed all items in the data collection instruments for measure if  they can be readable, clearness and easy to be understood  and come to some level of agreement on each item taking only items that score above the scale of 0.70. This was calculated as follow:
CVI= Total Number of items rated by all respondents 
          Total Number of items in the Instrument
[bookmark: _Toc530659260][bookmark: _Toc530660978][bookmark: _Toc530676534][bookmark: _Toc531250519][bookmark: _Toc531424915][bookmark: _Toc1304502]Table 3. 2: Content Validity Results 
	Variable
	Total No. Of Items
	No. Of Items rated
	CVI

	Recruitment
	13
	10
	0.77

	Motivation
	15
	12
	0.8

	Employee training
	16
	14
	0.875

	Local Government Performance
	19
	17
	0.89


Source: Expert Judgement
Table 3.2 shows that recruitment produced a CVI of 0.77, motivation produced a CVI of 0.8; employee training produced a CVI of 0.875 whereas Local Government performance produced 0.89. Since all variables produced a CVI of above 0.70 that is needed for a social science research, it indicates that the instrument used was valid for measuring the variables.
[bookmark: _Toc525917402][bookmark: _Toc530647163][bookmark: _Toc1304503]3.9.2 Reliability
The study instruments were pretested using 10% of respondents from Buikwe district Local Government. Reliability measures the degree by which research instrument yield constant results when measuring variables (Mugenda and Mugenda, 1999). The cronbach’s alpha coefficient was computed the use of Statistical Package for Social Science (SPSS) in this study to show the reliability data. The results at 0.7 and above as suggested by George and Mallery (2003) was accepted, and the findings are presented in Table 3.3 
[bookmark: _Toc530659262][bookmark: _Toc530660980][bookmark: _Toc531250521][bookmark: _Toc531424917][bookmark: _Toc1304504]Tables 3.3: Scale statistics
	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	1.9578E2
	385.194
	19.62637
	53


Source: Primary data
[bookmark: _Toc531250522][bookmark: _Toc531424918][bookmark: _Toc1304505]Table 3.4. Cronbach’s alpha reliability results  
	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.881
	53


Source: Primary Data
Table 3.3 shows, the scale statistics where the mean is 1.9578E2, variance is 385.194 and standard deviation is 19.62637 out of 53 items measured. Table 3.4 further shows a Cronbach’s Alpha of 0.881 out of 53 items that were in the instrument. This indicates that the instruments were reliable since the variables yielded a Cronbach’s Alpha value which is above 0.7 as accepted for social science. 
[bookmark: _Toc525917403][bookmark: _Toc530647164][bookmark: _Toc1304506]3.10. Procedure of data collection
When the proposal defence was successfully done, an introduction letter from the Department of Political and Administrative Science, Uganda Management Institute was given to the researcher, introducing him to the Chief Administrative Officer (CAO) of Buikwe District Local Government requesting him for permission to conduct the research study with the Buikwe district Local Government. Letters seeking for permission were written by the researcher to be addressed to the proposed officers in the study to alert them on the research project being carried out. 
A brief cover letter was attached to every questionnaire that was supplied to the participants, explaining briefly about the study, ethical issues to be followed while conducting the research study and assuring the participants that their names would not be included on the questionnaires and interview guides. The questionnaires were administered by the researcher and were collected from respondents when they were completed and checked for completeness and clarity. Each questionnaire was given a record number and the responses were entered into the statistical Package for Social sciences (SPSS) for analysis. The data from interview was transcribed during interviews, thereafter each interview, the records were reviewed by the interviewer to ensure clarity and that no question was left unanswered.     
[bookmark: _Toc525917404][bookmark: _Toc530647165][bookmark: _Toc1304507]3.11 Data Analysis
Data was analysed in order to obtain useful information. In order to identify the similarity among variables, comparing variables and finding the difference between intended outcomes of variables, the data was described and summarised by the analysis. 
[bookmark: _Toc525917405][bookmark: _Toc530647166][bookmark: _Toc1304508]3.11.1 Qualitative Data Analysis
Qualitative data was analyzed using Content and thematic analysis methods; information obtained from interviews was arranged in major themes of recruitment, motivation, employee training and other related categories. The results were presented using narratives, direct quotations and paraphrases as was deemed suitable.  Implications, conclusions and opinions of qualitative information on Human Resource Management and performance of Local Government were made. Cross-examinations were also made in qualitative data with the quantitative data finding in order to determine the level of agreement and disagreement. 
[bookmark: _Toc530647167][bookmark: _Toc1304509]3.11.2 Quantitative data analysis
The presentation of Quantitative data was done by the use of descriptive statistics percentage and frequency, mean and standard deviations form for every variable that was used in the research study. There was a combination of strongly agree and agree show agree whereas disagree and strongly disagree were put together to show disagree. The relationships were tested at 99 and 95 confidence limits by the use of Pearson’s correlation statistics. The positive relationship between variables is showed by a positive correlation whereas a negative relationship between variables is showed by a negative correlation. A regression analysis with the use of ANOVA statistics of adjusted significance values, t values, 2R values, and beta was used in determining the magnitude of the influence of the independent variables to the dependent variable (Amin, 2005)  
[bookmark: _Toc530647168][bookmark: _Toc1304510]3.12. Measurement of Variables
[bookmark: _Toc530647169]The variables that were used in the study were measured at the level of nominal and ordinal scales of the instruments. Specific members were assigned to different attributes of respondents nominally. “bio-data” this led to the arrangement of respondents into categories according to the attributes. Whereas data on recruitment, motivation and employee training, and performance of Local Government were measured at an ordinal level where various questions on recruitment, motivation and employee training, and performance of Local Government were responded to by respondents in Buikwe district Local Government. Members were assigned various questions in a way that shows the extent on which they agreed or disagreed with a specific view. I n this way, a five Likert scale of 5=Strongly Agree, 4=Agree, 3=No comment, 2=Disagree and 1=Strongly Disagree was used as a measurement for both independent and dependent variables.
[bookmark: _Toc1304511]CHAPTER FOUR
[bookmark: _Toc530647170][bookmark: _Toc1304512]DATA PRESENTATION, ANALYSIS AND INTERPRETATION
[bookmark: _Toc426378084][bookmark: _Toc426378159][bookmark: _Toc530647171][bookmark: _Toc1304513]4.1 	Introduction 
[bookmark: _Toc530647172]The first chapters of this study explained the contextual, theoretical and descriptive features of the study. The present chapter is focusing on presenting and analysing data from the field and examining the findings in the line with the objectives of the study. The quantitative data gathered in this study was analysed through coding. Quantitative data was analyzed by the use of Statistical Package for Social sciences (SPSS) whereas in reference to the study objectives, there was thorough discussion of qualitative data.  
4.2 Response Rate
[bookmark: _Toc215905196][bookmark: _Toc83166346][bookmark: _Toc83168140][bookmark: _Toc374092157][bookmark: _Toc374360275][bookmark: _Toc390712173][bookmark: _Toc390713586][bookmark: _Toc390716194][bookmark: _Toc391473570][bookmark: _Toc534488098][bookmark: _Toc534500386][bookmark: _Toc530659272][bookmark: _Toc530676546][bookmark: _Toc531250532][bookmark: _Toc531424927][bookmark: _Toc1304514]   Table 4.1: Response Rate

	 Instruments
	Frequency
	Percent

	Number of questionnaires distributed
	121
	100

	Number of questionnaires returned
	121
	100

	Interviews Carried out with the Respondents

	Number of interviews expected to be carried out
	10
	100

	Number of interviews carried out
	10
	100


   Source: primary data (2018)                                                              N=121
Table 4.1 above shows the rate of response of study. Face to face interviews were conducted with the respondents; the interview was carried out from 10 respondents hence giving 100 as the total percentage. These included Local government nm human resources personnel, district planning committee members. The researcher used questionnaires to collect data from the respondents. All the 121 questionnaires that were distributed were returned making 100.0% return rate. 
[bookmark: _Toc426378085][bookmark: _Toc426378160][bookmark: _Toc530647173][bookmark: _Toc1304515]4.3. Background Information of Respondents 
[bookmark: _Toc426378086][bookmark: _Toc426378161]Motivation at workplace is significantly affected by personal characters such as education, gender, age and family life (Perry, 2000). Gender of respondent, marital status, age group, level of education, salary scales and period spent in service were presented in this study for analysis as respondent’s social demographic description. 
[bookmark: _Toc530647174][bookmark: _Toc1304516]4.3.1:  Gender of the Respondents
[bookmark: _Toc530659275][bookmark: _Toc530676549][bookmark: _Toc531250535][bookmark: _Toc531424930][bookmark: _Toc1304517]Table 4.2: Gender of the Respondents

	
	Frequency
	Percent

	Male
	70
	56.5

	Female
	51
	41.1

	Total
	121
	100.0


Source: primary data (2018)                                                      N=121
Table 4.2 indicates male respondents as the majority making the percentage of (57.9%) whereas female respondents were (42.1%). This indicates the representation for gender shows a high variation between the male and female with 15.8 as the percentage difference. This indicates that views in this study were presented by both males and females irrespective of the gender groups meant.
[bookmark: _Toc530647175][bookmark: _Toc1304518][bookmark: _Toc534488101][bookmark: _Toc534500389]4.3.2	Marital Status of Respondents
[bookmark: _Toc530659277][bookmark: _Toc530676551][bookmark: _Toc531250537][bookmark: _Toc531424932][bookmark: _Toc1304519]Table 4.3:  Marital Status of the Respondents
	
	Frequency
	Percent

	Married
	 79
	63.7

	Single
	 20
	16.1

	Divorced
	 6
	4.8

	Separated
	 9
	7.3

	Widowed
	7
	5.6

	Total
	121
	97.6


Source: primary data (2018)                                                              N=121
Table 4.3 indicates that the highest respondent number was for married (65.3%) a sign that they were responsible and settled. In relation to the study, the married category of respondents raised a lot of issues on human resource management practices and the performance of local governments in Uganda than their counter parts the ‘single’ category. The study had 16.5% respondents that were single, 5.0% divorced, 7.4% separated and 5.8% widowed
[bookmark: _Toc530647176][bookmark: _Toc1304520]4.3.3: Age Group of Respondents
Table 4.4 presents the summary statistics on age group of the respondents
[bookmark: _Toc530659279][bookmark: _Toc530660997][bookmark: _Toc530676553][bookmark: _Toc531250539][bookmark: _Toc531424934][bookmark: _Toc1304521]Table 4.4: Age Group of the Respondents
	
	Frequency
	Percent

	20-30
	21
	16.9

	31-40
	58
	46.8

	41-50
	36
	29.0

	51 years and above
	6
	4.8

	Total
	121
	100.0


Source: primary data (2018)                                            N=121
The biggest number of the respondents 47.9% was between 31-40 years of age; this was followed by 29.8% respondents that were 41-50 years. 17.4% of the respondents were 20-30 years while only 5.0% of the respondents were 51 years and above.
[bookmark: _Toc530647177][bookmark: _Toc1304522]4.3.4: Education Level of Respondents
Table 4.5 shows a statistical summary respondent education levels.
[bookmark: _Toc531424936][bookmark: _Toc1304523][bookmark: _Toc530647178][bookmark: _Toc530659281][bookmark: _Toc530660999][bookmark: _Toc530676555][bookmark: _Toc531250541]Table 4.5: Highest Respondent’s Level of Education 
	
	Frequency
	Percent1

	O. Level
	1
	.8

	A. Level
	4
	3.2

	Certificate
	13
	10.5

	Diploma
	60
	48.4

	Degree
	32
	25.8

	Post graduate
	11
	8.9

	Total
	121
	100.0


Source: primary data (2018)                                                              N=121
From table 4.5 above, the biggest number of respondents was diploma holders (49.6%) compared to 26.4% degree, 10.7% certificate holders and 9.1% had a post graduate while .8% was O. Level holders. This showed a gap in qualification since the minimum requirement for a position in any institution is a first degree. This shows that respondents were endowed by the necessary knowledge and skills to perform. On addition, respondent were capable of reading, understanding the questionnaires and providing suitable responses.
[bookmark: _Toc437416200][bookmark: _Toc530647179][bookmark: _Toc1304524]4.4 Presentation of Findings and Interpretation
[bookmark: _Toc534527918][bookmark: _Toc534497357][bookmark: _Toc432159362][bookmark: _Toc434074435][bookmark: _Toc437416201]The objectives of the study determined the presentation of the findings which focused on recruitment, motivation and employee training (independent variables) and local government performance (dependent variable).
[bookmark: _Toc530647180][bookmark: _Toc1304525]4.4.1 	Recruitment practices and performance of Local Governments in Uganda
Human Resource Management practices have a bearing on the performance of local government in Uganda, in this section, the research seeks to establish the relationship between human resource management practices and the performance of local governments in Uganda, the Likert scale and standard deviations are used to analyse data for this specific section.
[bookmark: _Toc530659284][bookmark: _Toc530661002][bookmark: _Toc530676558][bookmark: _Toc531250544][bookmark: _Toc531424939][bookmark: _Toc1304526][bookmark: _Toc426378088][bookmark: _Toc426378163]Table 4.6: Recruitment practices and performance of Local Governments in Uganda 
	Statements
	RESPONSES

	
	SA
	A
	NC
	D
	SD
	Mean 
	Std. Dev.

	
	%
	%
	%
	%
	%
	
	

	The management attract suitable qualified candidates for position
	39.7
	19.8
	16.5
	12.4
	11.6
	2.363
	1.408

	The attraction of suitable qualified candidates helps to improve on the district
	47.9
	19.8
	8.3
	12.4
	11.6
	2.198
	1.441

	The requirements for positions are clearly indicated while attracting candidates
	16.5
	51.2
	16.5
	11.6
	4.1
	2.355
	1.023

	The management has put up selection methods that are in line future performance of the district
	51.2
	15.7
	16.5
	16.5
	-
	1.983
	1.161

	The management set enough time for employee selection which can enable the district to have right employees
	41.3
	16.5
	13.2
	11.6
	17.4
	2.471
	1.538

	The set up standards for employee selection are being followed by the selecting team
	45.5
	12.4
	4.1
	13.2
	24.8
	2.595
	1.710

	There are potential equal opportunities problems like discrimination and corruption during selection period
	41.3
	13.2
	13.2
	13.2
	19.0
	2.553
	1.580

	Employment if offered to the most suitable qualified candidates in Buikwe district.
	66.1
	15.7
	18.2
	-
	-
	1.520
	.7863

	Once the selection is made, successful candidates are informed earlier for better preparation
	47.9
	12.4
	11.6
	16.5
	11.6
	2.256
	1.248

	Performance inductions are carried out on offering jobs to new employees
	39.7
	16.5
	28.9
	8.3
	6.6
	2.314
	1.489


Source: Primary Data 2018
In relation to the findings in the survey, in relation with the item 1, it was indicated from the respondents that the management attract suitable qualified candidates for position, 39.7% strongly agreed, 19.8% agreed, 16.5% were neutral, 12.4% disagreed and 11.6% strongly disagreed. This meant that Buikwe District Local Government recruits qualified candidates for its positions.
During interviews a respondent remarked; 
When qualified employees are recruited, this helps to improve the performance in different departments for the benefit of the local people. The District endeavours to recruit qualified employees that are able to get the job done, because employee performance is critical to the overall success of any local government.

The respondents were asked to state whether the attraction of suitable qualified candidates helps to improve on the district performance. The respondents were 121 in number, a total of 47.9% strongly agreed, 19% agreed, and 8.3% were neutral, 12.4% disagreed and 11.6% strongly agreed. The tendency of responses greatly inclined to agreement was further reflected through the mean of 2.198 and the corresponding standard deviation of 1.441. This means that attraction of suitable qualified candidates improves district performance.
The respondents were requested to state whether the requirements for positions are clearly indicated while attracting candidates, in relation to item three. The responses were put in SPSS for computation. The test figures resulted from computation revealed that the mean is 2.355 and the standard deviation is 1.023. The respondents were 121 in number, a total of 16.5% strongly agreed, 51.2% agreed, 16.5% were neutral, 11.6% disagreed and 4.1% strongly disagreed
In an interview, a respondent lamented;
“The Service Commission, advertise all posts in newspapers and the district official notices board, this helps to attract a lot of people to create a pool where the district selects the most qualified and suitable candidates to enable the district perform, no wonder we are one of the best performance in Uganda.” 
The respondents were required to state whether the management has put up selection methods that are in line future performances. The computed test figures reveal that the mean is 1.983 and the standard deviation is 1.161. The total number of respondents was 121 a total of 51.2% strongly agreed, 15.7% agreed, 16.5% were neutral, 16.5% disagreed. 
In connection to the above, a member of the District Service Commission noted that the District Service Commission established a framework that is used to select the employees; this ensures that the district recruits competent staffs for performance of the district.
Item five required the respondents to state whether the management set enough time employee selection which can enable the district to have right employees. The total number of respondents was 121, a total of 41.3% strongly agreed, 16.5% agreed, and 13.2% were neutral, 11.6% disagreed and 17.4% strongly disagreed. 
The respondents were further asked whether the set up standards for employee selection are being followed by the selecting team. Item means of 2.595 and standard deviations of 1.710 measuring a level of agreement were computed from the respondents’ responses.  The number of respondents was 121 and those who strongly agreed were 45.5%, 12.4% agreed, 4.1% were neutral, 13.2% disagreed and 24.8% strongly disagreed with the question.
The study established that 41.3% of the respondents strongly agreed that there are potential equal opportunities problems like discrimination and corruption during selection period. 13.2% agreed with the statement, another 13.2% were neutral, still 13.2% of the respondents disagreed with the statement while 19.0% strongly disagreed.
The researcher required the study to state whether employment is offered to the most suitable qualified candidates in Buikwe District, majority of the respondents 66.1 strongly agreed with the statement, 12.4% agreed with the statement, 18.2% of the respondents were undecided. A tabulation of results revealed a mean of 1.50 and a standard deviation of 0.786. 
The study further required the respondents to state whether once the selection is made; successful candidates are informed earlier for better preparations. Results revealed majority of the respondents 47.9% strongly agreed with the statement, 12.4% agreed with the statement, 11.6% were undecided, 16.5% disagreed with the statement while 11.6% strongly disagreed with the statement. Tabulations reviewed a mean of 2.256 and a standard deviation of 1.248.
[bookmark: _Toc534497359][bookmark: _Toc432159364][bookmark: _Toc434074437][bookmark: _Toc437416203]Lastly, the respondents were required to state whether performance inductions are curried out on offering jobs to new employees. Majority of the respondents 39.7% strongly agreed with the statement, 16.5% agreed, 28.9% were undecided, 8.3% disagreed, and 6.6% strongly disagreed.
Hypothesis One: Recruitment significantly influence local government performance
[bookmark: _Toc534500393]The hypothesis was verified using the Pearson correlation coefficient and the results of the hypothesis are given below.
[bookmark: _Toc530659285][bookmark: _Toc530661003][bookmark: _Toc530676559][bookmark: _Toc531250545][bookmark: _Toc531424940][bookmark: _Toc1304527]Table 4.7: Correlation matrix for Recruitment practices and Local Government performance
	Correlations

	
	
	Recruitment practices
	Local Government performance

	Recruitment practices
	Pearson Correlation
	1
	.444**

	
	Sig. (2-tailed)
	
	.000

	
	N
	121
	121

	Local Government performance
	Pearson Correlation
	.444**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	121
	121

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


         Source: primary data (2015)                                                              N=121
[bookmark: _Toc534497360][bookmark: _Toc432159365][bookmark: _Toc434074438][bookmark: _Toc437416204]The results show that the correlation coefficient is 0.444(**) and its significance level 0.000. This implied that recruitment practices influence local government performance in Buikwe District. This shows that there is a positive significant relationship between recruitment practices and local government performance in Buikwe District. Therefore, the alternative hypothesis that was earlier postulated is upheld (H1 upheld).
Regression was also carried out to measure the strength of the relationship between recruitment and local government performance. Results are presented in the table 4.8.
[bookmark: _Toc534500394][bookmark: _Toc530659286][bookmark: _Toc530661004][bookmark: _Toc530676560][bookmark: _Toc531250546][bookmark: _Toc531424941][bookmark: _Toc1304528]Table 4.8: Regression Analysis for recruitment practices and local government performance
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.312(a)
	.559
	.441
	2.5400


a Predictors: (Constant), Technical roles
Source: primary data (2018)                                                              N=121
The coefficient of determination (Adjusted R square) value is 0.441; this implied that recruitment practices explained only 44.1% of the local government performance. Basing on the results, the alternate hypothesis earlier postulated that stated that recruitment significantly influence local government performance is therefore upheld (H1 upheld).
In conclusion, both the qualitative and the quantitative data that was collected all agree. The data that was collected on the first objectives that states that recruitment practices influence local government performance is in right agreement with reference to the two major approaches that were used.
[bookmark: _Toc530647181][bookmark: _Toc1304529]4.4.2 Motivation and Local Government performance
Descriptive statistics was used to analyze the questionnaires that were distributed to respondents, that is, frequencies, percentages, mean and standard deviation illustrated in table 4.9.  This research objective was conceptualized using twelve questions which required each respondent to do self-rating on intrinsic and extrinsic motivation and the performance of local governments.  Responses were based on Likert scale ranging from one which represented strongly disagrees to five which reflected strongly agree. The resulting summary statistics are in Table 4.9.
	[bookmark: _Toc531250548]Statements on Motivation
	RESPONSES 

	
	SA
	A 
	NS
	D
	SD
	Mean 
	Std. Dev.

	
	%
	%
	%
	%
	%
	
	

	Intrinsic motivation
	
	
	
	
	
	
	

	The management has put up selection methods that are in line future performance of the district
	47.9
	19.8
	8.3
	16.5
	7.4
	2.471
	1.538

	The district has set up avenues for career development
	16.5
	52.9
	13.2
	11.6
	5.8
	2.595
	1.710

	The district organizes capacity development meetings for the employees
	17.4
	14.0
	22.3
	9.1
	37.2
	2.553
	1.580

	The district provides avenues for work life balance for the employees to perform better
	57.9
	-
	13.2
	19.8
	9.1
	1.520
	.7863

	The district organizes workshops and seminars to help employees improve on the district performance
	49.6
	12.4
	-
	31.4
	6.6
	2.256
	1.248

	There is a good relationship between managers and other employees
	14.9
	40.5
	36.4
	8.3
	-
	2.314
	1.489

	The district has provided a favorable working condition to employees hence improving the district performance
	33.1
	33.1
	16.5
	17.4
	-
	2.157
	1.372

	The district has provided employees with requirements that enhance its performance
	39
	19.8
	16.5
	12.4
	11.6
	3.347
	1.520

	Extrinsic motivation
	
	
	
	
	
	
	

	The salary structure attracts the employees and enables them to work towards improving the district performance
	47.9
	19.8
	8.3
	12.4
	11.6
	2.223
	1.513

	The allowances given to employees enable them to work hard towards improving the district performance
	16.5
	51.2
	16.5
	11.6
	4.1
	3.347
	1.520

	The district provides employees with promotion opportunities that enhance improvement on its performance
	51.2
	15.7
	16.5
	16.5
	-
	2.223
	1.513

	Provision of work vehicles and motorcycles plus other tangible gifts increases employee morale for work hence improving the district performance
	41.3
	16.5
	13.2
	11.6
	17.4
	2.330
	1.502


[bookmark: _Toc531424943][bookmark: _Toc1304530]Source: Primary data

[bookmark: _Toc426378089][bookmark: _Toc426378164][bookmark: _Toc530659288][bookmark: _Toc530661006][bookmark: _Toc530676562]Table 4.9, shows the responses on whether motivation influences performance of Local Government.


The respondents were asked whether there has been motivation through intrinsic and extrinsic motivation to influence local government performance. Statements in this question were rated on the 5 point Likert scale ranging from 1 = strongly agree, 2 = agree, 3 = neither agree nor disagree, 4 = disagree and 5 = strongly disagree. Item means of 2.444 and standard deviations of 1.440 measuring a level of agreement were computed from the respondents’ responses.  The number of respondents was 121 and those who strongly agreed were 36.1%, 24.6% agreed, 15.1% undecided, 14.8% disagreed and 9.2% strongly disagreed with the statements in this section. 
In connection to the above a respondent said:
It has been revealed that motivation especially intrinsic motivation is clearly responsible for the high performance rate at Buikwe District local government. The local council members have supported the further education of staffs, always labour to create a good work environment. 
Basing on survey findings, it was established from the respondents in relation to item 1 that management recognizes the achievements and contributions of the employees, 47.9% strongly agreed, 19.8% agreed, 8.3% were neutral, 16.5% disagreed and 7.4% strongly disagreed. 
In support of the above, a key informant shared; 
“The district leaders recognize the tremendous contribution of the district employees; they have supported them to further their education among others, promoting them on merit”.
Another respondent noted that the  leaders of Buikwe DLG  value the workers that is why they make sure that each d
istrict employee receives his/her salary on time.
Item three required the respondents to state whether the district organizes capacity development meetings for the employees. The total number of respondents was 121, a total of 17.4% strongly agreed, 14.0% agreed, and 22.3% were neutral, 9.1% disagreed and 37.2% strongly disagreed. 
A respondent in relation to the above said; 
Masses have been mobilized for a number of activities under the CSO projects for example Foundation for Urban and Rural Advancement (FURA) has extended capacity building workshops. The district lacks funds to organize capacity building workshops, if they don’t get a partner, the district rarely organize capacity building workshops. 
The respondents were asked to state whether the district provides avenues for work life balance for the employees to perform better. The total number of respondents was 121, a total of 9.1% strongly disagreed, 19.8% disagreed, 13.2% were neutral, and 49.6% strongly agreed. The trend of responses which was more inclined to agreement was further reflected through the mean of 1.520 and the corresponding standard deviation of 0.7863. Relatedly a respondent shared that the leaders had created time for lunch, break and finishing work by 5pm, this helps to create time to rest, refresh and be able to perform better. 
In relation to item five, the respondents were required to state whether the district organizes workshops and seminars to help employees improve on the district performance. Statements in this question were fed in SPSS. The computed test figures reveal that the mean is 2.256 and the standard deviation is 1.248. The total number of respondents was 121, a total of 49.6% strongly agreed, 12.4% agreed, and 31.4% disagreed and 6.6% strongly disagreed. 
In item six, the respondents were asked to state whether there is a good relationship between managers and other employees; majority of the respondents 40.5% agreed, followed by 36.4% who were undecided, 14.9% strongly agreed while 8.3% disagreed with the statement. A tabulation of results revealed a mean of 2.314 and standard deviation of 1.489.
The next item required the respondents to state whether the district has provided a favorable working condition to employees hence improving the district performance; 33.1% of the respondents strongly agreed, 33.1% agreed, 16.5% were undecided, and 17.4% disagreed.
Item eight and the last one on the statements on intrinsic motivation asked the respondents to state whether the district has provided employee with requirements that enhance its performance; 39% of the respondents strongly agreed with the statement, 19.8% agreed, 16.5% were undecided, 12.4% disagreed while 11.6% strongly disagreed.
In response to the above, a key respondent revealed as follows:
The district has provided conducive office space, provide stationary although sometimes we run out of stoke but they do provide and this helps us to perform our duties well. In our department, they have provided us with free internet, this has eased our work 
The researcher also put forward four statements on the extrinsic motivation of employees at Buikwe district. The first item required the respondents to state whether the salary structure attracts the employees and enables them to work towards improving the district performance; majority of the respondents 47.9% strongly agreed with the statement, 19.8% agreed, 12.4% disagreed, and 11.6% strongly disagreed while 8.3% were undecided.
Item two required the respondents to state whether the allowances given to employees enable them to work hard towards improving the district performance; majority of the respondents 51.2% agreed with the statement, 16.5% strongly disagreed, 16.5% were undecided, and 11.6% disagreed while 4.1% strongly agreed. 
Item three required the respondents to state whether the district provides employees with promotion opportunities that enhance improvement on its performance; 51.2% strongly agreed with the statement, 15.7% agreed, 16.5% were undecided, and another 16.5% disagreed with the statement. Tabulation of results revealed a mean of 2.223 and standard deviation of 1.513.
The last item tasked the respondents to state whether provision of work vehicles and motorcycles plus other tangible gifts increases employee morale for work hence improving the district performance. Majority of the respondents 41.3% strongly agreed with the statement, 17.4% strongly disagreed, 16.5% agreed with the statement, 13.2% were undecided. Tabulation of results revealed a mean of 2.330 and standard deviation of 1.502.
[bookmark: _Toc534497361][bookmark: _Toc432159366][bookmark: _Toc434074439][bookmark: _Toc437416205]Hypothesis Testing Two: Motivation significantly affects local government performance
[bookmark: _Toc534500396][bookmark: _Toc530659289][bookmark: _Toc530661007][bookmark: _Toc530676563][bookmark: _Toc531250549]The Pearson correlation coefficient was used to verify the hypothesis and the results are illustrated in Table 4.10.
[bookmark: _Toc531424944][bookmark: _Toc1304531]Table 4.10: Correlation matrix for motivation and its influence on local government performance
	Correlations

	
	
	Motivation
	Local Government performance

	Motivation
	Pearson Correlation
	1
	.171**

	
	Sig. (2-tailed)
	
	.000

	
	N
	121
	121

	Local Government performance
	Pearson Correlation
	.171**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	121
	121

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


         Source: primary data (2015)                                             N=121
[bookmark: _Toc534497362][bookmark: _Toc432159367][bookmark: _Toc434074440][bookmark: _Toc437416206]The results indicates that the correlation coefficient is 0.171(**) and its significance level 0.009. This implied that motivation influence the local government performance in Buikwe District. Therefore according to the results there is a positive significant relationship between motivation and the local government performance in Buikwe District. Therefore, the alternative hypothesis that was earlier postulated is upheld (H2 upheld).
Strength of the relationship between motivation and local government performance was also determined by using regression analysis, and it was clearly elaborated in table 4.11. 
[bookmark: _Toc534500397][bookmark: _Toc530659290][bookmark: _Toc530661008][bookmark: _Toc530676564][bookmark: _Toc531250550][bookmark: _Toc531424945][bookmark: _Toc1304532]Table 4.11: Regression Analysis for motivation and local government performance
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.223(a)
	.555
	.445
	1.0340


A Predictors: (Constant), political roles
       Source: primary data (2018)                                                              N=121
The coefficient of determination (Adjusted R square) value is 0.445; this implied that motivation explained only 44.5% of the local government performance. Basing on the results given, the alternate hypothesis earlier postulated that stated that motivation significantly affects local government performance in Buikwe District is therefore upheld (H2 upheld).
[bookmark: _Toc530647182][bookmark: _Toc530661009][bookmark: _Toc531250551][bookmark: _Toc1304533]4.5 The relationship between employee training and local government performance
The researcher analyzed the questionnaires that were distributed to the respondents using descriptive statistics i.e. frequencies, percentages, mean and standard deviation illustrated in table 4.12.  This research objective was conceptualized using fourteen questions which required each respondent to do self-rating on whether employee training has a relationship with local government performance.  Responses were based on Likert scale ranging from one which represented strongly disagrees to five which reflected strongly agree. The resulting summary statistics are in Table 4.12.
[bookmark: _Toc426378090][bookmark: _Toc426378165][bookmark: _Toc530659292][bookmark: _Toc530661010][bookmark: _Toc530676566][bookmark: _Toc531250552][bookmark: _Toc531424947][bookmark: _Toc1304534]Table 4.12: Showing responses on whether Employee training has a relationship with local government performance
	Statements 

	RESPONSES 

	
	SA
	A
	NS
	D
	SD
	Mean 
	Std. Dev.

	
	%
	%
	%
	%
	%
	
	

	Identify training needs
	

	The district provides employee trainings basing on the need to it
	45.5
	12.4
	4.1
	13.2
	24.8
	2.59
	1.71

	The district provides all the necessary training materials
	41.3
	13.2
	13.2
	13.2
	19.0
	2.55
	1.58

	The district sets up source to mobilize resources for employee training
	66.1
	15.7
	18.2
	-
	-
	1.52
	0.78

	The district has equitable training and development opportunities for its employees hence improving the district performance
	39.7
	16.5
	28.9
	8.3
	6.6
	2.25
	1.24

	The district provides employee capacity development training to enhance the district performance
	47.9
	12.4
	11.6
	16.5
	11.6
	2.31
	1.48

	The management organizes workshops and seminars for the employees which enables improvement on the district performance
	47.9
	19.8
	8.3
	16.5
	7.8
	2.15
	1.37

	Plan training programmes
	
	
	
	
	
	
	

	The district has got flexible schedules for employee training
	16.5
	52.9
	13.2
	11.6
	37.2
	2.37
	1.07

	The training programmes organized by the district human resource management are in line with the district’s need for performance improvement
	17.4
	14.0
	22.3
	9.1
	37.2
	2.37
	1.52

	The training programmes are equitable distributed to all employees
	57.9
	13.2
	19.8
	-
	9.1
	3.34
	1.51

	Implement training
	

	The trainings are facilitated within the district premises
	49.6
	12.4
	
	31.4
	6.6
	2.22
	1.50

	The trainings facilitated outside the district
	14.9
	40.5
	36.4
	8.3
	-
	2.33
	1.08

	The trainings facilitated by both external and internal facilitators
	33.1
	33.1
	16.5
	17.4
	-
	2.18
	1.40

	External trainings are carefully provided after assessing the need for new skills that will enable performance in the district
	39.7
	19.8
	16.5
	12.4
	11.6
	2.36
	0.83

	The district monitors the performance of trained employees to observe their impact on the district’s need for performance
	47.9
	19.8
	8.3
	12.4
	11.6
	2.38
	1.44


[bookmark: _Toc426378091][bookmark: _Toc426378166]Source: Primary Data 2018
In table 4.12, the researcher sought to establish views of the respondents on the relationship between employee training and local government performance, findings are presented below. In the first item, the researcher required the respondents to state whether the district provides employee trainings basing on the need to it; responses indicate that majority of the respondents 45.5% strongly agreed with the statement, 24.8% strongly disagreed with the statement, 13.2% disagreed, 12.4% just agreed with the statement while 4.1% were undecided. The tabulation revealed a mean of 2.5950 and standard deviation of 1.7106. Item two required the respondents to state whether the district provides all the necessary training materials; majority of the respondents 41.3% strongly agreed with the statement, 19.0% strongly disagreed with the statement, 13.2% disagreed with the statement, 13.2% agreed with the statement while another 13.2% were undecided. The tabulation revealed mean of 2.5537 and standard deviation of 15808.
Item three required the respondents to state whether the district sets up source to mobilize resources for employee training; 66.1% of the respondents strongly agreed with the statement, 15.7% agreed with the statement while 18.2% were undecided. The tabulation revealed mean of 1.5207 and standard deviation of 0.7863.
Item four required the respondents to state whether the district has equitable training and development opportunities for its employees hence improving the district performance. Majority of the respondents 39.7% strongly agreed with the statement, 28.9% were undecided, 16.5% agreed with the statement, 8.3% strongly disagreed while another 8.3% strongly disagreed with the statement. The tabulation revealed mean of 2.2562 and standard deviation of 1.2485. With item five, respondents were required to state whether the district provides employee capacity development training to enhance the district performance; majority of the respondents 47.9% strongly agreed with the statement, 16.5% disagreed with the statement, and 12.4% agreed with the statement, 11.6% were undecided, while another 11.6% strongly disagreed with the statement. Tabulation revealed a mean of 2.3140 and standard deviation of 1.4890.
Item six, required the respondents to state whether the management organizes workshops and seminars for the employees who enables improvement on the district performance; results show that majority of the respondents 47.9% strongly agreed with the statement, 19.8% agreed with the statement, 8.3% were undecided, 16.5% disagreed with the statement while 7.4% strongly disagreed with the statement. The tabulation revealed a mean of 2.1570 and standard deviation of 1.3724. Item seven sought to establish whether the district has got flexible schedules for employee training; majority of the respondents 52.9% agreed with the statement, 13.2% were undecided on this statement, 16.5% agreed with the statement, 11.6% disagreed with the statement while only 5.8% strongly disagreed with the statement. The tabulation revealed mean of 2.3719 and standard deviation of 1.0734.
Item eight required the respondents to state whether the training programmes organized by the district human resource management are in line with the district’s need for performance improvement; 17.4% of the respondents strongly agreed, 14.0% agreed, 22.3% were undecided, 9.1% disagreed while 37.2% strongly disagreed with the statement. The tabulation revealed mean of 2.3719 and standard deviation of 1.5204. In the ninth item nine, the researcher sought to know whether the training programmes are equitable distributed to all employees; 57.9% of the respondents strongly agreed with the statement, 13.2% agreed with the statement, 19.8% were undecided while 9.1% strongly disagreed with the statement. Tabulation of results revealed a mean of 3.3471 and standard deviation of 1.5137.
The tenth item required the respondents to state whether the trainings are facilitated within the district premises; 49.6% of the respondents strongly agreed to the statement, 12.4% agreed to the statement, 31.4% disagreed to the statement and 6.6% strongly disagreed with the statement. The tabulation revealed a mean of 2.2231 and standard deviation of 1.5021. Item eleven sought to establish whether the trainings facilitated outside the district; 14.9% strongly agreed with the statement, 40.5% agreed with the statement, 36.4% were undecided, while 8.3% disagreed with the statement. Tabulation of results revealed a mean of 2.3306 and standard deviation of 1.0801.
Item 12 required the respondents to state whether the trainings facilitated by both external and internal facilitators; 33.1% strongly agreed with the statement, to which another 33.1% agreed, 16.5% were undecided while 17.4% disagreed with the statement. 
Tabulation of results for item second last item revealed a mean of 2.3636 and standard deviation of 0.8393. The total number of respondents was 121 of which 39.7% strongly agreed, 19.8% agreed, 16.5% were undecided, 12.4% disagreed with the statement while 11.6% strongly agreed with the statement. The last statement called on the respondents to state whether the district monitors the performance of trained employees to observe their impact on the district’s need for performance; 47.9% of the respondents strongly agreed with the statement, 19.8 agreed with it, 8.3% were undecided, 12.4% disagreed while 11.6% strongly disagreed with the statement. Tabulation revealed a mean of 2.3802 and standard deviation of 1.4411.
Hypothesis Three: There is a significant relationship between employee training and local government performance
[bookmark: _Toc530659293][bookmark: _Toc530661011][bookmark: _Toc530676567][bookmark: _Toc531250553]Pearson correlation coefficient was used to verify the hypothesis and the results of the hypothesis are given below.
[bookmark: _Toc531424948][bookmark: _Toc1304535]Table 4.13: Correlation matrix for the relationship between employee training and local government performance
	Correlations

	
	
	Employee training
	Local Government performance

	Employee training
	Pearson Correlation
	1
	.366**

	
	Sig. (2-tailed)
	
	.000

	
	N
	120
	120

	Local Government performance
	Pearson Correlation
	.366**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	120
	120

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


Source: primary data (2018)                                                       N=121
[bookmark: _Toc534497365][bookmark: _Toc432159370][bookmark: _Toc434074443][bookmark: _Toc437416209]The results show that the correlation coefficient is 0.366 and its significance level 0.000. This implied that employee training influence the local government performance in Buikwe District. Therefore according to the results there is a positive relationship between employee training and local government performance in Buikwe District. Therefore, the alternative hypothesis that was earlier postulated is upheld (H3 upheld).
Regression was further done to determine the strength of the relationship between employee training and local government performance. Results are presented in the table 4.14.

[bookmark: _Toc534500400][bookmark: _Toc530659294][bookmark: _Toc530661012][bookmark: _Toc530676568][bookmark: _Toc531250554][bookmark: _Toc531424949][bookmark: _Toc1304536]Table 4.14: Regression Analysis for employee training and Local Government performance 
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.331(a)
	.662
	.338
	2.5400


a Predictors: (Constant), civil society roles                                         N=121
       Source: primary data (2015)                                                              
The coefficient of determination (Adjusted R square) value is 0.338; this implied that employee training explained only 33.8% of the performance of local government. From all the results, the alternate hypothesis earlier postulated that stated that there is a significant relationship between employee training and local government performance in Buikwe District is therefore upheld (H3 upheld).
[bookmark: _Toc530647183]

[bookmark: _Toc1304537]CHAPTER FIVE
[bookmark: _Toc329256822][bookmark: _Toc377312847][bookmark: _Toc377313007][bookmark: _Toc377313279][bookmark: _Toc367745532][bookmark: _Toc502953502][bookmark: _Toc391473591][bookmark: _Toc437416214][bookmark: _Toc530647184][bookmark: _Toc1304538]SUMMARY, DISCUSSION, CONCLUSION AND RECOMMENDATIONS
[bookmark: _Toc329256823][bookmark: _Toc377312848][bookmark: _Toc377313008][bookmark: _Toc377313280][bookmark: _Toc367745533][bookmark: _Toc502953503][bookmark: _Toc391473592][bookmark: _Toc437416215][bookmark: _Toc530647185][bookmark: _Toc1304539]5.1 Introduction
[bookmark: _Toc502953504][bookmark: _Toc391473593]The study examined the relationship between human resource management practices and the performance of local governments in Uganda taking a case of Buikwe District Local Government. This chapter presents the summary of findings, discussion of the result, conclusions, and recommendations.  
[bookmark: _Toc437416216][bookmark: _Toc530647186][bookmark: _Toc1304540]5.2 Summary of Findings 
[bookmark: _Toc367745534][bookmark: _Toc502953505][bookmark: _Toc391473594][bookmark: _Toc437416217][bookmark: _Toc530647187][bookmark: _Toc1304541][bookmark: _Toc367745535][bookmark: _Toc502953506][bookmark: _Toc391473595]5.2.1 The influence of recruitment practices to Local Government performance
[bookmark: _Toc437416218][bookmark: _Toc534527930][bookmark: _Toc534497374][bookmark: _Toc432159379][bookmark: _Toc434074452][bookmark: _Toc534527931]The study findings revealed that recruitment practices influence performance of Buikwe District local government. Hence, there is a positive significant relationship between recruitment practices and local government performance. 
[bookmark: _Toc437416219][bookmark: _Toc530647188][bookmark: _Toc1304542]5.2.2 The extent at which motivation influence local government performance
[bookmark: _Toc437416220][bookmark: _Toc502953507][bookmark: _Toc391473596][bookmark: _Toc534527934][bookmark: _Toc534497377][bookmark: _Toc432159382][bookmark: _Toc434074455][bookmark: _Toc329256824][bookmark: _Toc377312849][bookmark: _Toc377313009][bookmark: _Toc377313281][bookmark: _Toc367745537][bookmark: _Toc502953508][bookmark: _Toc391473597]The study findings revealed that motivation influences performance in Buikwe District local government. Therefore, according to the results, there is a positive significant relationship between motivation and local government performance. 
[bookmark: _Toc437416221][bookmark: _Toc530647189][bookmark: _Toc1304543]5.2.3 The relationship between employee training and local government performance
[bookmark: _Toc437416222][bookmark: _Toc534497380][bookmark: _Toc432159385][bookmark: _Toc434074458]The study findings suggested that employee training influence the performance in Buikwe District local government. There is, therefore, a positive significant relationship between employee training and Local Government Performance.

[bookmark: _Toc437416225][bookmark: _Toc530647190][bookmark: _Toc1304544]5.3 Discussion of the Findings.
This subsection presents the discussion of the findings according to the study research objectives.
[bookmark: _Toc437416226][bookmark: _Toc530647191][bookmark: _Toc1304545]5.3.1 The Recruitment practices and Local Government performance.
Findings revealed that there is a positive significant relationship between recruitment practices and local government performance. This entails identifying the need, defining requirement, candidate attraction, application shifting, interviewing and testing, assessing candidates, obtaining references, checking applications, offering employment and follow- up (Armstrong, 2014). 
Findings showed that in Buikwe DLG, just like in many districts of Uganda, public service is rarely seen as the immediate attractive employer, due to uncompetitive salaries, except for those people/graduates who have a commitment to public service. The finding agrees with Armstrong’s (2009), where he notes that highly skilled, competent and professional workers tend to prefer working with Private Sector, due to the successful organizational marketing by the recruiters and their open and competitive recruitment practices.  
Bitarabeho (2005), in agreement with the study findings argues that,  most human resources that joins  Public Service and local governments in particular  do not spend long periods work with the sector but they either return to school or go to other sector after acquiring necessary skills and experience that is essential on market. Bitarabeho, (2005) continues to point out in support of the study findings that new recruitment approaches are being embraced in Public sector jurisdictions. Although in many territories, recruitment strategies are still manual, automated are prevalent and mechanisms to support its use are being put in place. All these strategies in place with the objective of recruiting the most qualified and committed employees.
[bookmark: _Toc530647192][bookmark: _Toc1304546]5.3.2 Motivation and Local Government performance
It was established that there is a positive significant relationship between motivation and local government performance. Agreeing with the study findings Black and Porter, (2009), defines motivation as a set of energising, directing and behaviour sustaining forces in an organization. Still in agreement with the study findings, the scholars continue to note that these forces influence the commitment feeling to help people develop argue to achieve their desired goals.  
Armstrong (2010) argued in agreement with the study findings that when a work is rewarded, he/she gets motivated and increase on his/her performance.  Armstrong (2010) opined in support of the study findings stated that financial rewards such as pay and benefits is not the only meaning of reward management, but it also involves non-financial rewards such as recognition, increased job opportunities and many others. During the study it was revealed that intrinsic and extrinsic motivation helps to increase on the performance of Local Government in our case Buikwe Local Government.
[bookmark: _Toc530647193][bookmark: _Toc1304547]5.3.3 The Relationship between employee training and local government performance
Findings revealed that there is a positive significant relationship between employee training and local government performance.  Armstrong, (2014), supports the study findings by asserting that training has a great impact in the kind of business which is competitive and challenging. Training enhances the need for fluency and smooth functioning of work, hence leading to employee quality work life and the development of organization.
Training is dived into types, that is to say; on-job- training which the study findings revealed was being carried out by Buikwe District local government and it was found to influence positively the performance of the district. The study found out that Buikwe district local government conducts trainings  through workshops to better the skill levels of the employees and this helps to improve on the performance of the district, this was supported by Kaikami (2013) when he stated that off-the- job training which also done through experiential exercises, programmed instructions, audio- visual method, class room lectures, conference/ discussion  method, simulation exercises, business games, workshop / seminars case study method, vestibule training, behavioral modeling, computer modeling, role playing,  that helps to increase on the organizational level of performance.
The MoLG (2013) agreed with the study findings on the role of employee training and local government performance and its importance was embedded in the National Local Government Capacity Building Policy (2005) which provides framework in which both elected and appointed officials of Local Government received training and acquired skills. This is intended to improve on the performance levels of the local governments in Uganda. 
[bookmark: _Toc530647194][bookmark: _Toc1304548]5.4 Conclusions
[bookmark: _Toc437416231][bookmark: _Toc530647195][bookmark: _Toc1304549]5.4.1 The Recruitment practices and Local Government performance.
The study concluded that without proper recruitment practices, incompetent staff will be recruited and negatively affect the local government performance. Therefore, recruitment practices have a relationship with local government performance.
[bookmark: _Toc530647196][bookmark: _Toc1304550][bookmark: _Toc437416232][bookmark: _Toc432159399][bookmark: _Toc434074471][bookmark: _Toc534497396]5.4.2 Motivation and Local Government performance.  
Whereas the district employees get a salary, this alone cannot motivate the district employees to perform. Although wages are still important for staff motivation, nonmonetary incentives are as well essential. It was therefore concluded that recognition of the achievements and contribution of employees can motivate them and increase their performance. 
[bookmark: _Toc437416233][bookmark: _Toc530647197][bookmark: _Toc1304551]5.4.3 The Relationship between employee training and local government performance
Employee training includes identifying training needs; plan training programmes and implement training. The study concluded that employee training was one of the key elements that can bring about employee motivation and enhance Local Government performance. 
[bookmark: _Toc437416236][bookmark: _Toc530647198][bookmark: _Toc1304552]5.5 Recommendations
[bookmark: _Toc534497401][bookmark: _Toc437416237]The study recommended as follows:
[bookmark: _Toc437416238][bookmark: _Toc530647199][bookmark: _Toc1304553]5.5.1 The Recruitment practices and Local Government performance
· The District management team together with the District service commission need to make clear job description to attract suitable qualified candidates for position in the district, this will improve the district performance
· The District management with the district service commission need to put in place a rigorous selection criterion that will help to select and recruit qualified employees that will improve district performance.
· Corruption among the District service commission need to be fought so that the rightful candidates are selected to take up positions in the district, this will improve the district performance.
· [bookmark: _Toc437416244]Political favouritism together with tribalism and nepotism need to be fought in the District Service Commission to ensure high performance of local governments.
[bookmark: _Toc530647200][bookmark: _Toc1304554]5.5.2 Motivation and Local Government performance.  
· The District management and political leadership need to recognize the achievements and contributions of employees to motivate them to perform.
· The district management need to organize capacity development meetings for the employees; this will help them to perform better.
· The district management need to organizes workshops and seminars to help employees improve on the district performance
· The district leadership need to maintain a good relationship with other employees so that local government performance is improved
[bookmark: _Toc530647201][bookmark: _Toc1304555]5.5.3 The Relationship between employee training and local government performance
· Management need to identify training that matches the specific needs of your staff and business goals you can carry out a training needs analysis (TNA). This method helps in identifying the requirement of a specific training basing on the available resources. It involves training needs evaluation and assessing priority areas for training at deferent levels of the organization. Training needs analysis forms the first step of the training development cycle and it will help in improving the performance of the Local Government.
· Management need to plan the training programs to ensure that they are effective and improve the district performance. A detailed place for the essential of the training is needed to developed first, before a training is conducted, the objectives to be achieved are also supposed to be analysed for efficiency and the way of achieving the underlying objectives are supposed to be clear and the guidelines to be followed by the trainers are supposed to be clear for effectiveness.
[bookmark: _Toc1304556][bookmark: _Toc530647202]5.6 Limitations of the Study
The fact that the research was conducted among Local Government employees including those who are field based such as the Community Development Officers (CDOs), Health workers and veterinary officer, it was somehow complicated because it was hard to find them at the officer due to the nature of their work. The CDOs always move in the morning to farmer groups and the groups that benefited in the Community driven development program (CDD), the health workers move out for research. It was also hard to reach in certain areas due to poor road, and this resulted into high costs in terms of transport. Such areas include; Ssi- Bukunja Sub county and even the district is hard during rainy seasons yet a lot information was needed from Local Government employees in such areas. Some employees were not willing to give in the information and their fear was that previously, they helped to give masters researchers information, but most of them set their questionnaires with difficult questions. However the researcher assured that that the questionnaires are easy to fill and questions are easy to answer and at the end the researcher was able to obtain the necessary information.
5.7 Contribution of the study
The study has made a positive contribution to the existing body of knowledge in the field of human resource management practices and performance of not only Local Government but even public and private organization, this has been done in the process of achieving the objectives of the study. The study has also helped the management of Buikwe Local Government to discover the challenges with their human resource management department and to diverse the best strategies of working upon those challenges.
Basing on the empirical finding, the study has discovered that Local Governments, Buikwe district in particular still face challenges in recruitment of skilled employees, retention of employees due to inappropriate motivation criteria and poor training needs assessment. The study therefore has enhanced the management about the best understanding of human resource management practices such as proper recruitment criteria, motivation and employee training following the training needs assessment criteria that will improve the performance of Buikwe district Local government. 
5.8 Recommendations for further studies
There is need to research on the influence of recruitment and selection on organizational performance, reward management and organizational performance, Human Resource management information system (HMIS) and Local Government performance and the effect employee behaviours on organizational performance.

[bookmark: _Toc530647203][bookmark: _Toc1304557]REFERENCES
Al Madi, Faisal. (2017). The Impact of Employee Motivation on Organizational Commitment.  European Journal of Business and Management. 19. 134-145.
Armstrong, M. & Taylor, S. (2014). Hand Book of Human Resource Management Practice, UK: Kogan Page Limited.
Armstrong, M. (2010).Hand Book of Human Resource Management Practices; 11th Edition, UK: Emerald Group Publishing Limited
Bamberger, M. (1988). The Role of Community Participation in Development Planning and Project Management, United States of America: The International Bank for Reconstruction and Development / the World Bank 1818 H Street, N.W. Washington,  D.C. 20433, U.S.A. 
 Ministry of Finance, Planning and Economic Development. (2017). BMAU ‘Briefing Paper (5/17).’ Are Public Financial Management Reforms working for Local Governments? P.O  Box 8147, Kampala
Brink, H.I. (1993). Validity and Reliability in Qualitative Research, South Africa: UNISA.
Bryman, A. & Cramer, D. (1999). Quantitative Data Analysis with SPSS Release 8 for Windows;  a Guide for Social Scientists, London: Routledge.
Buikwe District Local Government; District Development Plan (DDP II) 2015/16 – 2019/20 Lacey, A. & Luff, D. (2007). Danish Institute for International Studies
Donagh, M.M. (2015). The Evolution Of Human Resource Management 
Fourie, D.J., Kakumba, U. (2011). Assessing the Role and Capacity of Civil Society Organizations in Holding Local Government Accountable in Uganda. African Journal of Public Affairs. 
Guest, D. (2013. Current Development in Theory and Research on Human Resource Management: Retrieved on 13, March, 2017 from www.anzan.org.

Gusdorf, M. (2008). Recruitment and Selection: Hiring the Right Person, Society for Human Resource Management. SHR M Academic Initiatives. 1800 Duke Street, Alexandria,                 VA 22314, USA.  www.shrm.org/hreducation
Harish, H.T. (2014) Interview Method in Research: Retrieved on 14, July, 2017 from www.slideshare.net.
Hauff, S. Alewell, D. & Hassen, N.K. (2014). HRM Systems between Control and Commitment: Occurrence, Characteristics and Effects on HRM outcomes and Firm performance. HumanResource Management Journal, Vol 24, no 4, 2014, pages 424–44
Kakumba, U. (2009). Local Government Structure and Systems in Uganda, South Africa: University of Pretoria.
Kankumba, U. & Fennell, S. (2014). Human Resource Retention in Local Government: Review of Uganda’s Policy and Institutional Mechanisms, Loyola Journal of Social Sciences, Vol.XXIX, No.2, July-Dec 2014
Keane, J. (1998). Civil Society, Definitions and Approaches, UK: The University of Westminster, W1T 3UW, London.
Kimmula, J. (2016). Buikwe District Local Government Profile:  Presented to His Excellency the President of the Republic of Uganda on 9th June 2016 (National Heroes’ day Celebrations Held in SSI – Bukunja Sub County), www.buikwe.go.ug
Lambright, M.S (Ed). (2011) Decentralization in Uganda. Explaining Successes and Failures in Local Governance, USA: A division of Lynne Rienner Publishers, Inc. 
Lavrakas, P.J. (2008). Encyclopedia of Survey Research Methods methods.sagepub.com/reference/encyclopedia-of-survey-research-methods/n507.xml
MoLGo. (2005). National Local Government Capacity Building Policy (NLGCBP)  Draft: Republic of Uganda.
Mugenda, O.M. & Mugenda, A.G. (2003) Research Methods: Quantitative and Qualitative Approaches, Nairobi: Acts press
Mukwaya, J. & Kimmula, (2015). District Development Plan (DDP II) 2015/16 – 2019/20: Buikwe District Local Government
Nabaho, L. & Kiiza, A. (2013). Human Resource Management in Local Governments: An analysis of Recruitment and Selection Practices in Uganda. Uganda: The Journal of African & Asian Local Government Studies. http://www.academia.edu.
Njovu, F.B. (2013) Experience of Decentralized and Centralized Recruitment Systems in Local Government Authorities of Tanzania: A Case Study of Two Local Governments Authorities in Morogoro Region, Netherland: Institute of Social Studies
Olsen, J. E. & Martins, L. L. (2012). Understanding Organizational Diversity Management Programs: A theoretical framework and directions for future Research. Journal of Organizational Behavior, 33(8), 1168-1187
Osibanjo,A.O. & Adeniji, A.A. (2012). Human Resource Management: Theory & Practice, Pumark Nigeria Limited (Educational Publishers)
Polit, D.F. & Beck, C.T. (2006). The Content Validity Index: Are You Sure You Know What’s Being Reported? Critique and Recommendations, Australia: Humanalysis, Inc., 75 Clinton Street, Saratoga Springs, NY 12866 and Grifﬁth University School ofNursing, Gold Coast, Australia. www.interscience.wiley.com
Ross, L. (2008). Budgeting, London: The Chartered Institute of Management Accountants, 26 Chapter Street London SW1P 4NP United Kingdom
Segismundo, M. C. D. (2017). Organizational Communication Efficiency Assessment Scale for Senior College Students: A Factor Analysis. International Journal of Scientific Research in Education, 10(4), 300-317. http://www.ijsre.com 
Shapiro, J. (2001). Overview of Planning,South Africa: CIVICUS: World Alliance for Citizen Participation 24 Pim Street, corner Quinn Street Newtown, Johannesburg.
The Young Leaders Think Tank for Policy Alternatives. (2011). Employment Policies for Uganda; Young Leaders Perspectives, Uganda: Konrad- Adenauer- Shifting.
Therkildsen, O., Tidemand, P, et al. (2007). Staff Management and Organisational Performance in Tanzania and Uganda: Public Servant Perspectives
Vaismoradi M, et.al. (2016). Theme development in qualitative content analysis and thematic analysis. Journal of Nursing Education and Practice. Retrieved on 8th/ January/ 2018,from http://dx.doi.org/10.5430/jnep.v6n5p100
Wignaraja, K. & Balassanian, D.  (2006). Mutual Accountability Mechanisms: Accountability, Voice, and Responsiveness: Capacity Development Group Bureau for Development Policy United Nations Development Programme.
Witkin, B.R & Altschuld, J.W. (1995). Planning and Conducting Ne1eds Assessments:   A   Practical Guide. Sage Publications, Inc

[bookmark: _Toc525917409][bookmark: _Toc530647204][bookmark: _Toc1304558]APPENDIX I
APPENDIX 1: QUESTIONNAIRE FOR EMPLOYEES OF BUIKWE LOCAL GOVERNMENT
I am Bumpenje Paul from Uganda Management Institute (UMI) pursuing a Master’s degree in Public Administration and Management and conducting a study to explore the effect of Human Resource Management practices (HRM practices) and performance of Local Governments in Uganda: A case study of Buikwe District Local Government.  You are kindly requested to answer the following questions according to your own perception in relation to Human Resource Management practices and the performance of Local Government in Uganda. All the information you provide will be treated with a high confidentiality. Thanks for your response.
Yours Sincerely,
Bumpenje Paul                                                    
RESEARCHER
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Please tick          on option that is the most appropriate to you. √


1.  Gender      Male 	    Female 

2.   Marital status
     Married	     Single         Divorced 	    Separated	     Widowed  
3. Age group
     Below 20          20-30        31-40   	      41-50         51 and above 




4. Level of education
   Primary        ‘O’ Level       ‘A’ Level      Certificate       Diploma         Degree      Postgraduate
5.  Salary Scales
    U1                   U2                    U3                      U4                    U5 and below

6. Years of service in Buikwe district Local Goevrnment
    Less than   2 years         2-5            5- 10            10 and above 

SECTION B: RECRUITMENT AND LOCAL GOVERNMENT PERFORMANCE
By ticking    (√) on option showing the extent to which you agree or disagree with the statement on recruitment and Buikwe district Loc al Government performance 
(5) = strongly agree, (4) = agree, (3) = No comment, (2) = disagree, (1) = strongly disagree 
	No.
	Scale
	5
	4
	3
	2
	1

	                              Attracting candidates

	1
	The management attract suitable qualified candidates for positions.
	
	
	
	
	

	2
	The attraction of suitable qualified candidates helps to improve on the district performance.
	
	
	
	
	

	3
	The requirements for positions are clearly indicated while attracting candidates.
	
	
	
	
	

	                              Employee selection

	4
	The management has put up selection methods that are in line future performance of the district.
	
	
	
	
	

	5
	The management set enough time for employee selection which can enable the district to have right employees.
	
	
	
	
	

	6
	The set up standards for employee selection are being followed by the selecting team.
	
	
	
	
	

	7
	There are potential equal opportunities problems like discrimination and corruption during selection period. 
	
	
	
	
	

	                          Offering employment

	8
	Employment is offered to the most suitable qualified candidates in Buikwe district.
	
	
	
	
	

	9
	Once the selection is made, successful candidates are informed earlier for better preparations.
	
	
	
	
	

	10
	Performance inductions are curried out on offering jobs to new employees.
	
	
	
	
	



SECTION C: MOTIVATION AND LOCAL GOVERNMENT (LG) PERFORMANCE 
By ticking    (√) on option showing the extent to which you agree or disagree with the statement on motivation and Buikwe district Loc al Government performance 
(5) = strongly agree, (4) = agree, (3) = No comment, (2) = disagree, (1) = strongly disagree 
	No.
	Scale 
	5
	4
	3
	2
	1

	                      Intrinsic motivation 

	1
	The management recognizes the achievements and contributions of employees.
	
	
	
	
	

	2
	The district has set up avenues for career development.
	
	
	
	
	

	3
	The district organizes capacity development meetings for the employees.
	
	
	
	
	

	4
	The district provides avenues for work life balance for the employees to perform better.
	
	
	
	
	

	5
	The district organizes workshops and seminars to help employees improve on the district performance.
	
	
	
	
	

	6
	There is a good relationship between managers and other employees.
	
	
	
	
	

	7
	The district has provided a favourable working condition to employees hence improving the district performance.
	
	
	
	
	

	8
	The district has provided employees with requirements that enhance its performance.

	
	
	
	
	

	                            Extrinsic motivation

	9
	The salary structure attracts the employees and enables them to work towards improving the district performance.
	
	
	
	
	

	10
	The allowances given to employees enable them to work hard toward improving the district performance.
	
	
	
	
	

	11
	The district provides employees with promotion opportunities that enhance improvement on its performance.
	
	
	
	
	

	12
	Provision of work vehicles and motorcycles plus other tangible gifts increases employee morale for work hence improving the district performance.  
	
	
	
	
	



SECTION D: EMPLOYEE TRAINING AND LOCAL GOVERNMENT PERFORMANCE
By ticking    (√) on option showing the extent to which you agree or disagree with the statement on employee training and Buikwe district Loc al Government performance 
(5) = strongly agree, (4) = agree, (3) = No comment, (2) = disagree, (1) = strongly disagree 
	No.
	Scale 
	5
	4
	3
	2
	1

	                       Identify training needs

	1
	The district provides employee trainings basing on the need to it.
	
	
	
	
	

	2
	The district provides all the necessary training materials.
	
	
	
	
	

	3
	The district sets up source to mobilize resources for employee trainings.
	
	
	
	
	

	4
	The district has equitable training and development opportunities for its employees hence improving the district performance.
	
	
	
	
	

	5
	The district provides employee capacity development training to enhance the district performance.
	
	
	
	
	

	6
	The management organizes workshops and seminars for the employees which enables improvement on the district performance.
	
	
	
	
	

	                          Plan training programmes

	7
	The district has got flexible schedules for employee training.
	
	
	
	
	

	8
	The training programmes organized by the district human resource management are in line with the district’s need for performance improvement.
	
	
	
	
	

	9
	The training programmes are equitable distributed to all employees.
	
	
	
	
	

	                            Implement training

	10
	The trainings are facilitated within the district premises.
	
	
	
	
	

	11
	The trainings facilitated outside the district.
	
	
	
	
	

	12
	Trainings are facilitated by both external and internal facilitators.
	
	
	
	
	

	13
	External trainings are carefully provided after assessing the need for new skills that will enable performance in the district.
	
	
	
	
	

	14
	The district monitors the performance of trained employees to observe their impact on the district’s need for performance.
	
	
	
	
	



SECTION E: PERFORMABNCE IN LOCAL GOVERNMENT  
By ticking (√) on option showing the extent to which you agree or disagree with the statements on Buikwe district Loc al Government performance.
(5) = strongly agree, (4) = agree, (3) = No comment, (2) = disagree, (1) = strongly disagree 
	No.
	Scale 
	5
	4
	3
	2
	1

	                      Customer satisfaction 

	1
	The district has an open communication channels for all stakeholders.
	
	
	
	
	

	2
	The district allows the community to access some information for accountability purposes.
	
	
	
	
	

	3
	The district accepts community complaints and work upon solving them.
	
	
	
	
	

	4
	The district provides quality services to all communities without discrimination.
	
	
	
	
	

	                            Financial performance 

	5
	The district is able to meet the short-term financial obligations in timely manner.
	
	
	
	
	

	6
	The district has set up assets that help to improve its financial channels.
	
	
	
	
	

	7
	The district has stable economic conditions.
	
	
	
	
	

	8
	The district has adequate source of revenue.
	
	
	
	
	

	9
	The district involves the community member while setting the district budget plan
	
	
	
	
	

	                                Internal business process

	10
	The district develops new programmes for service delivery that are in line with the community needs.
	
	
	
	
	


   
	11
	The district carries out innovation in the existing systems of service delivery.
	
	
	
	

	12
	The district has put strategies for improving speed in service delivery.
	
	
	
	

	13
	The district has made strategies to reduce on operational costs and efficiency
	
	
	
	

	                                   Learning and growth

	14
	The district employees obtain skills necessary for learning and growth strategy
	
	
	
	

	15
	The district facilitates employees to gain a better understanding of some of the organization’s aspects of learning and growth.
	
	
	
	

	16
	The district has an information  system  to execute the learning and growth strategy effectively
	
	
	
	

	17
	The learning and growth strategy is well explained to employees in the district
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Topic: Human Resource Management Practices and Performance in Local Government
1. a) In your view, how does recruitment influence performance in the district? 
b) How does the district suitable qualified attract candidates for employment positions? 
       Which criteria does the district use to select candidates for positions?
c) Which procedures are used to offer employment to rightful candidates in Buikwe District Local government? 
2. In your opinion, can motivation improve the district performance? 
     If yes, why? 
  How does intrinsic motivation improve on the district’s performance?
a) How does extrinsic motivation improve the district’s performance?
b) Does Buikwe district motivate its employees?  
   If yes, how? 
3. In your view, how does employee training improve on the district’s performance?
a) Which procedures are used by the district to identify training needs?
b) How does the district organize training programmes for its employees
c) What criteria are used by the district to implement employee trainings
4. How does the implementation of employee trainings affect performance in Local Government? 
5. How does recruitment improve customer satisfaction in Buikwe district?
6. According to you, can recruitment affect financial performance? 
If yes, how?
7. In your opinion, how does motivation improve on internal business process?  
8. In which way can employee training influence learning and growth in the district?
9. In your opinion, how does motivation improve on financial performance?
10.  Are there other ways of managing performance in Local government apart from Human Resource Management practices?
a) If yes, what are they?
b) How are they influence the district’s performance?
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DOCUMENTARY CHECKLIST
1. Annual District Performance Report.
2. Annual District Planning Committee Report.
3. Employee Salary Scale and structure.
4. Human Resource Employment Reports and job advertisement Reports.
5. Employee daily attendance registration book.
6. District Service Commission Report	   	

