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ABSTRACT

A descriptive-correlational survey research de-
sign was used to establish Game Rangers’ per-
ceptions of their existing levels of maoiivation,
job satisfaction, recognition, supervision, per-
ceived competence and role clarity. [The rela-
tionships among these variahles ay well as age
and number of years experience as a game
ranger were also examined. The results indi-
cated perceived low levels uf recognition, aver-
age levels of maotivation, job satisfaction, per-
ceived-competence and supervision, and a high
level of role clarity. Stgnificant relationships
were found between the following variables: job
Satisfaction and Recognition (r  .37). Supervi-
sion and Recognition (r . 40); Motivation and
Joh Satisfaction (r . 41); Motivation and Ree-
ognition (v 47). Motivation and Sipervision
tr 43): and Fxperence and Age (1 3% The
best prediciors of motivation from the variables
of the study were supervision and job sarisfac-
tion. Several specific recommendations are
made for improving the levels of motivation, si-
pervision,  joh  satisfaction  and  recogmiion
LIONLE SENTe PUpIers.

INTRODUCTION

The important role of human motivation cannot
be overemphasized when viewed in the light of
proven positive relationships between motiva-
tion and performance. Mitchell [7] noted that
performance was influenced by a minimum of

four factors including motivation. The impor-
tant influence of motivation o employee per-
formance is mainly responsible for the massive
interest in motivational studies

Several motivation theories have attempted to
explain human behaviour. Among them are: 1.
Maslow’s Hierarchy of Basic Needs which en-
compasses survival, security, affiliation, recog-
nition and self-actualization [6]. 2. Herzberg's
Motivation-Hygiene Theory which suggests that
certain job factors called “motivators’ contribute
to job satisfaction while others called “hygiene
factors’ frequently account for job dissatisfac-
tion (3), 3 (9) and (1) present the valence-
Instrumentality-E xpectancy (VIE) theory which
holds that the motivational “Force” to engage in
a behaviour is a multiplicative function of (i)
Individual expectancies about whai outcomes
are likely to result from a particular behaviour,
and (i1) The valence or degree to which the indi-
vidual desires the outcomes in question

Game park rangers, like employees of other hu-
man organizations. need to 'be motivared in or-
der to meet individual needs and achieve organ-
izational goals. The inability of the Wildlife Di-
vision (WD) over the last 15 years 1o develop
the capacity to meet its policy mandate, and a
corporate culture that is neither performance nor
change-oriented, have been noted as major is-
sues in the Division (Wildlife Development
Plan — 1998-2003. 1998 Vol |, May, 1998). In
addition, an Institutional Reform Team (IRT)
has identified the absence of any clear training
policy or programme in the Department (8)
Such situations are bound to affect tk> motiva
tion and subsequent performance of Game
Rangers The situation can however be over-
come through an etfective human resources de-
velopment programme.
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Any such human resource development effort
aimed at improving performance and the attain-
ment of the objectives of the Wildlife Division
should be performance oriented and motivation
enhancing The effort will have to begin with an
examination of motivation and various inter-
related variables that may account for the suc-
cess of goal attainment. Such variables are found
both in the internal operation of the organization
and outside of the organization’s structure. The
literature suggests that some of the variables af-
fecting motivation and subsequently perform-
ance are job satisfaction, recognition, supervi-
sion, perceived competence and role clarity

This study was an attempt (o éxamine game
rangers” current perceptions of existing levels of,
and inter-relationships among motivation, job
satisfaction, recognition, supérvision, perceived
competence and role clarity. In addition, the pos-
sible influence of age and number of years ex-
perience as a game ranger was examined The
dependent variable was motivation while the
other variables constituted the independent vari-
ables of the study.

HYPOTHESES AND RESEARCH
QUESTION

The research hypothesis is as follows

There is a positive relationship between motiva-
tion and the following variables: job satisfaction.
recognition. perceived competence, role clarity,
age and number of years experience as a game
ranger.

The research question is as follows:

What are game rangers’ perceived levels of mo- .

tivation, job satisfaction, recognition, supervi-
sion, perceived competence and role clarity, and
what is the relationship between motivation and
the fullowing variables. job sanisfaction, recogni-
ton, supervision, perceived competence. role
clanty, age and number of years experience as a
game ranger?

METHODOLOGY

A descriptive-correlational survey research de-
sign was used for the study. The design enabled
the assessment of the nature and strength of re-
lationships amongst the variables of the study.
A census was conducted of all game rangers at
the Mole National Park using a three-part sur-
vey questionnaire.

The first part of the questionnaire was used to
gather data on Game Rangers’ levels of motiva-
tion, job satisfaction, supervision, recognition,
role clarity and perceived competence. The sec-
ond part of the questionnaire elicited back-
ground information on age and number of years
of experience on the job. The third and final
part of the questionnaire elicited recommenda-
tions from respondents for improving perform-
ance. A panel of experts was used to ascertain
content validity of the questionnaire,

Descriptive statistics involving measures of
central tendency, frequencies, and percentage
distributions were computed to describe game
rangers on the variables of the study. Correla-
tional techniques were used to determine the na-
ture and strength of relationships amongst the
variables of the study. Finally, a stepwise multi-
ple regression technique was used to determine
the amount of variance in motivation accounted
for by the independent variables of the study,
and thus identify the best predictors of motiva-
tion from the independent variables of the
study An alpha level of 05 was established a
priori for all tests

RESULTS AND DISCUSSION OF
RESULTS

The results of the study (see Table 1) revealed
that yame rangers perceived their levels of mo-
tivation, job satistaction, supervision and per-
ceived competence to be average (X between
251 and 3 50) the respondents indicaied that
they were clear about their jobs (X = 4.41), but
were however of the opinion that the overall
level of recognition they received as game rang-
ers was low (X = 2 21) Standard deviation val-
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ues of less than 1.0 indicated consistency in
agreement among game rangers with the re-
ported levels of motivation, job satisfaction, per-
ceived competence, role clarity, supervision and
recognition.

With respect to motivation, the following items
were scored low (X = or less than 2.5): / have
opportunities 1o atiend fraining programmes oui-
side the country; I receive adequate salary for
my work; Apart from my salary [ receive other
monetary rewards; I receive non-monetary gifts;
[ have adequate transport; and [ am paid trans-
port and other allowances. These observations
would suggest that the motivation of game rang-
ers can be improved by providing opportunities
for training, improving salary levels and provid-
ing adequate transport allowances. The only item
that was ranked high (X = 3.51 and above) by
the game rangers in the motivation domain was,
! am provided with accommodation. A detail of
all items in the motivation domain, their mean
levels and standard deviation values are pre-
sented in Appendix 1.

Pertaining to job satisfaction, the results indi-
cated that even though game rangers had only
average satisfaction with their jobs (X = 3.39
Table 1), they were not tired of the job and in-
tended to continue in their profession. This is
borne out by the low ratings (X = or less than
2.5) scored on the following two items on the job
satisfaction scale: [ will like to give up my job
and I am tired of my job (see Appendix 1) Al-
though overall job satisfaction was rated as aver-
age, game rangers indicated that their job was
interesting and that they had opportunities to use
their skills and received supervision. This obser-
vation was borne out by the fact that the follow-
ing items were ranked high (X = or greater than
-3.50): My job is mteresting; 1| receive supervi-
sion: I feel a strong sense of belonging and |
have opportunity to use my skills (Appendix 1).

On the whole, game rangers perceived their com-
petence as being average (X = 3.20, Table 1).
Competency levels were low (X = or less than
2.50) for plotting surveys, survey design, guar-
antine and marke! surveys. ltems scoring high
(X =, or yreater thar 3.51) on the competency
domain included competency in record collec-

tron, competency in planning, and competency

in supervision of fieldwork (Appendix 1)

With respect to role clarity, game rangers were
of the opinion that they were very clear about
their roles (see Table 1). All but one of the
items contributing to the measurement of role
clarity was scored high (X = or greater than
3.51: See Appendix 1). Game rangers indicated
they understood the goals of the Department of
Wildlife and how their roles fitted in with these
goals. They were clear about their job responsi-
bilities and knew exactly what to do.to achieve
their goals, Game rangers were, however, not
very clear about how their performance was
judged in the long run (Appendix 1)

Pertaining to supervision, game rangers indi-
cated they received an average level of supervi-
sion (see Table 1) The results showed that
game rangers had good relationships with their
supervisors and received some supervision
feedback (see appendix 1) However, game
rangers indicated that they were not provided
with current information through the supply of
current bulletins, journals, newsletters etc. Thus
although average, relationships with supervisors
may be further improved if supervisors pro-
vided current information support through the
provision of bulletins, journals, newsletters etc

On the issue of recognition, the results indicated
that game rangers perceived the level of recog-
mtion to be low (X = 2.21). There was little tan-
gible recognition or monetary reward as a show
of appreciation. What litile recognition they re-
ceived was verbal (see Appendix 1).

Although a great variation existed in the ages
and number of years of experience of game
rangers, the average age and number of years of
experience were found to be 43 years and 17
vears respectively. This was an indication of
good staff maturity, an important factor when
considering job performance and related factors
such as motivation.
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Table 1: Mean Levels of the variables of the study

Variable n b. ¢ Level~ 5D
Motivation ap | 2.91 |Average 38
Job satisfaction 40 | 3.39 | Average 3
Perceived competence | 40 | 3.20 | Average n
Role darity 40 | 4.41 |High .40
Supervision 40 | 3.40 |Average .52
Recognition 40 | 221 |Low .62
Experience 39 1 16M 7.37
Age 39 | 42.62 7.45

+X =0-25=low; X=251-3.50=average; X =3.51
and above = high

Pearson Product correlation co-efficient showing
relationships among the variables of the study
are presented in Table 2. The results indicated
significant relationships between the following
variables: Job Satisfaction and Recognition (r
= .37); Supervision and Recognition (r =.40);
Motivation and Job Satisfaction (r = .41); Moti-
vation and Recognition (r = .47); Motivation and
Supervision (r = 43) and Experience and Age (r
= .58) These significant positive relationships
would suggest that efforts at improving motiva-
tion must involve the improvement of job satis-
faction, recognition and supervision. These find-
ings were not surprising since similar observa-
tions had been made in studies of agricultural ex-
tension agents, For example, Chambers and Bel-
shaw (1973) pointed out that unpleasant working
conditions and erratic administrative supervision

Table 2: Pearson Correlation Co-efficients between

contributed to the sense of frustration among
agricultural extension agents.-Also, (4) noted in
a study of agricultural extension agents in the
Vihiga district in Kenya that dissatisfaction
among extension agents was widespread as a
result of poor pay and poor prospects for pro-
motion. Taking note of the above studies (5),
suggested that increasing pay, rationalizing pro-
motional opportunities, and restructuring the su-
pervisory system would seem to be an obvious
means of improving staff morale and perform-
ance.

While not sigpificant at the .05 level, it is wor-
thy of note that positive relationships were ob-
served between motivation and the following
variables; perceived competence, role clarity,
experience and age. This observation seems to
suggest that taking steps to ensure that game
rangers are more competent in clearly identified
roles will lead to an improvement in their moti-
vation levels. The results suggest that this will
be especially true for the more experienced and
older ones. Any such steps at increasing compe-
tence and role clarity should include training.

Again, while not significant at the .05 level of
significance, observed negative correlations
suggest that more experienced game rangers
tended to perceive recognition, role clarity, su-
pervision and job satisfaction levels as low.
Since these variables are positively related to
motivation, it is imperative that steps be taken
to improve their levels, especially among more
experienced game rangers. This will logically

e lead to an improvement of motivation levels
X X X X X X X X and subsequently performance of the game
X, 100 rangers. This will be consistent with Mitchell’s
Xa  -15 100 assertion that performance is influenced by mo-
X 37" a4 109 tivation.

X A & A5 LN The results of a stepwise regression analysis in-
¥ shE B4 0T G100 1A dicated that the best predictors of motivation
X At AR o T DR from the independent variables of the study
X -1l 01 -a7 =14 .32 o9 190 were s.upmision and ij satisfaction (m Table
X, 62 20 a7 -8 14 16 88T LR 3). Supervision accounted for 25% of the van-
*P<98 n=40 ance in motivation while job satisfaction ex-
X, = Jobsstisfaction - Supervitien plained a further 11% of the variance in motiva-
i = D L T Sheee tion. Thus together, supervision and job satis-
X = ReieClarity = Xa Age faction explained 36% of the variance in moti-
vation, an indication of the importance of the
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two variables in any efforts aimed at improving
motivation. The unexplained variance in motiva-
tion may be attributed to possible relevant vari-
ables not included in the study. The implications
for decision making are that supervision and job
satisfaction should be improved to enhance moti-
vatiort and subsequently performance, since ino-
tivation has been established to have a signifi-
cant positive relationship with performance

Table 3: Stepwise regression of independent variables
on motivation

A

Inde-|Step| Beta R" Cha.n%c ing SE F Sig.
pendent | of R F

Vanable | Enry

Supervi-

S 5197 23 14 1110 ey
Job . i

Sarislue-

hion i AT s 1n L] 372 1)

* P00 Significant

CONCLUSIONS AND RECOMMEN DATIONS

The following conclusions and recommenda-
tions can be drawn from the results of the study

.  Game rangers at the Mole National Park
have ‘average levels of motivation, job satis-
faction, supervision an perceived compe-
tence

. Recognition for their work is perceived to be
low. According to the agents, whatever lhttle
recognition they receive is verbal and not ex-
pressed in tangible terms.

. Game rangers understand clearly what their
job responsibilities are, but are rather unciear
about how their performance was judged in
the long run

. Motivation levels of game rangers are posi-
tively and significantly related to job satis-
faction. recognition, supervision, age and ex-
perience Thus. the aspect of the research hy-
pothesis that stated that there is a positive
relationship between motivation and the fol-
lowing variables; job satisfaction, recogni-
tion, and supervision is true (and therefore

. The more experienced agents aiso tended to
be the older agents. This observation was
both logical and tangible as experience
tended to be accumulated over time.

. Positive relationships were observed be-
rween motivation and the following vari-
ables; perceived competence. role clarity,
experience and age. These relationships
were however not statistically significant.

. The best predictors of motivation were su-
pervision and job satisfaction.

The following recommendations for improving
motivation are made on the basis of findings
from the study. opportunities should be pro-
vided for both local and outside training for
game rangers: financial remuneration in terms
of salaries and other monetary rewards should
be increased, adequate accommodation, and
transportation or T & T allowances should be
ensured: in addition. adequate risk allowance
and insurance coverage should be provided.

Secondly, since motivation was found to be sig-
nificantly assoctated with job satisfaction, su-
pervision and recognition, efforts should be
made to improve the levels of these variables
among game rangers. Findings from the study
indicate that job satisfaction may be improved
by creating and maintaining an environment
that will allow rangers to feel a strong sense of
belonging. providing adequate support for the
job, maintaining good level of supervision; and
providing opportunities for rangers to use their
skills and abilities in their jobs.

Supervision may be improved by making super-
visors' expectations clear to rangers, maintain-
ing good relationship between supervisors and
rangers; providing scheduled evaluation feed-
back. providing appropriate reward when de-
served and providing rangers with current infor-
mation on their profession through the supply of
current bulletins, journals. newsletters, €tc.

Recognition may be improved by: providing
rangers with tangible recognition (e.g. certifi-

not rejected). cates of merit and appreciation) and monetary

" rewards for good performance; Sponsoring
rangers on trips for conferences, and providing
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praise or citations for outstanding performance suggests that greater effort be made to improve

; : 5 d sustain high Is of 1
Finally, the conclusion that the best predictors of " sustshigh levelsiet thess pwo

motivation are supervision and job satisfaction

APPENDIX 1
Means and Standard Deviations for subscale items
Motivation Mean S. D.
[ have the opportunity to take part in important decision-making 158 1.47
[ am given the opportunity to improve my compelencies through traiung programmies inside the coun-
e 3.65 1.31
1 am given the opportunity o improve my competencies through training programmes outside the
country
) i 1.88 1.36
I recerve adeguale salany [or my work 235 115
| receive some monetany reward, other than my salary, from time to tumne. 1' " 5' l. 12
| receive non-monetary gifts from tme to time 2.63 1'5‘
[ receive appropriate recognition from my organization from ume (0 ume " 7 Il]-‘
| receive appropriate recognition from the community (e.g park visitors and distnct S o
assemblies) lor services rendered . .
s . " 2.85 1.30
| recerve pratse (e g “well-done” ele. ) from my supervisors 385 0.98
[ i placed wan urea of my work where [ have greal mlerest. '_;'21 1'41
| have the nevessary tools L need to etlectively carry out my work, 285 1'45
There is adequate transportation for my work. 2'50 1I26
[ am provided with accommodation or given support Lo secure accommodation 4- 03 l. 00
1 um given health msurance coverage or reimbursed for expenditures on health 2'9'7 1'32
| am given adequate nsk allowance L y
i e e 285 125
Lan pand T & 1 and other allowances regularly
1.68 1.02
Jub Satisfaction Mean S.D.
[ am often bored with my work 2.60 1.48
My job is nteresting. 4.30 0.94
It seems my friends are more interested in their jobs than 1 am, 2.63 1.30
[ like my job berter than most rangers 3.48 1.04
I will like 1o give up this job for another with equal conditions of servive 2.33 1.25
| teel enthusiastic about my work, 392 0.98
| recelve encouragement in my work. 350 0.91
| recerve supervision in my work 4.20 0.79
I feel a strong sense of belonging in my work 4.30 0.73
[ receive adequate support tor my work, 3.40 0.90
[ am tired of my job 1.87 1.09
| have opportunity to use my skills and abibties m my job 4.25 0.87
Supervision Mean S. D.
| recerve scheduled supervison visils [TOM MY SUPETVISOLS 390 1.03
| recerve unscheduled supervisors visils [Fom my supervisors 2.95 1.24
My performance as 4 game ranger 1s evaluated on schedule by my supervisor 3.63 1:17
[ receive scheduled evaluation feedback from my supervisors 3.15 1.46
[ recerve constructive criticism from my supervisors when necessary. 3.46 1.14
[ am provided with current infermation on my profession through
the supply of current bulletins, journals. newsleners etc 1.87 1.30
| receive upproprate putashment from supervisors when deserved 3.62 1.27
| receive uppropriute reward from supervisors when deserved 2.63 1.31
[ liave good relations wath my supervisors 4.60 0.67
My supervisors nuke their expectations very clear 4.00 1.16
My supervisors promote partcipation 3.36 1.42
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Recognition * Mean S. D
I receive verbal recognition (e.g. praise) for good performance from my supervisors when necessary 393 1.07
I receive tangible recognition (e.g. certificate of merit, certificates
of appreciation) from my supervisors when necessary 1.65 125
I am financially sponsored on trips, training conferences, eic. as a
show of appreciation for good performance 210 1.30

1 am given monetary reward as a show of appreciation for good performance 123 0.80
I am sometimes mentioned for praise by the chief or public officers at functions such as durbars, fora, etc. 1.65 115
I receive praise (e.g. “thank you” “well-done” etc.) from park visitors in appreciation for services rendered. 273 134

"Role Clarity Mean S. D.
1 understand the goals of the Wildlife Division 468 047
1 know how my roles fit in with the organization’s goals 438 054
I know what my job responsibilities are 470 046
[ know exactly what is expected of me in my day-to-day work as a ranger. 4.68 048
1 know exactly what to do to achieve my goals as a ranger. 462 0.59
I know how my performance is judged in the organization 340 1.15
Perceived Competence Mean S.D.
My perceived competency level in surveying and demarcating boundaries of conservation areas is 2.60 141
My perceived competency level in plotting surveys and preparing relevant maps and plans is 230 124
My perceived competency level in survey, design, alignment and construction of roads is 240 1.32
My perceived competency level in selection of camp sites is 373 091
My perceived competency level in fauna and ecological survey is 311 1.32
My perceived competency in general supervision of junior staff is 393 0954
My perceived competency in supervision of field work is. 393 083
My perceived competency in record collection and keeping on wild animals, weapons and hunting activities is 410 0.90
My perceivea competency in organizing and undertaking control duties involving dangerous animals is 373 122
My perceived competency in planning and executing anti poaching and control operations is 413 088
My perceived competency in detection, investigating and prosecuting

offences against wildlife legislation and Game by-laws before a District magistrate is 365 1.08
My perceived competency in inspection of quarantines is 233 116
My perceived competency in preparation of permits is 283 1.4
My perceived competency in extension work is 294 135
My perceived competency in market surveys is 206 126
My perceived competency in ensuring proper care and use and accounting for those in my range is 3.59 091
My perceived competency in assisting the officer in charge in routne administrative work is 352 1.28
My perceived competency in assisting in the undertaking of special scientific investigation and duties is 285 122
My perceived competency in collection and preservation of fauna and floral scientific specimens is 310 139
My perceived competency in the supervision, care and maintenance of museum specimens is 288 120
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