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Core values as drivers of entrepreneurial performance: A study
of SMEs in Uganda’s central region
Ismail Kintua and Robert Venterb

aAccounting and Finance Department, Makerere University, Kampala, Uganda; bHuman Resource
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ABSTRACT
The purpose of this study was to establish whether the relationship
between core values and entrepreneurial performance in Uganda’s
informal economy exists and whether motivation mediates the
relationship. The survey was conducted in the informal economy of
Uganda’s central region using a structured questionnaire. The
sample included three hundred eighty-six employees of Small and
Medium Enterprises. Hypotheses and mediation tests were carried
out by way of structural equation modeling, using Analysis of
Moment Structures and Sobel’s test respectively. Results from
hypotheses’ tests indicate significant positive relationships between
core values and entrepreneurial performance. Furthermore, it was
established that motivation significantly mediates the relationship
between core values and entrepreneurial performance (except trust).
Based on the study’s results, it is recommended that Small and
Medium Enterprises should seek to acquire skills on how to fully turn
motivation into business advantage and how to use core values as
tools for marketing the business.
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1. Introduction and problem statement

The notion of the ‘informal economy’ was first introduced by Hart in 1972, who conceived
informality as being associated with income generating activities which are unregistered
and institutionally non-compliant. In keeping with this conceptualisation, Daniels
(2004) suggests that the informal economy comprises of unreported income from self-
employment, wages, salaries relate to unreported goods and services, the barter of legal
goods and services and sometimes trading in stolen goods. Furthermore, the informal
economy comprises of workers who have neither employment contracts nor social
benefits (Henley et al., 2009).

Despite the large survivalist nature of the informal economy, an increasing body of
research has sought to establish the entrepreneurial nature of the space (see for
instance Langevang et al., 2012; Synder, 2004; Williams, 2008, 2009). It is this
premise that this paper proceeds such that the informal economy is inclusive of
opportunity-driven entrepreneurial behaviour (Urban et al., 2011; Venter & Callaghan,
2011).
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Uganda has a large informal sector contributing to a low tax to Gross Domestic Product
ratio of 13%. The ratio is below the sub-Saharan rate of 26% (African Economic Outlook,
2012). Moreover, an International Labour Organisation Report (2012) indicates that 95%
of Uganda’s labour force falls in the informal economy with much of the labour provided
by women (see for instance Chen, 2000). Furthermore, it was estimated that by 2010, of
the 5.5 million Ugandan youths engaged in the labour force, 3.5 million were in the infor-
mal businesses (International Labour Organisation Report, 2012).

Despite the increasingly important role Small and Medium Enterprises play in job
creation in developing countries such as Uganda (Randall, 2008), Hammann et al.
(2009) are of the view that these businesses do not express a value-based socially
responsible orientation towards doing business formally but rather does so through
the values of the owner/entrepreneur. However, little exists by way of research which
considers core values of entrepreneurs within the informal economy and more specifi-
cally that of Uganda.

Furthermore, although core values motivate employees (Alas & Tuulik, 2005; Dahl-
gaard-Park, 2012; Katou, 2015; Long, 2016), the mediating role of motivation in the
relationship between core values and entrepreneurial performance in Uganda’s informal
economy has not yet been established. The immediate study to this effect was Kakeeto-
Aelen et al. (2014) which considered neither motivation nor entrepreneurial
performance. They discussed trust in relation to customer satisfaction rather than
core values and entrepreneurial performance. Therefore, this study sought to provide
empirical findings and extend both literature and practical knowledge by establishing
the mediating role of motivation in the relationship between core values and entrepre-
neurial performance within Small and Medium Enterprises in Uganda’s informal
economy.

1.1. Theoretical framework

Dahlgaard-Park (2012) and Katou (2015) contend that core values instil commitment
among workers. Furthermore, employees are motivated if they are fairly treated
(Falk, 2014; Long, 2016). Kintu (2017) argues that core values are not only motivators,
they are also behavioural reinforcers. Behavioural reinforcement occurs where there are
stimuli that cause a repeat of a behaviour or action/ performance (Skinner, 1938).
In this case, core values are stimuli. Since core values motivate and reinforce employees’
behaviour, and motivated employees enhance firm performance (Emich & Wright,
2016), the study is guided by the motivational reinforcement theory.

2. Literature review

This paper provides insights into the impact that motivation has on the relationship
between core values and entrepreneurial performance amongst informal economy
workers in Uganda. In this section, different variables under investigation are explored
before hypotheses are formulated and the hypothesised model is developed. The section
commences with a consideration of core values, after which entrepreneurial performance
is explored. Thereafter, hypothesised relationships between motivation, core values and
entrepreneurial performance are discussed.
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2.1. Core values

In order to shape employee behaviour, core values are basic principles to adopt (Lencioni,
2002). In addition, for a firm to introduce ethical culture at work, it should adopt ethical
behaviour (Roberts-Lombard et al., 2016). Basing on this ideology, scholars such as
Schwartz (2005) and Schmiedel et al. (2013) provide for moral/core values to guide
employee behaviour in a firm. Such values include; trust, fairness, respect and responsibil-
ity. Besides these values, the qualitative study in Uganda’s informal economy by Kintu
(2017) established cleanliness as a value. Furthermore, businesses establish core values
to guide morality and enhance ethical behaviour (Mahajan & Mahajan, 2016). Moreover,
moral values which are right or wrong guide employee behaviour in a firm (Rakesh et al.,
2016). Having introduced core values, it is important to consider entrepreneurial perform-
ance in the next section.

2.2. Entrepreneurial performance

It requires risk taking and innovativeness to achieve entrepreneurial performance
(Lumpkin & Dess, 2001). Entrepreneurial performance can be measured by product diver-
sification and market diversification (Yu, 2013). Furthermore, entrepreneurial perform-
ance can be measured by profits, accumulated employment and survival duration
(Bosma et al., 2002). However, given the nature of this study, accumulated employment
and product diversification were identified as measures for entrepreneurial performance
because both measures do not require rigorous record keeping.

2.3. Core values and motivation

Much of the literature that exists on motivation within the informal economy considers
the overall motive of the individual entrepreneur (that is, whether the entrepreneur is
driven by opportunity or necessity) (see for instance Gurtoo & Williams, 2009), with a
relative paucity of research on the motivation of informal workers. This said, broad
research provides insights into the relationship between core values and motivation allow-
ing for extrapolation to experiences of employees in the informal economy. Trust, for
instance, helps employees develop positive work-related attitude and behaviour, which
in turn results in great motivation and productivity levels (Rupova et al., 2015). Further-
more, a study by Dahlgaard-Park (2012) shows that companies which do not practice core
values, struggle to motivate employees. In addition, Ard (2015) established that strong
core values improve employee morale. Therefore, informal economy Small and
Medium Enterprises in Uganda’s central region have to ensure that core values are
sufficiently inclusive to motivate workers. Ard (2015) agrees with Loch et al. (2012)’s sup-
position that respect for employees improves their morale. Moreover, Falk (2014) estab-
lished that the fair treatment of workers motivates them. At the same time, Katou
(2015) indicated that trust motivates and enhances employee commitment. This finds res-
onance with Nakos & Brouthers (2008) who contend that trust provides a foundation for
commitment. It can further be observed that whereas Dahlgaard-Park (2012) and Katou
(2015) state that values such as trust motivate employees through improved commitment,
Long (2016) affirms that fairness motivates employees’work performance. Moreover, trust
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among workers encourages them to share ideas more openly (Emich & Wright, 2016).
Finally, Alas & Tuulik (2005) observe that if values are commonly held by both managers
and subordinates alike, motivation can be easily achieved. Therefore, it is indicative that
employees need to feel that they are trusted, they are working under a fair system, they
are respected so as to be motivated and deliver results at the work place. The following
hypothesis is formulated accordingly.

Hypothesis 1: There is a significant and positive relationship between core values and motiv-
ation among SMEs in the informal economy of Uganda’s central region.

2.4. Motivation of employees and entrepreneurial performance

The research that exists on the relationship between the motivation of employees of Small
and Medium Enterprises and overall entrepreneurial performance is scanty. For the most,
here, research tends to point, to the motivation of individual entrepreneur and entrepre-
neurial performance (see for instance Carsrud & Brannback, 2011). Despite this, however,
literature exists linking motivation of employees to organisational performance at large.
Dobre (2013) for instance, observed that employee motivation is positively related to
organisational performance. In addition, Ard (2015) agrees with Soundarapandiyan &
Ganesh (2015) that once employees’ morale is enhanced, employee retention rates
increase. Furthermore, Yildiz et al. (2009) established that motivation was statistically sig-
nificant to workers’ intention to leave the job. In addition, Mak & Sockel (2001) found out
that employee motivation is highly related with employees’ intentions to stay on the job.
Tabassi & Abu Baker (2009) contend that to improve employee innovation, employers
should use workers’ participation and motivation. Therefore, Small and Medium Enter-
prises in the informal economy of Uganda’s central region must benefit from core
values because they increase workers’ commitment to better performance (Dahlgaard-
Park, 2012). This implies that the more employees feel energised, the more likely they
will stay working for an organisation. It is thus clear that whenever employees are motiv-
ated, firm performance improves, this then leads to the following hypothesis.

Hypothesis 2: There is a significant and positive relationship between the motivation of
employees and entrepreneurial performance among SMEs in the informal economy of
Uganda’s central region.

2.5. Core values and entrepreneurial performance

Finally, it is fair to conclude, that, given the lack of research on values in the informal
economy as reflected on earlier in this paper, scanty literature equally exists, therefore,
to relate values to entrepreneurial performance in this space. Once more, broad literature
is considered to establish potential relationships. For instance, if the reward system is see-
mingly unfair among employees, they can relax in meeting job demands (Janssen, 2000).
In addition, promoting fairness at work helps to increase productivity (Long, 2016).
Though Long (2016)’s assertion about productivity is from a fairness side of view, he
concurs with Jing et al. (2014) who established that high levels of trust between managers
and employees enhance productivity. Furthermore, Roberts-Lombard et al. (2016)
contend that a proper code of ethics improves business performance. Since Small and
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Medium Enterprises in the informal economy of Uganda’s central region employ people
from different cultural orientations to perform tasks in business operations, Roberts-
Lombard et al. (2016)’s argument is important for consideration by managers of these
Small and Medium Enterprises. Furthermore, core values can make firms attractive to
potential employees (Chong, 2009). In addition, Coldwell et al. (2008) observe that for
workers to stay longer on the job, their values should be matching the employer’s
values. Moreover, some employees need responsibility to feel they are good enough in a
firm. Therefore, assigning workers responsibility is one way of motivating them to stay
on the job (Idris, 2014). It is also important to know that firms which have good links
and trust with stakeholders engage in better ways of product/or service diversification
(Slack, 2015; Su & Tsang, 2015). In addition, firms that act ethically can ably differentiate
their products and increase demand (Brickley et al., 2002). Furthermore, it is recognisable
that businesses that hub ethical behaviour improve their performance (Hitt & Collins,
2007). Therefore, it is worth understanding that core values which are a major component
of organisational culture play a major role in enhancing entrepreneurial performance. The
following hypothesis is thus stated;

Hypothesis 3: There is a significant and positive relationship between core values and entre-
preneurial performance in SMEs in the informal economy of Uganda’s central region.

2.6. The mediating effect of motivation

Dobre (2013) contend that employee motivation positively affects firm performance, but
motivation is enhanced by values (Parks & Guay, 2009). Moreover, trust causes motiv-
ation, and motivation results in firm productivity (Rupova et al., 2015). In the same
way, Katou (2015) believes that trust increases staff motivation hence increased firm per-
formance. Since core values improve employees’motivation, and that motivation results in
firm performance, it is important for Small and Medium Enterprises in the informal
economy of Uganda’s central region to ensure that the core values crafted are motivational
enough to enhance Small and Medium Enterprises performance.

Furthermore, Aryee et al. (2015) established that intrinsic motivation significantly med-
iates the relationship between trust and job performance. Although the performance vari-
able in this study was not entrepreneurial, it indicates that motivation can mediate the
relationship which involves a core value component. In addition, Joo et al. (2010)
provide that intrinsic motivation can mediate the relationship between employee respon-
sibility (job autonomy) and role-job performance. This position highlights, however, that
there is limited literature which focuses on the mediating role of motivation in the
relationship between core values and entrepreneurial performance.

The discussion provided above indicates that motivation can mediate the relationship
between core values and any other variables. However, in this case, scholars have concen-
trated on other factors rather than entrepreneurial performance. Since limited literature
exists which explores the mediating role of motivation in the relationship between core
values and entrepreneurial performance, this justified the study’s relevance. The following
hypothesis is stated:

Hypothesis 4: Motivation mediates the relationship between core values and entrepreneurial
performance of SMEs in the informal economy of Uganda’s central region.
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3. Methods

Given the nature and purpose of the study, a quantitative approach was employed.
Because of informality and associated complexities of drawing an accurate sampling
frame, due for instance, to churn between the informal and formal economies (see, for
instance, Devey et al., 2006a, 2006b), a convenience sampling technique was adopted.
The sample size was 386 respondents conducted in the towns of Masaka, Mityana,
Kampala, Wakiso and Mukono. The sectors considered for the study were supermarkets,
hair dressing salons, cosmetic processing, juice processing and restaurants. The sectors are
considered for this study because the establishment of informal workers is common in
these sectors (Uganda Investment Authority and Ernst & Young, 2011). In addition,
the selected study area is the most urbanised in Uganda (Uganda Investment Authority
and Ernst & Young, 2011). Furthermore, data were collected through a questionnaire
using a five-point Likert scale. On the scale, cumulative employment was measured by;
firm’s ability to retain current employees because of a fair payment system, firm’s
ability to retain current employees because commissions are determined fairly and
firm’s ability to retain current employees because of attractive premises. On the other
hand, product diversification was measured by firm’s products penetrating markets
because of trust, employees’ ability to introduce a variety of new products/services
because of trust and customers perceive a variety of firm products/ services are superior
over competitors. In addition, the Small and Medium Enterprises considered for analysis
were those which had operated for at least three years and employ five and more workers.
Collecting data from employees of those Small and Medium Enterprises would ensure
consistency. Reliability for the questionnaire was determined by Cronbach’s alpha and
composite reliability scores. The Average Variant Extracted (AVE) was used to measure
convergent validity and AVE is acceptable at a level of ≥0.5 (Fornell & Larcker, 1981;
Farrell & Rudd, 2009). For the discriminant validity, Fornell & Larcker (1981), Li et al.
(2017) emphasise that it exists when the Average Variant Extracted scores of two
factors are higher than the square of the correlation between the two factors. In this
study, the researcher compared the Average Variant Extracted scores with the square of
correlation among the latent variables to determine whether constructs are not closely
related or whether they are not measuring the same aspects. The Likert scale measured
responses along negative to positive where expected responses were; strongly disagree, dis-
agree, neither agree nor disagree, agree and strongly agree (Likert, 1932). Research assist-
ants were recruited to undertake the exercise. Each research assistant signed an agreement
to undertake the exercise and to keep information confidential. The study exposed
research assistants neither to physical risks nor to emotional dangers. Secondary data
was collected from the Ministry of Education, Science, Technology and Sports and the
Ministry of Gender, Labour and Social Development. The data from secondary sources
helped substantiate already existing data with the primary data collected. Furthermore,
secondary data assisted in providing comparative information for future decision
making, especially policy about Small and Medium Enterprises in the informal economy.

Data were analysed by way of structure equation modelling (SEM). SEM can help test
and analyse network relationships between variables (Suhr, 2009). Furthermore, SEM is a
powerful tool for analysis (MacCallum & Austin, 2000). For the purpose of this study,
SEM was used to analyse latent variables; core values, motivation and entrepreneurial
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performance. The measured variables were: trust, fairness; respect, responsibility, cleanli-
ness, product diversification and cumulative employment. The study further complied
with the SEM condition of adhering to a large sample size of 200 and above (Hussey &
Eagan, 2006). Furthermore, the measurement model was established to estimate the confi-
rmatory factor analysis (CFA). This is because the CFA is better handled under SEM
(Ullman, 2006). The model fit was tested by chi-square which should be <3, CFI = 0–1,
GFI tending to 1, AGFI, >0.9 and RMSR tending to 0 (Guha, 2010). The model was
well estimated and identified by Analysis of Moment Structures (AMOS). Furthermore,
the model specification was done following literature review and research hypotheses
(Urbach & Ahlemann, 2010).

Finally, in order to test for mediation, soft and hard tests were used. Mediation exists
when the independent variable affects the dependent variable indirectly through at least
one intervening variable (Preacher & Hayes, 2008). In addition, Baron & Kenny (1986)
and Beaujean (2011) provide three conditions which must be fulfilled; i) the independent
variable has to be significantly related to the mediating variable, ii) the independent vari-
able has to be significantly related to the outcome variable and iii) the magnitude of the
relationship between the independent and the outcome variables must significantly
decrease after controlling for the mediating variable. Moreover, Sobel’s (1982) test was
used as a hard measure for mediation. Sobel test determines the significance of the indirect
effect by testing the hypothesis of no difference between total effect (c) and direct effect ć
(Totawar & Nambudiri, 2014). The decision rule in determining whether a variable is
indeed a mediator under Sobel’s test is; the P-value must not exceed .05 (Totawar & Nam-
budiri, 2014). For the purpose of this study, Sobel’s test for mediation was used to deter-
mine whether motivation mediates the relationship between core values and
entrepreneurial performance.

4. Research findings

The study findings indicate that more females are engaged in informal work than males.
Female respondents represented 58.29% while males represented 41.71%. It is observed
that more than half of the respondents were female. This implies that overall, females
are more willing to work in the informal economy compared to males. This position is
supported by the Uganda Bureau of Statistics (2015) that 51% of the youth labour force
in Uganda is constituted by females. At the same time, the more representation of
females compared to males in this study may imply that females are more trusted at
work than their male colleagues. Another reason perhaps to explain this phenomenon
is that commissions and pay in the informal economy are very low; men have many
responsibilities that the pay offered in this sector may not be sufficient to cover all their
needs (Kintu, 2017). Other respondents were of a view that men dislike such small infor-
mal jobs, therefore, they have a bad mindset about jobs offered in the informal economy.
Furthermore, husbands cannot provide all what their wives need. Consequently, the wives
end up working in the informal economy to supplement what their husbands can provide.

The reliability scores indicate an overall Cronbach’s alpha of α = 0.91 which implies
that the questionnaire was reliable. The breakdown of the components indicates that
the motivation is α = 0.726. This represents good reliability scores. To test the reliability
of the instrument, composite reliability (CR) was calculated. The CR for core values is
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0.93, that of motivation is 0.82 and entrepreneurial performance is 0.698. This indicates
that the measuring instrument is reliable. The Average Variant Extracted (AVE)
was used to measure convergent validity. The AVE scores for core values indicate
AVE = 0.497, motivation indicates AVE = 0.61 and entrepreneurial performance indicates
AVE = 0.55. In addition, in order to determine that latent variables are not measuring the
same items, discriminant validity was tested by determining the square of correlations
between the latent variables. The square of correlations between core values and motiv-
ation is 0.49, that of motivation and entrepreneurial performance is 0.26 and that of
core values and entrepreneurial performance is 0.50. These values are below the AVE
scores; therefore, the latent variables in the study do not measure the same aspects.

Using the confirmatory factor analysis (CFA), further analysis was carried out. The
measurement model is presented in Figure 1.

The results presented in Figure 1 indicate that chi-square is significant at P = .00, the
degree of freedom of 206 and CMIN/DF of 4.678. The AGFI is 0.781, GFI is 0.821,
RMR is 0.086 and CFI 0.691. Furthermore, the covariances indicate significant relation-
ships and results are indicated in Table 1.

The analysis in Table 1 was conducted for the purpose of the Confirmatory Factor
Analysis. The variables are related since all the P-values are significant. However, since

Figure 1. Confirmatory factor analysis for core values, motivation and entrepreneurial performance.
Key: MV is motivation; FR is fairness; PME is Cumulative employment; CL is cleanliness; RES is respon-
sibility; PMD is product diversification; TR is trust; RS is respect.

Table 1. Covariances and significance levels of study variables.
β SE CR P

Core values <–> Motivation .108 .027 4.070 ***
Core values <–> Entrepreneurial performance .117 .029 3.994 ***
Motivation <–> Entrepreneurial performance .282 .056 5.062 ***
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covariance cannot reveal which variable is more influential in explaining entrepreneurial
performance, further analysis was conducted by way of regression as Figure 2 indicates.

From the regression analysis performed in Figure 2, the chi-square is significant at
P = .00, the degree of freedom of 206 and CMIN/DF of 4.678. The AGFI is 0.781, GFI
is 0.821, RMR is 0.086 and CFI 0.691. Furthermore, the regression indicates significant
relationships except for the relationship between motivation and entrepreneurial perform-
ance and more results are provided in Table 2.

Table 2 indicates that the relationship between core values and motivation is positive
and significant and the relationship between core values and entrepreneurial performance
is positive and significant. This implies that hypotheses (H1 and H3) are supported
whereas H2 is not supported. Furthermore, it is established that core values significantly
influence entrepreneurial performance. This is to the extent of 68%. On the other hand,
motivation insignificantly influence entrepreneurial performance to the extent of 3%.

Since core values motivate employees and at the same time influence entrepreneurial
performance, it is important to determine whether the motivation generated from core
values can influence the relationship between core values and entrepreneurial perform-
ance. The mediation effect was determined using the Sobel test. The results are presented
in Table 3.

Figure 2. Hypothesis testing for the relationship between core values and entrepreneurial perform-
ance. Key: MV is motivation; TR is trust; PME is cumulative employment; CL is cleanliness; RES is respon-
sibility; PMD is product diversification; FR is fairness; RS is respect.

Table 2. Statistics summery of the specified model.
β SE CR P

Motivation <— Core values .70 .549 4.254 ***
Entrepreneurial performance <— Motivation .03 .134 0.266 .791
Entrepreneurial performance <— Core values .68 .673 3.609 ***
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The results in Table 3 indicate that motivation does not mediate any relationship where
trust is an independent variable. However, motivation mediates the relationships between;
cleanliness and product diversification, cleanliness and cumulative employment, fairness
and product diversification, fairness and cumulative employment, responsibility and
cumulative employment, respect and product diversification, and respect and cumulative
employment. Therefore, the significance of the statistics implies that hypothesis 4 is sup-
ported. This is to say that motivation significantly mediates the relationship between core
values and entrepreneurial performance in Small and Medium Enterprises in Uganda’s
central region.

5. Discussion

Having set the hypothesis and presented study findings, this section discusses the findings
in relation to study questions and hypotheses. The model presented in Figure 2 indicates a
positive regression weight of 0.7 for the first hypothesis. Furthermore, the relationship is
strong and significant, implying that core values strongly determine employee motivation
in Small and Medium Enterprises in the informal economy of Uganda’s central region.
The study findings are in agreement with Dahlgaard-Park (2012) who established that
core values instil commitment among employees. In addition, Rupova et al. (2015) and
Katou (2015) assert that trust in a firm develops employees’ good attitude. At the same
time, Ard (2015) found out that core values improve employees’ morale. It is very impor-
tant therefore for managers to ensure that employees adhere to core values.

Having discussed core values and motivation, the second hypothesis relates to motiv-
ation and entrepreneurial performance. The results from the model in Figure 2 indicate a
positive regression weight of 0.03, but the relationship is insignificant. The study, there-
fore, deviates from findings of Ard (2015) who established that motivation significantly
relates to employee retention. At the same time, the study’s findings differ from Dobre
(2013) who found out that motivation significantly relates to firm performance. It is, there-
fore, important to state that although employees in the informal economy of Uganda’s
central region are motivated by core values, the level to which supervisors or managers
harness employee motivation for entrepreneurial performance is insignificant.

Furthermore, the relationship between core values and entrepreneurial performance
was investigated under the third hypothesis. Results from Figure 2 indicate a significant
positive regression weight of 0.68. This implies that in the informal economy
in Uganda’s central region, employees and other stakeholders care about core values in

Table 3. Sobel test results for mediation effect.
Paths P-values Sig Decision

Cleanliness → Motivation → PMD .04 0.000 Motivation mediates the path
Cleanliness → Motivation → PME .05 0.003 Motivation mediates the path
Trust → Motivation → PMD .44 0.000 Motivation does not mediate the path
Trust → Motivation → PME .15 0.000 Motivation does not mediate the path
Fairness → Motivation → PMD .026 0.000 Motivation mediates the path
Fairness → Motivation → PME .05 0.000 Motivation mediates the path
Responsibility → Motivation → PMD .06 0.000 Motivation does not mediate the path
Responsibility → Motivation → PME .05 0.000 Motivation mediates the path
Respect → Motivation → PMD .04 0.000 Motivation mediates the path
Respect → Motivation → PME .05 0.000 Motivation mediates the path
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order to create more employment and provide more products and services. The study
findings further agree with scholars such as; Long (2016) and Roberts-Lombard et al.
(2016) who established that fairness improves firm productivity and proper code of
ethics improve firm performance respectively. Furthermore, the study findings agree
with Chong (2009) who asserts that core values make a firm attractive to potential employ-
ees. In addition, Idris (2014) observed that responsibility assigned to workers motivates
them to stay on the job. At the same time, Slack (2015); Su & Tsang (2015) found core
values to be a major factor for product diversification. This is all in support of the
study findings.

In order to understand the mediating role of motivation in the relationship between
core values and entrepreneurial performance, the fourth hypothesis was tested. In this
case, the Sobel test results indicate significant relationships in the paths of core values,
motivation and entrepreneurial performance as Table 3 indicates. However, it is indicated
that motivation does not mediate any relationship where trust is the independent variable.
This may imply that many Ugandan entrepreneurs are not trusted. Therefore, many
employees are sceptical about supervisors’ or business owners’ intentions or promises.
On the other hand, findings for other components of core values agree with Aryee et al.
(2015) who observed that intrinsic motivation mediates the relationship between core
values and job performance. At the same time, Parks & Guay (2009) confirmed that motiv-
ation enhanced by core values influences firm performance. The study confirms that
motivation does not only mediate the relationship between core values (except trust)
and job performance, it also mediates the relationship between core values and entrepre-
neurial performance especially in the informal economy of a developing country such as
Uganda.

6. Conclusion

It has been well established that core values significantly influence entrepreneurial per-
formance. This is in agreement with earlier scholars such as Long (2016), Chong (2009)
and Idris (2014). Furthermore, the study intended to establish the mediating role of motiv-
ation in the relationship between core values and entrepreneurial performance. It has been
established that motivation can significantly mediate the relationship between core values
and entrepreneurial performance. However, the study’s findings indicate that motivation
cannot mediate the relationship between trust and entrepreneurial performance. This pre-
sents a situation of scepticism between entrepreneurs or supervisors with employees in
Small and Medium Enterprises in the informal economy of Uganda’s central region. In
addition, whereas literature from authors such as Katou (2015), Dahlgaard-Park (2012)
and Ard (2015) argue that motivation significantly influences firm performance, employee
attraction or product diversification, the informal economy of Uganda’s central region
presents another framework where motivation cannot significantly influence entrepre-
neurial performance. Supervisors should practice trust and emphasise trust among
employees to motivate them to perform. This is a cheaper means of energising people
to perform better since it’s a non-monetary tool.

Whereas the study was conducted in Uganda’s central region, its findings can be gener-
alised for whole Uganda. The sample size of 386 is adequate and the central region is
Uganda’smost urbanised region (Uganda Investment Authority and Ernst &Young, 2011).
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In order to emphasise skilling workers, the National Council for Higher Education
together with the Ministry of Education should ensure that before accrediting any pro-
gramme to be rolled out in institutions, soft skills have to be prioritised. Having conducted
this study in an informal economy in service sectors, the researchers recommend more
studies to be undertaken in the agriculture sector.

7. Scientific contribution

There is a dearth of literature pertaining to the mediating effect of motivation on the
relationship between core values and entrepreneurial performance. Moreover, little exists
by way of research relating to entrepreneurial behaviour in Uganda’s informal economy.
Aryee et al. (2015) for instance established the mediating effect of motivation on the
relationship between fairness and job performance. However, this study established a sig-
nificant mediating effect of motivation in the relationship between core values except
trust and entrepreneurial performance in addition to establishing an insignificant relation-
ship betweenmotivation and entrepreneurial performance in Uganda’s informal economy.
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