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Abstract

Background:
This study was about Job Satisfaction and Employee Performance in Local Government using

Kyankwanzi District by establishing the link between promotion and employee attitude, working con-
ditions and employee attendance, the relationship with supervisor and duration in service.
Methodology:
The researcher adopted a correlational, descriptive and cross-sectional survey design. Both qualita-

tive and quantitative approaches were used. A sample of 63 respondents was selected using Krejcie
& Morgan’s (1970) table from a population of 75. The researcher employed simple random sampling,
purposive sampling, quota sampling and convenience sampling to select respondents who participated
in the study in order to eliminate bias. The instruments of data collection the researcher used include
questionnaire, interview guide and documentary review.
Results:
The study established that male respondents dominated the study with 70% response followed by

their female counterpart who comprised of 30%. Also the findings revealed that there was a relationship
between job satisfaction (independent variable) and employee attendance (dependent variable). It
shows a correlation coefficient of r= 0.840.
Conclusion:
This implies that there is a significant (0.000) positive relationship between job satisfaction and

employee attendance at Kyankwanzi District Local Government.
Recommendations:
Future studies should be centered on staff training and poor service delivery in newly elevated cities

focusing on political manipulation, corruption and lack of accountability and transparency.
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1. Background:

Job satisfaction refers to the assessment of em-
ployees feel about their jobs. It is a critical as-
pect of making employees more productive, inno-
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vative and committed(Ocen, Francis, & Angun-
daru, 2017). There are various internal and ex-
ternal factors that affect the workers job satisfac-
tion. Though, similar facilities are provided to all
the employees in government sector, the level of
satisfaction can vary at the individual level. The
scope of the present study is limited to analyz-
ing the job satisfaction among the employees of
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Kyankwanzi district local government.

1.1. Historical Background of the study

Job satisfaction refers to "feelings or affec-
tive responses to facets of the (workplace) situ-
ation"(Tizikara & Mugizi, 2017). Job satisfaction
is a phenomenon best described as having both
thoughts and feeling of a character and thus Brief
and Weiss (2002) suggest that employee reports
can be used to measure job satisfaction and the
affective experiences while on the job. In other
words, employee job satisfaction is the affective
state of employees regarding multiple facets of
their jobs so job satisfaction comprises employee
feelings and actions regarding multiple aspects of
the job (Musinguzi et al., 2018). The cognitive
component of job satisfaction is made up of judg-
ments and beliefs about the job whereas the affec-
tive component comprises feelings and emotions
associated with the job (Msuya, 2016).

According to Armstrong (2006), he described
job satisfaction as the attitude and feeling em-
ployees have towards their job. The feelings and
attitudes are divided into two categories which
are the positive and negative attitudes. Pleas-
ant feelings and positive attitudes tend to show
that employees are satisfied-while negative and
unpleasant feelings exhibit dissatisfaction of em-
ployees (Nyamubi, 2017). Motowidlo (2003) de-
fines job performance as the total expected value
to the organization of discrete behavioral episodes
that an individual carries out over a standard pe-
riod of time. Usually employees who are able to
perform better will have higher priority in being
hired compared to those low performers. Accord-
ing to Pushpakumari (2008) a great effort is neces-
sary for the employees to attain high performance
in jobs. When the employees are satisfied with
their jobs, they tend to be motivated, are will-
ing to put more effort and commit more in their
jobs. This then leads to the attainment of the
organization’s goals. In simple words, employees’
job satisfaction plays an important role towards
the successfulness of an organization, particularly
in achieving higher level of employee’s job per-
formance. Therefore, achieving a high level of
employee performance is considered the common

goal for many organizations hence the need to
look for the compelling factors that lead to this
performance (Kyumana, 2017).

Employee performance is a challenge in most
organizations especially in the bid of adopt-
ing effective ways to motivate employees to
achieve and deliver higher job performance as
well as increase the organizational competitive-
ness (Naburi, 2017). The deteriorating level of
employee performance in organizations is fast
becoming a serious threat to survival of orga-
nizations which needs urgent attention. It is
therefore believed that employee performance
is instrumental to organizational growth and
profitability hence organisational performance
(Khamisa, Peltzer, Ilic, & Oldenburg, 2016)

Kyankwanzi District was originally part of Ki-
boga District but was curved out in 2010. The
reasons given for forming the district included the
long distances that residents had to travel to ac-
cess district services at Kiboga district local gov-
ernment (Ssenyonjo, 2017).

1.2. Theoretical Background

This study adopted the Locke’s Value theory of
1976. This theory clarifies that the impact of the
various factors of job satisfaction can be deter-
mined by how much value an organization places
on its employees through factors like the manager
employee relations and how much attention the
organization gives when an employee faces per-
sonal challenges (Weckstén, Frick, Sjöström, &
Järpe, 2016). He says, if an organization knows
the value placed on each factor, the greater the
shift in satisfaction changes that will be produced.
This theory also advocates that if too much value
is placed on a particular factor, stronger feel-
ings of dissatisfaction will occur. Locke’s theory
is therefore multifaceted and greatly specific for
each individual. This can be illustrated in the
following example: Two employees that perform
the same task at the same place of work may expe-
rience the same level of satisfaction but in totally
different ways. The one employee may be strongly
influenced by the physical aspects of the job whilst
the other employee may be influenced by the
challenge and variation inherent in the job (Ben-
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Chaim, 2017). In contrast, Baron and Greenberg
(2003) argue that although Locke’s theory has not
been extensively researched, a great amount of
emphasis placed on values alludes that job sat-
isfaction may rise from factors. This theory as
well is Significant to this study as it is essential to
guide in determining the factors that contribute
towards the varying degrees of job satisfaction or
job dissatisfaction.

1.3. Conceptual Perspective
The Independent Variable of this study is Job

satisfaction, employee satisfaction or work sat-
isfaction is a measure of workers’ contentedness
with their job, whether they like the job or indi-
vidual aspects or facets of jobs, such as nature of
work or supervision. Job satisfaction can be mea-
sured in cognitive, affective, and behavioral com-
ponents. Job satisfaction is defined as the extent
to which an employee feels self-motivated, content
& satisfied with his/her job. Job satisfaction hap-
pens when an employee feels that he/she is hav-
ing job stability, career growth and a comfortable
work life balance. This implies that the employee
is having satisfaction at job as the work meets
the expectations of the individual (Andrews, et
al., 2010).

Job satisfaction is defined as the level of con-
tentment employees feel with their job. This goes
beyond their daily duties to cover satisfaction
with team members/managers, satisfaction with
organizational policies, and the impact of their
job on employees’ personal lives (Paais, 2020). It
is a measure of workers’ contentedness with their
job, whether they like the job or individual as-
pects or facets of jobs, such as nature of work
or supervision. Job satisfaction can be measured
in cognitive, affective, and behavioral components
(Badrianto, 2020).

There are a lot of factors which go together to
ensure high job satisfaction rates in a company.
To begin with hygiene factors, good pay, work life
balance, perks, leaves etc. play a very important
role in making sure that the employee is content
in the job(Sabuhari, 2020). Job satisfaction can
be a relative term as it may depend on an in-
dividual’s perception but overall job satisfaction

can be judged through various indirect param-
eters like productivity, attrition rate, employee
feedback etc. It may also differ from industry to
industry. The measurement or perception of job
satisfaction may be different from IT sector when
compared to manufacturing sector (Ramli, 2019).

The Dependent Variable of this study is em-
ployee performance; therefore, an employee’s job
performance is very vital to the organization. The
development of an organization is majorly the
contribution of its employee’s performance (Daft
and Marci, 2011). Therefore, it’s important to in-
vestigate how best an employee can get satisfied
with their job so as to solve service delivery prob-
lems. Otherwise unsatisfied employee cannot do
the best for the organization. The ability of an or-
ganization to attain its objectives relies heavily on
the productivity levels of the individual employee.
Subsequently, individual employee performance is
integral in attaining organization objectives Xiao-
jun, (2017). Employee Performance depends on
the level of motivation each individual is exposed
to in the organization. Job tasks that are deemed
interesting motivate employees and they perform
better in such jobs (Menges et al., 2017).

There is extensive empirical evidence linking
intrinsic motivation to better Employee Perfor-
mance among employees.Intrinsic motivation cor-
relates with improved Employee Performance as
the employees are more industrious and smarter in
terms of how they handle different tasks (Menges
et al., 2017). Consequently, improved produc-
tivity leads to an increase in the profitability
of the organization. Employee Performance can
be measured through assessment by supervisors
or through objective performance data such as
sales volume (Xiaojun, 2017). Measuring Em-
ployee Performance is vital as it helps deter-
mine whether the organization is utilizing fully
the skills and competencies of the employees
(Roberts, 2020). Employee Performance includes
aspects such as core task behaviours, counter-
productive behaviours and citizenship behaviours
(Feldman, 2009). Core task performance defines
basic duties that are required in a particular job
while citizenship performance defines the extra
behaviors that employees may engage in job tasks

December 29, 2022



beyond their beyond their core tasks. Citizenship
performance promotes and heightens effectiveness
in an organization (Ariani, 2013). On the other
hand, counterproductive performance by an em-
ployee defines voluntary behaviour that can harm
the status of the organization.

Banerjee and Mehta, (2016) asserts that per-
formance levels of dissatisfied employees are poor
since there is a high rate of absenteeism among
such employees. Moreover, such employees are
characterized by increased rate of errors in their
work, poor concentration and planning. These
exacerbate the negative performance of the em-
ployees in the organizations. Ng, and Feldman
(2009), on the other hand, asserts that education
level is negatively related with absenteeism and
on-the-job substance abuse. The study recom-
mended that organization management seek hav-
ing a highly educated workforce as it correlates
with better Employee Performance.

Heidemeier and Bittner (2012) assert that goal
orientations in the workplace predict employee
Performance. Goal orientation determines the
skills acquisition for an employee which fur-
ther predicts the level of Employee Performance.
Skilled employees have better performance in the
workplace as their levels of errors are significantly
reduced. Employees who are goal-orientated in
the workplace perform better in their tasks as
they incorporate learning in their work and hence
become better in the task performance. Subse-
quently, the overall Employee Performance in the
organization (Mira, 2019)

2. Methodology:

2.1. Research design .
The researcher used descriptive and correlation

research designs. Cross sectional design was also
used where data was collected from across popula-
tion at one point in time. This design was cheap,
less time consuming and easy data collection and
analysis (Amin 2005).

2.2. Population of the study .
The study was carried out at Kyankwanzi Dis-

trict Local Government and the respondents were

selected from Kyankwanzi District Local Govern-
ment staff that is, senior and junior staff from dif-
ferent departments including 10 from health de-
partment, 10 Finance department, 01 chairper-
sons, 29 Education department, 25 water depart-
ment). An accumulative figure of targeted respon-
dents of 75 was used as the population size.

2.3. Sample size:
Curtis teal. (2000) emphasized that a sam-

pling strategy should: stem right from the con-
ceptual framework; be able to generate a thor-
ough database on the phenomena under study;
allow the possibility of drawing clear inferences
and credible explanations; be ethical and feasible.
As seen in the table below, the researcher will con-
duct the study on a sample of 63 respondents (53
quantitative responses and 10 key informant in-
terviews). The sample size determination method
be guided by Krejcie & Morgan’s (1970) table as
cited by Kabuye, 2015.

2.4. Sampling techniques :
According to Kothari (2006) sampling as the se-

lection of some parts of aggregate of the totality
based on which judgment about the aggregate is
done. The researcher employed a combination of
techniques ranging from simple random sampling,
purposive sampling, Quota sampling and conve-
nience sampling to select respondents who partic-
ipated in the study in order to eliminate bias.

2.5. Simple random sampling:
The process of selecting a sample that allows

individual in the defined population to have an
equal and independent chance of being selected
for the sample. Simple random was a probability
based sampling method in which every unit of the
target population had an equal chance of being
selected.

2.6. Purposive sampling:
Were also be used to select key informants with

specific information needed for the research based
on the nature of their work. Purposive sampling:
the process whereby the researcher selects a sam-
ple based on experience or knowledge of the group
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to be sampled called “judgment” sampling. Pur-
posive sampling comprised of informed persons
especially, Kyankwanzi political leaders, Heads of
departments at the district and staff who provided
data that is comprehensive enough to gain better
understanding of the job satisfaction and Service
Delivery in Kyankwanzi.

2.7. Data collection methods :

The following data collection methods were
used during the study.

Both primary and secondary data were ob-
tained. Primary data were got directly from re-
spondents while secondary data were got from
Kyankwanzi relevant records like the job related
records, Employee Performance Appraisal Re-
ports and Human Resource Management reports
among others relevant documents.

2.7.1. Primary data method:
These were collected through the use of ques-

tionnaires and interview guide from valid respon-
dents. Questionnaires were distributed to respon-
dents who comprise of both technical staff & po-
litical leaders in at Kyankwanzi district.

2.7.2. Secondary data method:
This was collected through the use of exist-

ing and published data from literature journals,
newspapers, the internet and magazines will be
reviewed.

2.7.3. Documentary review:
This included reviewing existing literature,

publications of other researchers, text books,
journals and other correspondences, employee
appraisal reports, performance reports, Adminis-
tration department records and Papers presented
in seminars were reviewed to back up primary
findings.

2.7.4. Data collection instruments:
The instruments of data collection the re-

searcher used include questionnaire, interview
guide and documentary review.

2.7.5. Self-administered questionnaires
(SAQs) :

The main data collection method instrument
that was used in this study is self- administered
questionnaires (SAQs) (Appendix A). The self-
administered questionnaires contain questions on
variables like personal profile, job satisfaction as-
pects and Service Delivery. The instrument was
administered to valid respondents.

The questionnaires comprise of statements re-
quiring the respondents to opt for one answer
using the Linker scale (1=strongly disagree; 2=
disagree; 3=Not sure; 4=Agree; and 5= Strongly
Agree).

SAQs were used because of the busy schedule
of respondents and this gave them time to consult
their records and fill at their conveniences. The
questionnaires were anonymous and it is hoped
the information provided was more truthful.

Amin (2005) asserts that questionnaires are
popular with researchers because information can
be obtained freely, easily and the questionnaire
responses are easily coded. The questionnaires
enable the researcher to collect large volume of
data in the shortest possible period of time since
the respondents simply filled and returned them.

2.7.6. Interview guide :
Amin (2005) observes that an interview is a

conversation between an interviewer and intervie-
wees with the objective of obtaining information
about the prevailing situation. Face to face in-
terviews were conducted with heads of depart-
ments and political leaders to obtain informa-
tion about job satisfaction and Service Delivery
in Kyankwanzi district. The interview guide con-
tains structured questions that guide the inter-
view. During the interviews clarifications were
made of questions that will not clear and re-
sponses will be noted down.

2.7.7. Data processing
Data from the filled questionnaires were com-

piled, sorted, classified and then entered into the
Computer for analysis.
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2.8. Data analysis techniques
Data collected from the field were analyzed us-

ing both descriptive and inferential statistics in
the SPSS computer package. Tables were used in
presentation of findings, while correlation anal-
ysis was used to establish the relationship be-
tween job satisfaction and Employee performance
in Kyankwanzi District Local Government, Pear-
son analysis method was also used.

2.9. Ethical considerations
(i) The purpose of this research is to promote

the aims of the study, such as knowledge, truth
and avoidance of error. For example, prohibit-
ing against fabrication of data, plagiarism, fal-
sifying and code of conduct and misrepresenting
the research findings. So issues to do with hon-
esty, objectivity, confidentiality and integrity dur-
ing data collection and reporting research findings
were abided to by the researcher.

(ii) An introductory letter was obtained from
the Dean School of Business Administration and
also permission was obtained from the Adminis-
tration Department at Kyankwanzi District while
consent of the respondents were sought from them
before administering to them the questionnaires
and interview guides.

3. Results:

3.1. Background characteristics of the re-
spondents:

The study looked at the age of the respondents,
education level, the gender and marital status of
the respondents.

3.1.1. Age of the respondents
The age of the respondents was analyzed to

find out whether it had any influence on the
responses towards job satisfaction and employee
performance in the Local Government. Table 4.1
gives the age distribution of the respondents.

The results (table 1) indicate that, respondents
between the age of 31-40 years dominated the
study (54%), followed by those between the age
of 20-30 years who comprised of 27%, followed by
those between 41-50 years of age who were 16%

and lastly, those in 51 years and above were 3%.
Thus, the study attracted people of all different
age groups.

3.1.2. Education level of the respondents
The education level of the respondents that was

considered for analysis included degrees, diplo-
mas, certificates and others as shown in the table
2 below

The results indicate that, respondents with a
bachelor degree dominated the study with 30%
followed by those with diploma and other aca-
demic levels which comprised 24% respectively,
then those with a Certificate were 16% and lastly,
those with none were 6%. This data shows a good
level of professional qualifications and therefore
depicts good capacity of employees to articulate
good performance in the Local Governments.

3.1.3. Gender of the respondents
The researcher set to find out the relationship

between the job satisfaction and employee perfor-
mance in the Local Government. Table 4.3 gives
the gender distribution of the respondents.

Regarding Gender of the respondents, the re-
sults in Table 4.3 indicate that, male respon-
dents dominated the study with 70% responses
followed by their female counterpart who com-
prised of 30%. The male dominance of the work-
force was attributed to the fact that, most men
are employed in the local government than women
who most times have to take care of their fami-
lies. This also implied that, it’s not news that
women are much less likely to get hired for jobs
than men, even when the candidates have the ex-
act same qualifications. Now, new research sheds
light on why this happens.

Employers favor men not because they are prej-
udiced against women, but because they have the
perception that men perform better on average at
certain tasks, as stated by Katherine, Coffman,
and Christine, all assistant professors at Harvard
Business School, who teamed up with Stanford
University economics professor Muriel Niederle.

3.1.4. Marital status of the respondents
The study wanted to find out whether the mar-

ital status of the study respondents influenced the
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Table 1: Showing age of the respondents

Items of analysis (Age) Frequencies Percentages (%)
20-30 years of age 17 27
31-40 years of age 34 54
41-50 years of age 10 16
51 and above 02 03
Total 63 100

Source: Primary data (2022)

Table 2: Education level of the respondents

Level of Education Frequencies Percentages (%)
None 4 6
Degree 19 30
Certificate 10 16
Diploma 15 24
Others 15 24
Total 63 100

Source: Primary data (2022)

Table 3: Gender of the respondents

Gender Frequencies Percentages (%)
Male 44 70
Female 19 30
Total 63 100

Source: Primary data (2022)

performance
Regarding marital status of the respondents,

the study results in Table 4.4 indicate that, mar-
ried respondents dominated the study with 46%
followed by those who were Widow (27%), then
those who had separated (21%) and lastly those
who were single with 6%. This implies that re-
spondent had enough experience in the field of
study.

3.1.5. Findings on Job Satisfaction.
The interpretation of the mean range, response

mode and interpretation of the results is shown in
Table 5

This section represents the effects of job satis-
faction on employee performance in the local gov-
ernment; Uganda.it entails analysis on job satis-

faction in terms of promotion opportunity, work-
ing conditions and relationship with supervisor.
The variables were analysed using a scale of 1-4
where by; 1=strongly agree, 2= agree, 3=strongly
disagree and 4=disagree.

3.1.6. Job satisfaction
This section accesses job satisfaction in terms of

salary benefits, promotion, physical working con-
ditions, recognition for good performance, the in-
dividual needs, Management, colleagues and sub-
ordinates. The mean results were presented in
descriptive table showing the mean, interpreta-
tion and the ranking as in the table 4.2.1 below.

When the respondents were asked on the av-
erage interval of promotion, the result was high
with mean=3.16 and ranked 2. This implies that
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Table 4: Marital status of the respondents

Marital status Frequencies Percentages (%)
Single 4 06
Separated 13 21
Married 29 46
Widow 17 27
Total 63 100

Source: Primary data (2022)

Table 5: 0 interpretation of mean.

Mean Range Response Mode Interpretation
3.26-4.00 Strongly agree Very high
2.51-3.25 Agree High
1.76-2.50 Disagree Moderate

Source: Primary data (2022)

Job satisfaction is also influenced by availability
of promotion opportunities in the workplace.

On whether Physical working conditions affects
job satisfaction, the response was also high with
a mean =3.13 and ranked 3. Workers would be
more satisfied in a work environment that is free of
physical dangers and inconvenience. Locke (1976)
in Watkins et al (1991).

On whether recognition for good performance
was implemented in the local government, the re-
sponse was high with mean =3.10 and ranked 4.
It implies that Recognition for good work is one
of the strongest determinants of job satisfaction.
The reason for this is that the individual is pro-
vided with feedback through management (tools)
controls such as a Key Performance Management
System. Excellent performance results are likely
to provide positive rewards to the employee.

When asked whether management, colleagues
& subordinates follow fair and fair and inclusive
policies on job satisfaction the response was mod-
erate with mean=2.50. This implied that some of
the policies are not implemented. However, this
does not apply to all individuals. Interaction with
colleagues and subordinates leads to satisfaction
if the individual attitudes correspond to that of
the group.

3.1.7. Findings on Employee Performance
The variables were analysed using a scale of 1-4

whereby; 1=strongly agree, 2= agree, 3=strongly
disagree and 4=disagree. The interpretation of
the mean range, response mode and interpretation
of the results as shown in the table 6.

This section presents the effects of employee
performance in the local government; Uganda.it
entails analysis on job satisfaction in terms of pro-
motion opportunity, working conditions and rela-
tionship with supervisor.

When the respondents were asked on employee
attitude, was very high with a mean =3.29 and it
dominated the employee performance and ranked
1. However, on the issues of Courteous and
Friendly, Consistently Meets Deadlines, Gladly
Takes Responsibility, and Good Attendance and
Punctuality the response was high with average
of 3.15.

Therefore, Employees who do their best to be
courteous and friendly to their coworkers, man-
agers and customers make office life much more
pleasant than those who seek to cause distur-
bances. .

Consistently Meets Deadlines; Employees who
meet deadlines will also likely be well organized
and responsible

Gladly Takes Responsibility; while confessing
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Table 6: Key interpretation of means

Mean Range Response Mode Interpretation
3.26-4.00 Strongly agree Very high
2.51-3.25 Agree High
1.76-2.50 Disagree Moderate
1.00-1.75 Strongly Disagree Lower

Source: Primary data (2022)

Table 7: EMPLOYEE PERFORMANCE (n=63)

EMPLOYEE PERFORMANCE Mean Interpreta-
tion

Rank

Employee attitude 3.29 Very High 1
Courteous and Friendly 3.18 High 2
Consistently Meets Deadlines 3.16 High 3
Gladly Takes Responsibility 3.14 High 4
Good Attendance and Punctuality 3.00 High 5
Employee attendance 3.22 High 1
Duration of service 3.17 High 2
Feature To Produce Tailored Reports To Provide Detailed
Insights

3.14 High 3

Policy Compliance and Regulatory Features 3.10 High 4
Attendance Management System With Payroll Software
Integration

2.99 High 5

Average mean 3.12
Overall mean 3.05

Source: Primary data (2022)

an error can strike fear in the hearts of employees,
those who value their work and their words will
take responsibility and tell you the truth. Making
errors may or may not cause great problems.

As in the table, Good Attendance and Punc-
tuality was high as one the factors of employee
performance.

Being at the office and arriving on time help
you know that you can trust your employee to
be there each day. Employers know all too well
about employees who frequently arrive late with
a variety of excuses, possibly missing or at least
being late for early morning meetings, so a punc-
tual and available employee will provide peace of
mind.

Lastly the researcher asked whether employees
feel secure about their role on employee perfor-

mance and the study result revealed that the re-
sponse was high.

Findings on correlation between working con-
ditions and employee attendance in local govern-
ments of Uganda, a case study of Kyankwanzi Dis-
trict Local Government.

Based on the results of the study that the sig-
nificance value of work it can be stated that the
working condition of the work variable is signifi-
cantly related to employee attendance.

4. Discussion:

4.1. Profile of the Respondent

Regarding profile of the respondents, the results
indicate that, respondents between the age of 31-
40 dominated the study (54%). followed by those
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between the age of 20-30 years who comprised of
27%, followed by those between 41-50 years of age
who were 16% and lastly, those above 51 who were
3%

Regarding level of education of the respondents,
the results indicate that, respondents with a bach-
elor degree dominated the study with 30% fol-
lowed by those with diploma and others who com-
prised 24% respectively, then those with a Cer-
tificate who were 16% and lastly, those with none
who were 6%

Regarding Gender of the respondents, the re-
sults indicate that, male respondents dominated
the study with 70% response followed by their fe-
male counterpart who comprised of 30%. This
implies that, it’s not news that women are much
less likely to get hired for jobs than men, even
when the candidates have the exact same quali-
fications. Now, new research sheds light on why
this happens.

Regarding marital status of the respondents,
the results indicate that, married respondents
dominated the study with 460% followed by those
were Widow (27%), then those who had separated
(21%) and lastly those who were single with 6%.
This implies that respondent had enough experi-
ence in the field of study.

4.2. Findings on Relationship between Supervisor
and supervisee of employee performance to
the People; a case study of Kyankwanzi Dis-
trict.

The relationship between a supervisor and a su-
pervisee requires nurturing. If they have a hostile
relationship with a lack of trust, it can affect pro-
ductivity and efficiency in the workplace. Simi-
larly, if they are too friendly and personal, it may
look unprofessional and cause issues with other
employees. Be sure to clarify appropriate rela-
tionships between all levels of employees in order
to create an engaging environment in the work-
place. Keep in mind that supervisor-supervisee
relationships vary depending on the industry and
culture of the company. if a supervisor and su-
pervisee are to have a productive and successful
relationship, they must feel a sense of respect for
one another. This means understanding that the

other is an expert in their role and knows what
they are doing. It also means giving them space
to figure things out without micromanaging them.

In addition to speaking respectfully to one an-
other and keeping decorum at work, supervisors
and supervisees can show respect through simple
actions. For example, complimenting each other
on a job well done, bringing each other a small
treat like a donut, or simply stopping by to have
a friendly chat. These acts of kindness exemplify
the respect supervisors and supervisees can have
for each other.

Findings on Correlation between working con-
ditions and employee attendance in Local Govern-
ments of Uganda, a case of Kyankwanzi District
Local Government.

Based on the results of the study that the sig-
nificance value of work it can be stated that the
working condition of the work variable is signifi-
cantly related to employee attendance. The cor-
relation coefficient is 0.840, which means that the
physical condition of the job is strongly related
to employee attendance. While the direction of
the relationship is positive because the value of
work is positive, meaning that the higher the good
working conditions, the higher the employee at-
tendance. In this study, the physical condition of
the work is seen from the indicators of lighting,
movement space, security and the environment.
The workspace is well lit, with a wide range of
motion so that the process of work activities goes
well. Kyankwanzi District Local Government pro-
vides security and health insurance for employ-
ees by providing protective equipment and health
insurance for employees with labor social secu-
rity and BPJS. There is also a health room at
Kyankwanzi District Local Government.

The findings revealed the following challenges;
Lack of budget ownership within and collabo-

ration across departments.
Department heads have substantial expertise

within their own fields, but as policy challenges
become more cross-functional, shared resources
must be distributed across departments and inter-
departmental personnel must collaborate more.

Difficulty in tracking budget revisions and ac-
cessing real-time information.
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During planning and development, budgets
change often as forecasts are updated, budget re-
quests are modified, and stakeholders offer input.
Tracking those changes consistently across differ-
ent versions of documents and spreadsheets is dif-
ficult. Errors slow down budgeting process.

Manual data entry, adhoc calculations, and
maintaining disaggregated supporting documents
can lead to time-consuming errors.

Staff retirement and other turnover. As baby
boomers retire, and as other staff leave and join
the team, it can be difficult reconciling old and
new work, especially amid an ongoing budget pro-
cess.

Changing revenues and costs. Factors largely
beyond government control like property valua-
tions, consumer behavior patterns, and the econ-
omy influence revenue levels.

Unfunded retirement liabilities and changing
demographics are examples of structural factors
significantly impacting how governments spend.

Economic uncertainty, given economic cycles,
public sector organizations must plan for revenues
that may rise or decline at different paces due to
future conditions.

Limited citizen engagement. Especially because
they often lack experience in the public sector
and finance, citizens tend to have difficulty un-
derstanding how government works.

Relations with council. Finance and budget di-
rectors sometimes cite lacking clear direction from
their councils and boards, which can result in re-
duced alignment around a central vision or strat-
egy and unclear performance measures.

There are different types of organizations such
as public and private institutions and despite the
differences in their goals; these organizations have
similar methods of employee management (Brief,
1998). In general, both are defined as groups
of people who work together in order to achieve
certain goals. These organizations face different
challenges and obstacles in conducting their work
(Everett, 1995) as they play their roles in soci-
ety, which result in the success or failure of the
organisation. It is proposed that the success of
any organisation, regardless of its social role, is
related to the commitment that comes from the

employees and their job satisfaction, as a person’s
positive feeling of the position and acceptance of
his/her work.

Individuals who are motivated to work and
are influenced in a positive manner feel comfort-
able and happy about their jobs. Job satisfac-
tion is not the same as motivation, but they are
linked together; motivation is a factor that en-
courages an individual’s satisfaction and accep-
tance of their jobs. Organizations will strive to
reach higher levels of employee job satisfaction
(Saari & Judge 2004). This is driven by the de-
sire to achieve organizational goals such as profit
maximization or delivery of basic services.

AL Jenaibi (2010: 60) defines job satisfaction as
the enjoyable and emotional state resulting from
the evaluation of one’s job (Danish & Usman,
2010) or job experiences or the employee feels ful-
filment and pride in achieving the organization’s
goals. Job satisfaction occurs when someone feels
he/she has proficiency, value, and is worthy of
recognition (Garces, 2006). Therefore, job satis-
faction is a worker’s sense of achievement and is
generally noted to be directly associated to im-
proved efficiency as well as to personal welfare
(Cranny, John & Stone, 1992). Job satisfaction
is the belief of the employee that he/she is doing
a good job, enjoying the process, and being suit-
ably rewarded for the effort. Job satisfaction is
a measure of how happy workers are with their
jobs and work environment. Keeping morale high
among workers is of significant benefit to any com-
pany, as content workers will be more likely to
produce better results, take fewer days off, and
remain loyal to the organization. There are many
factors in improving or maintaining high employee
satisfaction, which wise employers would do well
to implement (Brown, 1996)

5. CONCLUSION

This chapter has dealt with inferential statisti-
cal analysis and interpretations. The researcher
investigated the existence of an association be-
tween the task grades and the responses of the
employees for questionnaire statements. This was
done using a null hypothesis and the alternative
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hypothesis.
In this chapter the researcher also considered

the distribution of percentages and whether there
was an increasing or a decreasing trend for each
of the four task grades. It was necessary to cal-
culate the chi-square statistics and the level of
significance which determined whether the null
hypothesis could be rejected or not. Graphical
illustrations such as bar charts have been used to
portray the distribution of task grades in relation
to responses of the respondents.

The cross-tabulation analyses have also been
used in the interpretation and analysis of data.
The researcher used the term variables when re-
ferring to the row and column factors in the anal-
ysis. Cross-tabulation analysis led the researcher
to conclude that the choices made by employees
who responded on the questionnaire may not de-
pend on the task grade of the respondents.

6. RECOMMENDATIONS

Policy dialogue can create a foundation for
stronger social cohesion: Employee performance
cannot be seen as an isolated realm, but rather as
part of a much larger system of governance involv-
ing horizontal and vertical interactions. While
decentralization processes and decentralized gov-
ernance are technical processes, foremost they are
political, requiring a gradual set of reforms aimed
at transferring responsibilities, resources, and au-
thority from the top to the bottom. In light of
this, a fundamental element in strengthening de-
mand for decentralized governance and enhancing
service delivery is to build a shared vision for local
governance that includes understanding the ways
in which decentralization can help solve localized
challenges and promote local economic develop-
ment.

Maintain Transparency; it’s important to be as
transparent as possible. Otherwise, you risk hav-
ing employees view the company as unfair, which
can break down relations rather than build loy-
alty.

Offer Employee Perks; what better way to build
employer-employee loyalty than to offer great
perks? Consider the types of perks, such as gym

memberships, personal days, flexible scheduling,
stock options, employee discounts and more, that
your company is willing to invest in.

Listen to Employee Concerns; A major concern
among employees is that no one ever listens to
them. You can break this barrier down by pro-
viding an efficient way for employees to express
concerns or share ideas.

Schedule Regular Check-Ins; The best way to
find out how your employees feel about their posi-
tion and work environment is to schedule regular
check-ins. Yes, fitting these meetings into your
already hectic schedule may be difficult, but the
results will be well worth the time.

Invest in Training and Development; Investing
in a training and development program for your
staff is a win-win strategy. Not only will you build
trust and loyalty with your team, but you will also
improve the skills and abilities of your workforce.

Encourage Teamwork; When your employees
feel like they are part of a team working towards
a common goal, they will become more loyal not
just to their team members, but to the company
as a whole.

is uniformly allocated and no one is overworked.
When employees’ schedules align with their avail-
ability and standard hours, they will not experi-
ence workplace fatigue and distress.

An intuitive resource scheduling tool provides
a birds-eye view of every resource, their present
and future availability, and foresight into utiliza-
tion and other metrics. Managers can leverage
these features to their benefit and ensure that the
workforce is optimally utilized across the organi-
zation.

Foster an inclusive team culture; when employ-
ees get a sense of belonging and feel connected
to the team, they will know they are valued in
the organization. If a team is working cohesively,
every member is aware of the task interdependen-
cies and how their work can impact the other’s
assignments. Moreover, team collaboration al-
lows active brainstorming where everyone’s opin-
ions and perspective is given due importance.

Convey your goals to give a sense of purpose;
imagine a situation where you are given an assign-
ment to complete within a certain period with-
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out being informed about its purpose. Would you
want to take it forward? Certainly not. The same
goes for your workforce. They will not be driven
to work and execute their tasks if they don’t know
how it is adding value.

The onus is therefore on managers to convey the
company’s short-term and long-term goals with
utmost clarity. The set goals and milestones give
an inspirational purpose to employees to stay pro-
ductive at work. They will work with all their
might to execute a quality product and meet the
stakeholders’ expectations.

Organize rewards and recognition programs;
A survey revealed that 69% of employees would
stay on at the firm if there are better rewards and
recognition programs. This is a clear indication
that rewarding the workforce for their hard work
is a direct key to boosting their morale and keep-
ing them motivated.

Of course, anyone would want to get acknowl-
edged when they are investing in time and efforts
to help you attain your strategic goal. It gives
them a reason to keep going and deliver better
results next time. Thus, managers should work
on organizing monthly or quarterly rewards and
recognition programs. The employees who are re-
warded will be more productive and the ones who
aren’t will work better to get recognized the next
time.

Provide sufficient paid time-off and formulate
a policy; Every employee needs to plug-off from
work to relieve the work stress and rejuvenate
themselves. Thus, employers must provide suffi-
cient paid-time-off to the resources to help them
do so and stay more productive when they return.
In addition to that, the firm should have a defi-
nite leave policy in place to set some clear guide-
lines regarding planned and unplanned leaves.
These practices will keep the employees aware of
the repercussions they might face in case of pro-
longed absenteeism. And when they get sufficient
paid-time-off, they don’t see the need of taking
additional ones. To make it even better, employ-
ers can arrange for yearly team retreats to facil-
itate the team members to have some fun-time
and strengthen the team-bond. All these prac-
tices will lift up the employees’ spirits and elimi-

nate the need of taking uninformed absences.
Conduct feedback session to drive individual

growth; when you are embedding an employee-
centric culture in your firm, you must keep in
mind to take employees’ feedback into consider-
ation. If they are unhappy with certain processes
or practices, or if they feel their assignments are
not aligning with their professional expertise, they
can convey it without guilt. In fact, this feedback
can help you gauge the reasons behind their ab-
senteeism better.

Furthermore, encouraging feedback sessions
makes the employees feel heard and valued in
the firm. Decision-makers get a chance to im-
prove the process and align the projects with the
individual’s career plans and goals. Managers
can also conduct necessary training programs to
help their workforce hone their competencies
and capabilities, and grow professionally.
Start with a philosophy, vision, goals, and

a strategic plan. The budget supports what a
municipality and its citizens want to accomplish
now and in the future. Therefore, a successful
budget process should begin with city leaders ar-
ticulating a clear vision, identifying community
and department goals, and undertaking a strate-
gic plan that will help mitigate conflicting goals.
While it is important for leaders to push the vi-
sion forward, it is also important for citizen input
to inform and guide that vision as it develops.
Prioritize. Choose to focus on addressing key

challenges in a given budget year. Attempting to
tackle everything at once is not only inefficient,
but it also commonly leads to staff burnout. Iden-
tify a focus area, and come up with a clear strat-
egy to address it, taking care to report the results
back to the community.
Empower and foster collaboration among

internal departments. In creating a budget, it
is important for all department staff to under-
stand the vision and goals underlying it, as well as
how their departments factor into achieving those
goals. Garnering buy-in across departments oc-
curs when staff at all levels are engaged from the
outset of the budget planning process and when
they can collaborate easily on budget requests and
revisions.
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Meaningfully engage citizens and elected
officials. Budgets are more credible and receive
the broadest support when citizens and elected of-
ficials have provided input throughout the plan-
ning process, are aware of major developments,
and understand budget tradeoffs. Providing them
with a genuine voice in the municipality’s choices
further strengthens trust and buy-in. To open
input and feedback channels, municipalities may
solicit feedback in person or online through public
hearings, open houses, citizen academies, focused
discussion sessions, and needs surveys. To reach a
more representative cross-section of citizens, mu-
nicipalities should use technology solutions when-
ever possible to make it more convenient for stake-
holders to access information and participate on
demand. Consider asking citizens the following:
What core service areas are most important to
you?; What should the city/county/district’s top
priorities be this year, and in the future?; What
do you want to see more of from your local gov-
ernment?; What are you willing to pay more for?
Communicate the budget broadly, sim-

ply, and clearly.
Once teams have collaborated to plan and de-

velop the budget, it is important to communi-
cate it to all key stakeholders, including elected
officials, department heads, staff, and citizens.
Successful local government leaders communicate
the same information multiple times, in multiple
formats. These formats include formal budget
books, press releases, public presentations, sum-
mary sheets, and social media. When possible,
publish information electronically and in formats
beyond PDFs, such as web-based data visualiza-
tions, info graphics, and FAQ web pages. These
electronic formats make it easier to find relevant
data, gain high-level takeaways, and receive quick
answers to common questions.
Use technology to reduce time spent

developing the budget and to power in-
sights. While the time spent budgeting varies
from organization to organization, it typically
takes local public sector organizations between six
and nine months to complete the process from ini-
tial planning to final approval. Though even the
best technology solutions are not substitutes for

strategic planning and decision-making, they can
help streamline budgeting by automating calcula-
tions, centralizing communications into collabora-
tive environments, and increasing access to bud-
get data on demand.

The local Government must create opportuni-
ties for promotion so that as employees rise within
the organizational hierarchy their salaries will im-
prove. This will reduce the salary gap between the
manager and the worker. The Local Government
must reduce the high stress levels that are preva-
lent in some departments by feeling the required
vacancies of artisans and process controllers.

Local government must strengthen its capac-
ity to develop human resource policies. Those
adopted policies must be conveyed to the em-
ployees. Those policies would include grievances
and disciplinary procedures in order to regulate
the inherent conflict that exists in the employer
or employee relationship 1) managing the bud-
getary demands of decreased revenues, increased
service demands and the costs of unfunded state
and federal mandates, 2) meeting the demands of
infrastructure and its associated costs, 3) under-
standing and addressing barriers for shared ser-
vice agreements or voluntary mergers, 4) the on-
going fiscal problems related to pensions, and 5)
balancing economic opportunities with environ-
mental risks.

The associated policy toolkit to address these
challenges includes policy tools that: 1) can be
easily implemented by local governments, 2) re-
quire changes to current laws/administration op-
tions but are achievable, and 3) require changes to
current laws/administration options but are con-
troversial. Many of these policy options provide
increased efficiency, stability, safety, transparency,
predictability and equity for local government. It
should also be noted that strategies utilized for a
specific challenge are sometimes utilized for other
challenges.

7. References:

1. Al Jenaibi, Jaklič, Ksenja (2010). "Job Satis-
faction of Older Workers as a Factor of Pro-
moting Labour Market Participation in the

December 29, 2022



EU: The Case of Slovenia"
2. Aminuzzaman, S. M (2010). Local Gover-

nance Support Project-Learning and Innova-
tion Component (LGSP-LIC). Local Govern-
ment Division, Government of Bangladesh.

3. Anani. (2013). Masters’ Th e s is:
Service Delivery Challenges: King Sab-
bath Dalindyebo Local Local Government:
Maratha. South A frica. Nelson Mandela
Metropolitan University

4. Andrews, R., & Boyne, G. A.(2009). Size,
structure and administrative overheads: An
empirical analysis of English local authori-
ties. Urban Studies, 46(4), 739-759.

5. Andrews, R., & Entwistle, T. (2010). Does
Cross-Sectoral Partnership Deliver? An Em-
pirical Exploration of Public Service Effec-
tiveness, Efficiency, and Equity. Journal
of Public Administration Research & The-
ory 20 (3).679-70 I. http://dx.doi.org/l 0.1
093(jopartlmup045)

6. Bandrianto, G. (2020). Public and private
management: what’s the difference? Journal
of Management Studies, 39(I), 97-122.

7. Baron & Greenberg. (2003). Assessing party
effects on local policies: a quarter century
of progress or eternal recurrence? Political
Studies, 44(2), 232-252.

8. Ben-Chaim, M. (2017). Experimental Phi-
losophy and the Birth of Empirical Science:
Boyle, Locke and Newton: Routledge.

9. Besley, T. & Ghatak, M. (2007). Reforming
Public Service Delivery. Journal of African
Econorn ies.

10. Banerjee & Mehta (2016), "Employee loyalty
and engagement in UAE public sector", Em-
ployee Relations, Vol. 36 No. 5, pp. 562-582.

11. Brief (1998). Service Quality in the Public
Service. International Journal of Manage-
ment and Marketing Research, Volume

12. Brown, K. (1996). Managing change and in-
novation in public service organizations (Vol.
I): Psychology Press.

13. Daft & Marci. (2011). Impact of Citizen
Charter in Service Delivery: A Case of Dis-
trict Administration Office.

14. Danish & Usman (2010). Services sector:
Its importance for development and poten-
tial impacts of its liberalization

15. Edvardsson, B. & Olsson. J. (1996). Key
concepts for new service development. The
Service Industries

16. Everest (1995). "Job and work attitudes, en-
gagement and employee performance: Where
does psychological well-being fit in?". Lead-
ership & Organization Development Journal.

17. Fieldman (2009). the future of public sec-
tor management: Are there some lessons
from Europe? International Journal of Pub-
lic Sec/or Management, 8(4), 59-67.

18. Garces, Khalid (2006). Improving the Ser-
vice Delivery: A Case Study of a Local Au-
thority in Malaysia. Global Business Review,
Volume 11, Issue I. pp. 65-77.

19. Goldstein, S. M., Johnston, R., Duffy, J. &
Rao, J. (2002). The service concept: The
missing link in service design research? Jour-
nal of 0perations Management, Volume 20

20. Heindermeir & Bittner (2012). "Effects of su-
pervisor social influence, nonverbal immedi-
acy, and biological sex on subordinates’ per-
ceptions of job satisfaction, liking, and su-
pervisor credibility". Communication Quar-
terly. 55 (2): 155–177.

21. Khamisa, N., Peltzer, K., Ilic, D., & Old-
enburg, B. (2016). Work related stress,
burnout, job satisfaction and general health
of nurses: A follow-up study. International
journal of nursing practice, 22(6), 538-545.

22. Kyumana, V. (2017). Measuring the level of
job satisfaction of library staff at the Insti-
tute of Finance Management, Tanzania: A
case study. International Journal of Business
Management Invention, 6(11), 79-85.

23. Mira, Holmberg (2019). "Job Satisfaction
Among Swedish Mental Health Nursing Staff:
A Cross-Sectional Survey". International
Journal of Public Administration. 39 (6):
429–436. doi:10.1080/01900692.2015.1018432. S2CID 155783787

24. Msuya, O. W. (2016). Exploring levels of
job satisfaction among teachers in public sec-
ondary schools in Tanzania.

December 29, 2022



25. Musinguzi, C., Namale, L., Rutebemberwa,
E., Dahal, A., Nahirya-Ntege, P., & Kek-
itiinwa, A. (2018). The relationship be-
tween leadership style and health worker mo-
tivation, job satisfaction and teamwork in
Uganda. Journal of healthcare leadership,
10, 21.

26. Naburi and Bitarabeho (2017), Local Gov-
ernment’s role as a partner in the decentral-
ization process to strengthen local develop-
ment, Experience of Uganda.

27. Nyamubi, G. J. (2017). Determinants of sec-
ondary school teachers’ job satisfaction in
Tanzania. Education Research International,
2017.

28. Ocen, E., Francis, K., & Angundaru, G.
(2017). The role of training in building em-
ployee commitment: the mediating effect of
job satisfaction. European Journal of Train-
ing Development.

29. Paais (2020). Improving service delivery in
FM: case study of a UK hospital facilities di-
rectorate. Journal of Facilities’ Management,
Volume 4,

30. Pushpakumari, A., Zenithal, V. & Berry,
L. (2008). A Conceptual Model of Service
Quality and Its Implications for Future Re-
search. Journal of Marketing, Volume 49, Is-
sue 4, Rao, M. K. (2005). Services Market-
ing. Delhi, India: Pearson Education Ltd.

31. Ramli, B. (2019). A Pyrrhic victory: The
implications of an unlimited broadening of
the concept of services. Managing Service
Quality, Volume 15, Issue 3.

32. Robert & Steiner, (2020). The causes, spread
and effects of inter municipal cooperation and
Municipal mergers 111 Switzerland. Public
Management Review. 5(4), 551-571. http://
dx.doi.org/l 0.1 08011 471903032000178581

33. Sabuhani (2020). Working across bound-
aries: collaboration in public services: Pal-
grave. Uganda, Constitution of the Republic
of Uganda

34. Ssenyonjo, H. (2017). Motivation and
teacher retention in public secondary schools
in Kyankwanzi district, Uganda. Kyambogo
University (unpublished work),

35. Osborne, S. P., & Brown, K. (2005). Manag-
ing change and innovation in public service
organizations (Vol. I): Psychology Press.

36. Tizikara, M., & Mugizi, W. (2017). Human
resource development and employee job sat-
isfaction in a public university in Uganda.
American Journal of Academic Research,
2(2), 69-84.

37. Weckstén, M., Frick, J., Sjöström, A., &
Järpe, E. (2016). A novel method for re-
covery from Crypto Ransomware infections.
Paper presented at the 2016 2nd IEEE Inter-
national Conference on Computer and Com-
munications (ICCC).

Publisher details:

December 29, 2022


