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ABSTRACT
Although an issue of job satisfaction has been extensively examined in management studies, a study that examined the effects of job satisfaction on employee performance in Serengeti district was lacking. In this study, the quantitative methodology was used to support researcher in obtaining the causality relationship of job satisfaction and employee performance, also 331 questionnaires were distributed using stratified sampling design to respondents and analyzed through descriptive statistics. The findings indicate that workers job performance is the result of reward systems, professional training and development and work situational the combination of these factors together lead to job performance. Having an engaged workforce is essential. Employees are the backbone of any organization, and a company's success is inevitably dependent upon a pool of highly talented and satisfied employees. If your employees are motivated and committed to their work, finding great satisfaction in what they do, you are bound to find great success in your endeavors. Therefore, employees at all levels of the education system should be adequately trained, respected, remunerated, and able to participate in decisions affecting their professional lives and working environments. When employees are enabled to do their job effectively, their organization will develop effectively. Job satisfaction leads to employee’s performance in different matter, job satisfaction play importance role because it makes employee to increase effort in working, this make good performance of organization.

Keywords: Job Satisfaction, Employee Performance, Employee Recognition, Working Condition.
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CHAPTER ONE
INTRODUCTION

1.1 Overview
This chapter introduces the background of the study, statement of the problem, research objectives both general and specific, relevance and scope of the study. 
1.2 Background to the Study

Job satisfaction has been defined as a pleasurable emotional state resulting from the appraisal of one‘s job and effective reaction to one‘s job; and an attitude towards ones job (Nikos, 2018). One of the critical challenges in the field of human resources has been making sure that employees are satisfied with their employment. As a result several strategies are used to make sure that they are satisfied with their work and perform better. In order to make sure that organization performs issues such as job satisfaction, team management, participatory management and strategic planning is taken into account (Daniel, 2020).
Job satisfaction is one among the criteria established to maintain the organizations’ health. The effective provision of services in any organization depends on satisfied human resources and job satisfaction experienced by employees will have a significant impact on their willingness to produce quality services (Olsen, Bjaali & Mikkelsen, 2017). The impact of other crucial variables on efficiency, such as interpersonal relationship, infrastructures needs to be taken into account when issues of employee performance are concerned. Nikos (2018) argues that job satisfaction is an attitude but points out that researchers should clearly distinguish the objects of cognitive evaluation which affect emotion, beliefs and behaviors. This definition suggests that we form attitudes towards our jobs by taking into account our feelings, our beliefs and our behaviors. 
Employee job satisfaction is important aspects to be ensured in an organization to the employees practitioners on various designated to be undertaken in the departments, sections, units and all the segments found in the organization as per respective structure. This is because; it has impacts on performance of organization (Mansoor, 2021). However if not undertaken seriously, it turns out to be a challenge in many organizations, making employees move from one organization to another searching for a good working environment, good payment and opportunity for advancement (Kombo, 2015).
Based on an empirical research, Inuwa (2016) suggested that dissatisfaction believed to be one of the major factors that demotivates and demoralize employees in the workplace which can result to lower productivity thereby affecting the overall performance of organization. A person with a high level of job satisfaction holds positive feeling about the job, while a person who is dissatisfied holds a negative feeling about the job (Judge, Weiss, Mueller & Hulin, 2017).

There are many attributes that may lead to an employee to job satisfaction. These factors including good pay, the size of the desk, future development prospects, etc.  Job satisfaction is rather simply how comfortable or employees are satisfied with their jobs. As it explains whether employee are glad and comfortable and fulfilling their requirement and desire at work. Employee satisfaction is one of the critical sources of employee motivation. This is more supportive with those theories explaining human motivation (Herzberg, 1968). Herzberg stated that hygiene factors and motivator factors do influencing employee motivation. Motivator factors are linked to job satisfaction and hygiene factors are related to job dissatisfaction levels. 

Currently, job satisfaction has been an important issue and people are interested to work in the organization as well as the services where they get more satisfaction. But really how far such job satisfaction is ensured in different jobs? This poses interest for the current study to be done. The existing research on job satisfaction and employee performance highlighted that it would be unwise to assume that high job satisfaction leads to high performance, or that high performers are satisfied with their jobs (Smith et al., 2021). 
More studies reported the weak relationship between job satisfaction and employee performance for example Smith et al., (2018) while others Olsen et al. (2017); Judge et al., (2017) acknowledged a potential link between satisfaction and performance. Despite the fact that some of the previous studies have acknowledged positive relationship between job satisfaction on employee performance, the causal and effect determinants are still not clear and it cannot be concluded that satisfaction leads to high performance, or that high performers are necessarily leads to job satisfaction (Mansoor, 2021). Since there is no clarity on the link between job satisfaction and employee performance this study aimed at broadens the research agenda by examining the effects of job satisfaction on employee performance using a case of public sector in Tanzania. While there are limited studies into the subject matter in the context of Tanzania, the current study principally focused on bridging the existing knowledge gap.
1.3
Statement of the Problem

Employers in Public sector use of different incentives like rewarding those who perform better, make their work to be more enjoyable than others. The rewards make them feel emotionally connected with the organization. Employee’s recognition, career advancement and presence of good working condition improve employee’s performance (Herzberg, 1968). Although, Herzberg introduced two factor motivation theories, in that theory he stated that hygiene factors and motivator factors do influencing employee motivation. 
Motivator factors are linked to job satisfaction and hygiene factors are related to job dissatisfaction levels. The causal and effect relationship between job satisfaction and employee performance is not clear hence more studies are needed to show the link between the two variables is needed. The existing studies has identified that poor job satisfaction affects employee performance (Oakma, 2021). Others have managed to show that there is no conclusive evidence on the relationship between job satisfaction and performance (Sharma et al., 2016). Based on this information, this study was intended to shed some light on that subject matter to bridge the existing knowledge gap.
1.4
Research Objectives

1.4.1 
General Research Objective

To examine the effects of job satisfaction on employee performance in Serengeti District Council.
1.4.2 
Specific Research Objectives

This study was based to the following specific objectives:

i. To assess the effect of employee recognition on employee performance at Serengeti District council.

ii. To examine effects of working condition on employee performance at Serengeti District council.

iii. To assess the effect of career advancement on employee performance at Serengeti District council.

1.4.3
Research Questions

i. What is the effect employee recognition on employee performance at Serengeti District Council?

ii. Ii) What is the effect of working condition on employee performance at Serengeti District Council?

iii. Iii) What is the effect of career development towards employee performance at Serengeti District Council?
1.5
Significance of the Study

The study it helps to examine whether or not Public Organization employees are satisfied with their job and to obtain means for improvement towards their performance as for an organization who wants to keep their employees and reduce turn over should ensure are being satisfied. Also the study helps other organizations in determining the best system to employ in order to heighten employ job satisfaction as this has a positive impact on performance and productivity. The study assist the policy makers in formulating alternative policy for evaluate job satisfaction in Public sector as the way is done in assessing Performance of employees ‘through Open Performance Review and Appraisal System (OPRAS)
1.6 Organization of Proposal
Chapter one introduces the main topic that has been undertaken throughout the study. It describes the background history of the study, statement of problem of the research, research objectives both general and specific, relevance and scope of the study. Chapter two discussed the literature governed this study whereby issues related to both empirical and theoretical literature presented. The chapters also covered definition of key concept, research gap and in the end the conceptual framework presented. Chapter three covered methodology governed this study, chapter four covered findings of the study and chapter five presents summary, conclusion and recommendation.
CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

This chapter covers definitions used in the study, detailed literature review related to the effects of job satisfaction on employees ‘performance at work place with a particular focus on the conceptual, theoretical and empirical issues. Also it provides theories reviewed in the study that leads to the identification of the research gaps in knowledge and show the conceptual frame work.
2.2 Definitions of Key Terms
2.2.1 Employee Performance

Employee performance is defined as the way in which workers perform their job duties they have been assigned by their superiors (Daniel, 2020). Sharma et al. (2016) on the other hand, defined employees’ performance as the way employee’s fulfills their job duties and executes their required tasks to produce quality output. However, in the context of this study, employee performance is defined as the way an employee executes their job duties and responsibilities to meet public organization goals.
2.2.2
Job Satisfaction

Nanda (2020) defined job satisfaction to include issues related to work-related affection states such as supervisors, the jobs, the work colleagues, the compensation and the promotion opportunities. Locke and Fisher (1976) defined job satisfaction as a type of pleasant or positive affection state, which one has in the process of his/her working tenure. Job satisfaction in this study is defined as the positive perception that public employee has over working condition, employee recognition, and career advancement. 
2.3 Theoretical Literature Review
2.3.2 Herzberg Motivation Theory

This motivation theory was developed by Herzberg’ in the late 1950s.The intention of developing this theory was to find out what people want, and what motivates them while leaded with questions what do people want from their job? And in which situations they felt exceptionally good or bad about their job. The finding of the study suggests job satisfaction and dissatisfaction are not too opposite ends of the same continuum, but instead are two separate and at times, even unrelated concepts. However “Motivating” factors like pay and benefits, recognition and achievement need to be met for an employee to be satisfied with work while the absence of hygiene factors such as working conditions, company policies and structure, job security, interaction with colleagues and quality management cause employees to be dissatisfied.

The theory assumed that there are some job factors that result in satisfaction while there are other job factors that prevent job satisfaction. Moreover the theory emphasize up on job enrichment so as to motivate employees therefore it implies that managers must stress upon guaranteeing the adequacy of the hygiene factors to avoid employee dissatisfaction and must make sure the work is stimulating and rewarding so that the employees are motivated to work and perform harder and better. Herzberg assumes that individual may be motivated with issues such as job itself, achievement, recognition, responsibility and career advancement while hygiene factors are more related to feelings of dissatisfaction within the employees and are more associated with interpersonal relations, salary, supervision and company policy (Herzberg, 1966). 
Herzberg theory is not free from criticism, the theory was criticized because hygiene factors are seen as motivators and it was proved that Herzberg findings can be different if test is conducted in different industries. The differences are due to the intensity of the labour requirement and duration of the employment (Babeiya, 2011). Also, people have questioned how can one separate motivators from hygiene factors? 
Furthermore, the theory is not conclusive because the professionals and white collar workers may like responsibility and challenging jobs while the general workers are motivated by pay and other benefit therefore factors leads satisfaction may totally be reverse on some other categories of people hence confuse an organization on what to adopt in ensuring job satisfaction. Another critics the theory is directed to the method of research and data collection where the interviewers were asked to report exceptionally good or bad job experience as the result information captured always be subjective and biased. Moreover the theory has given too much emphasized on job enrichment and has totally ignored job satisfaction of the workers. 
2.3.4 Justification for Choosing a Selected Theory
Regardless of all critics, Herzberg’s two factors theory has been extensively used in job satisfaction studies. Some of the existing works include a work by (Heliyon, 2020); employed it to examine what motivational elements are associated with job satisfaction among medical laboratory professionals (MLPs) in Oman. Also, a study by (Simion, 2019); Has used it to examine academic staffs job satisfaction and assess the extent to which this influences their performance among University academic staff in Tanzania as the theory enabled researcher to explore both motivator and hygiene factors towards job satisfaction.
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Figure 2.1: Herzberg Two Factor Theory Model

Source: Herzberg (1966)
2.4 Empirical Literature

2.4.1
Employee Recognition and Employee Performance

Employee recognition is the acknowledgment of company’s staff for exemplary performance with the goal to reinforce particular behaviors, practices or activities that results in better performance and positive business results (Nikos, 2018).It motivates, provides a sense of accomplishment and makes employees feel valued for their work, boosts individual employee engagement, also has been found to increase productivity and loyalty to the company, leading to higher retention (Clevatus, 2021).
Previous studies have acknowledged that employees recognition have positive effect on employee performance (Bashir et al., (2020). Therefore, it is essential for management to ensure human resources are taken care of to attain their full potentials (Nanda, 2020). On the other hand, Orajaka et al.., (2021) have found contrary findings that there is a negative relationship between effects of employee’s recognition and employee performance. Therefore, the inconclusive finding is motivating the current researcher to examine the relationship between employee recognition and employee performance. 
2.4.2    Working Condition and Employee Performance

Several studies have been done to show the link between working environment and employee performance. The result has shown that there is positively relationship between working condition and efficiency of employees. Both physical working environment reward and training have proved to have positive impact on employee performance while workload and discrimination have negative impact on employee performance (Aokma, 2021 & Daniel, 2021). 
While, a good number of studies have shown positive link between working environment and employee performance, other researchers such as Simion (2019) has found negative relationship between working environment and performance. The inconclusive finding implies that more research is needed to come up with a conclusive finding as to whether there is significant relationship between working environment and employee performance. This is the one among the gaps that the current study intends to bridge.

2.4.3    Career Advancement and Employee Performance

In order to understand the importance of undertaking ones career advancement seriously, researchers such as Harun& blogs (2018) have examined the influence of career development on academic staff performance in Kenyan public universities in coast region. It was found that career planning had a significant influence on academic staff performance. Similar finding was reported by Lucinda, Wario & Romanus (2018) when revealed a positive relationship between career advancement and employee performance (Lucinda, Wario & Romanus, 2018). 
On the contrary, a study by Sri and Gandhi (2019) has found indirect effects between career development and employees performance. The inconclusive finding shows that another study is need to justify whether the two variables significantly related to one another. Therefore, the current study is intending to examine the relationship between career advancement and employee performance using a case of Serengeti.
Table 2.1: Summary of the Previous Related Studies 
	s/n
	Authors’ name & Year
	Aim of the study
	Variables examined
	Data analysis methods used
	Main findings

	1.
	Manzoor, (2021)
	Intrinsic Rewards and Employee’s performance 
	Rewards and performance
	Confirmatory factor analysis (CFA) and structure equation modeling(SEM)
	There is association between intrinsic rewards and  performance 

	2.
	Orajaka et al,(2021)
	Organization performance and its effects to employee recognition and Job satisfaction 
	Performance, recognition and job satisfaction
	Confirmatory factor analysis (CFA) and structure equation modeling(SEM
	There is a strong relationship association between the job satisfaction and recognition 

	3.
	Bashir et al.,(2020)
	Work conditions and employee performance
	Work condition and performance
	Confirmatory factor analysis (CFA) and structure equation modeling (SEM)
	Work conditions contribute positively to performance.

	4.
	Oakma, (2021)
	Mental and physical health effects of working at home.
	Working condition
	Narrative synthesis
	There are negative effects toward working conditions.

	5.
	Nanda (2020)
	The effect of psychological work environment and workloads on turnover interest and work stress.
	Work environment, work load, job stress and turnover
	Foot smart-PLS
	 Work environment has negative effect on job stress and turn over intention.

	6.
	Awoke (2019)
	Effects of working environment on employee performance
	Working environment and performance
	Descriptive statistics, correlation and regression Analysis.
	Work environment, reward and training   have positive impact on employee performance

	7.
	Daniel (2020)
	Influence of work environment on employee engagement.
	Work environment and engagement
	Regression analysis
	Work environment had a positive  relationship with employee engagement

	8.
	Lucinda, Gitura&Mugaa (2018)
	The influence of career progression on employee performance.
	Career progression and performance.
	Statistical analysis 
	Career progression has a positive effect on employee performance

	9.
	Wayan & Ketut(2018)
	The effect of career development and organization culture to employee performance.
	Career development, organization culture and  performance
	Structural equation modeling (SEM) 
	Career development has positive effect to employee performance

	10
	Sri, Gandhi & Adam (2019)
	The employee performance, career development, work motivation and job satisfaction.
	Performance, career development, motivation and job satisfaction.
	Path analysis 
	Career development had indirect effects   on the employees’ performance.

	11
	Ntadometal. (2021)
	Effect of career development on organizational performance
	Career development and performance
	Analysis of Variance (ANOVA) regression.
	Career development has significant effect on organizational performance


Source: Researcher compilation of literatures (2022)

2.5 Research Gap
Although there are extensive studies addressing the relationship between job satisfaction and employee performance. The existing works have been done in public universities, commercial banks, Public sector, government school, villages, and ministry (Harun & Blogs, 2018; Lucinda, et al., 2018; and Manzoor, 2021) in countries such as Nigeria, Kenya, Zanzibar and Tanzania. However Studies that examined the effects of job satisfaction on employee performance in the Public sector particularly at Serengeti District council in Tanzania are lacking this knowledge while to that level is dealing directly with the community and it is taken as the connecting authority with the central Government and Ministry for facilitating the expeditious and faster development of the people (Constitution Article 145 & 146, 1977). 
Therefore, this study was intended to examine the effects of job satisfaction on employee performance in Serengeti District council. So as Public sector gets resolution on how to retain their staffs hence job performance objective to be reached effectively and reduced headache to employer on balancing the workload due to shortage of staffs.

2.6 Conceptual Framework

The model below illustrates how a selected factor of job satisfaction leads effects to employee performance. These factors form the independent variables of the study and manipulated to positivity or negatively so as determine effects caused to dependent variable which is employee performance as covered in the literature review.
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Figure 2.2:   Conceptual Framework

Source: Researcher (2022)
2.7 Chapter Summary
Chapter two discussed the literature governed this study whereby issues related to both empirical and theoretical literature has been presented. Also the chapters cover definition of key concept, research gap and at the end the conceptual framework presented. Chapter three covered methodology governed this study.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Chapter Overview
This section gives out the methods used in the study; it opens with research strategies such as quantitative design to support a researcher to obtain responses on the effects of job satisfaction on employee performance in Serengeti District council. Moreover, the justification of the methodology chosen are explicit described on the research design, area of study, population, sample size, sampling and sampling procedures, variables and measurements, data collection instruments and analysis undertaken over the studied phenomenon.
3.2 Research Philosophy
The research philosophy deals with the source, nature and development of knowledge; generally, is about the ways in which data about a phenomenon should be collected, analyzed and used (Kothari, 2006). Therefore, in this study the research philosophy followed is positivism because data was collected and analyzed focused on quantification and the research emphasize to test hypothesis based on the theory so as to generalize findings and give recommendation for further studies. Also the positivism philosophy supports the study like this with nature of quantitative effectively as provided flexibility of study the causality relations easily among the variables that’s job satisfaction and employee performance and the large sample analyzed easily numerically (Thakre & Shroff, 2016). 

3.3 Research Design
This study was used quantitative research design to deal with the targeted large sample of respondents as it provides information on the studied objectives by examining, predicting relationships among the variables of interest Kothari (2006) as indicated in the specific research objectives.  Also the use of this quantitative approach allowed generalization of the findings better than when using a small sample size (Babbie, 1992). Similarly, the use of quantitative approach allowed the researcher to predict the most significant variables and also to validate the research model that was proposed in chapter two. Additionally, the study follows cross-sectional research design since the study was conducted in one point in time. This research design offer a snapshot of the outcome and the characteristics associated with it in a specified period of time.
3.4 Study Area

This study was conducted at Serengeti District Council Office which found at Mara region Tanzania as the selected Public sector. The main reasons for conducting the study at Serengeti District Council was due to the fact that most of employees once are being confirmed to service about quarter of them each year do request for transfer to another district councils. For example, inJuly to September 2021, about 35 staffs were transferred to other district councils because they were dissatisfied with their jobs (Serengeti District HR Quarterly Report, 2021/2022), therefore through this study all peripheral Public sector gets resolution on how to retain their staffs hence job performance objective to be reached effectively and reduced headache to employer on balancing the workload due to shortage of staffs.
3.5 Population

The number of employees in respective sixteen departments or section of Serengeti District Council is 2,401 (SDC, 2022). The sampling frame  included all employees of the respective sixteen department or section, which included director, head of departments or sections, coordinators and all employees with different professional and expertise working in the headquarter, ward and village level. 
3.6 Sample Size
According to Babbie (1992), the sample is a segment of population in which a researcher is interested to gain information and drawn conclusion. While selecting a sample size, researchers are advised to put into consideration three important aspects, namely the availability of the population, methods of sampling to be used, and the financial resources available for the facilitation of the specific study (Sharma et al, 2016). The sample size was 331 employees; obtained by Krejcie (1970) came up with a table for determining sample size for a given population for easy reference. The table indicates that if the population is 2400, the sample size must be 331.
Table 3.1: Sampling Framework

	Category   of respondents (Department/section)
	Target population
	Sample size

	Administration and human resource
	121
	40

	Primary education
	1222
	100

	Secondary education
	510
	80

	Finance and trade
	10
	8

	Planning and statistics
	5
	5

	Community, gender and youth
	10
	8

	Health
	416
	51

	Agriculture, Irrigation and cooperatives
	59
	18

	Information, Communication and Technology
	2
	2

	Internal Audit
	1
	1

	Land  & natural resources
	12
	6

	Livestock &fisheries
	15
	5

	Sanitation & Environment
	3
	3

	Works
	9
	5

	Procurement
	4
	4

	Total
	2,401
	331 


Source: Field Study, (2022)

Figure 3.1: Sample Size and Target Population

Source: Serengeti District Council Office (2022)
3.7 Sampling Strategies
Researchers divide a population in to  homogeneous subpopulations called strata based on specific characteristics for example race, location or identity(Kothari, 2006).Therefore this  study was based on stratified sampling as the design  help to classify clearly every member of the population in to fifteen (15)  subgroups as indicated in the sampling framework above and cause to have similar level of variance to be studied in each sub group taken as department hence the targeted population to be studied  represented accordingly based on the convenience sampling  and this was lower cost of study in distributing questionnaire as near group like those respondents  at headquarter  was met face to  face by a researcher when are signing to enter to their office and those who are at ward level was supplied to their office through their supervisor.
3.8 Data Collection
 In this study, primary data was collected by using questionnaires method, such as explained below: In this study, data was collected to respondents by use of questionnaires with close ended questions on liker-scale (Strongly agree, Agree, Not sure, Disagree, Strongly disagree) as the instrument was enabling the researcher to design questions specific for obtain the information one want to obtain. Also questionnaire is simple to administer over a large number of participants within the limited time hence to make easy collection of data from the proposed participants namely the employee of Serengeti District Council. However, few open questions were used to explore in depth the respondent’s perception. The questionnaire having three sections such as demographic information, Job satisfaction section which includes its independent variables (employee recognition, working condition and career advancement) and on the third section contained questions concern employee performance (dependent variable).
3.9 Data Analysis
According to Shamoo and Resnik (2016), Data Analysis is the process of systematically applying statistical and/or logical techniques to describe and illustrate, condense and recap, and evaluate data. Descriptive statistics was used to analyze data for this study.
3.10 Reliability

Reliability refers to how consistently a method measures something; to ensure instruments for data collection was provided reliable findings.In this study researcher adopted Cronbach’s Alpha principle to assess if the items are consistent with one another thus to obtain a single construct (Saunders et al., 2012).  Also to test the reliability of the scale from each variable, a Cronbach’s Alpha was used to measure the internal consistency of variables (items) as is the reliability indicator that assumes that all items and questions are equally reliable. Hence the required value should not less than 0.7 in all indicators Geffen et al, 2000.Rajasekar, 2014).
3.11 Validity

Validity of the study is the extent to which the concept is accurately measured, therefore in determining that to this study the researcher discussed the research instrument with the supervisor whether the research instruments are of required standards (Kothari, 2006). More ever pilot study was  done to forty  respondents who were the employees of Serengeti District council to conform as the study done by Kombo and Tromp,2006).
3.12 Data Cleaning
Data cleaning is the process of improving the quality of data by correcting inaccurate records from a record set, it involve detecting, replacing or deleting incorrect data or generally remove dirty data (Cohen et al., 2001). In this study a researcher was set the software tools for data analysis that support to detect errors in statistics but for a portion done manually more attention in recording and coding data was added to prevent errors
3.13 Descriptive Statistics

Saunders et al., (2012) describe that descriptive analysis assist researchers in understanding and arranging of the data collected to give meaningful results. Therefore descriptive statistics was used in the form of frequencies and tables to analyze respondent’s demographic characteristics such as age, gender, occupation, education level.
3.14 Ethical Consideration
 The researcher ensured all ethical principles are adhered like maintain privacy, confidentiality, avoiding plagiarism and get all permit as required in the University Management such as described below:  

3.15 Privacy (Anonymity) of Individuals

 The research was in an ethical manner, before data collection, the respondents was informed about the study and its importance and what is to be done with the information need to be provided. Besides asking for respondents’ consent, the researcher was assured them on the confidentiality for the information they provided and their privacy.

3.16 Use of Power to Influence Respondents

This refers to the use of forceful action, coercion to intimidate respondents so as they conform to the needs of the researcher. The researcher was respecting any decision that made by respondents whether to participate or not to participate. No distortion of information In adhering to this, the researcher was received the letter from the Directorate of Postgraduate studies of the Open University of Tanzania for data collection. The researcher was informing the respondents on the aim of this study are due to the academic requirement and nothing else

3.18 Variables and Measurement Procedures
The study was set the frequency on how each variable was measured among respondents in each sections start with respondent’s information scale to be used was interval. Also to study the preciseness of respondents on independent variables of this study such as employee recognition, working condition and career advancement scaling of five Likert  points was ranged  as (1. strongly disagree; 2 = Disagree; 3 = Not sure; 4 = Agree; 5 = strongly agree)  and while for dependent variable the five Likert points was ranged as (5=Strongly agree,4=Agree, 3=Not sure; 2=Disagree,1=Strongly disagree).For details how each variable measured as indicated in Table 3.2.
Table 3.2: Scale and Measurement of Variables
	Variable
	Item used
	Scale used
	Author(s)

	A(Demographic Information)
	Question 1(A-D)
	Interval
	-

	B(Job satisfaction- Employee Recognition)
	Question 1,2
	Likert
	Herzberg (1966)

	B(Job satisfaction-Working condition)
	Question 1,2
	Likert
	Herzberg (1966)

	B(Job satisfaction-Career Advancement)
	Question 1,2
	Likert
	Herzberg (1966)

	Employee Performance
	Question1,2,3,4,5,6
	Likert
	Herzberg (1966)


Source: Field Study, (2022)
3.17 Chapter Summary

Chapter three covered methodology governed this study include research design adopted, justification for sampling, sample size, measurement and scaling techniques, as well as methods of data collection and analysis.
CHAPTER FOUR

FINDINGS OF THE STUDY

4.1 Introduction

This chapter presents data that obtained from the field study. The data gathered through questionnaires data regarding the effects of job satisfaction on employee performance in Serengeti district. The specific objectives of the study were to assess the effect of employee recognition on employee performance at Serengeti District council, to examine effects of working condition on employee performance at Serengeti District council, to assess the effect of career advancement on employee performance at Serengeti District council. The findings are organized and presented in accordance with the main themes embraced in the research specific objectives. However, the demographic characteristics of respondents are presented first to provide a clear picture of the nature of people that participated in the study. Then the discussions of the findings collected from the respondents presented.
4.2 Respondents Demographic Information
The demographic characteristics of respondents examined were age, gender, education level and department of respondent. These features were essential because they suggest the nature of respondents who participated in the study. Total number of respondents who were participated in the study was 331 from Serengeti District council.
4.2.1 Age of Respondents

The graph below indicates age of respondents. This study was expected to be answered by the respondents who have different age. The age of respondents was categorized into four age groups: the first one was between 21 and 30, second was 31 and 40, thirdly one was between 41 and 50 and fourth was between 51-60. The findings show that the majority of respondents were 111 those aged between 31 and 40 (33%) followed by 104 those aged between 41 and 50 years (35%) then followed by 81(24%) who were aged 21 up to 30 and lastly were 25 respondents (8%) aged between 51to 60 years. 
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Figure 4.1: Age of Respondents

4.2.2 Sex of Respondents

The graph below indicates sex of respondents, researcher collected data about sex from 228 respondents who were both males and females out of 331, three respondents were not indicated there sex. The findings show that 144 were males and 184 were females which is equivalent to 43.5% and 55.58% females respectively. 
4.2.3 Education Background of Respondents

The education level of respondents was categorized into four levels: primary level, ordinary level, Advanced level and University level the purpose of determining the education level of respondent was to know the status in educational of the respondent who are participated in the study. The total number of respondents who were indicated their education were 331, the findings show that 8 (2%) respondents were primary level, 96 (29%) respondents were ordinary level, 128 (39%) respondents were advanced level, and 99 (30%) respondents were university level. Therefore, the study involved the respondents with different level of education this implies that the majority of respondents who participated in this study advanced level of education, followed by university level, due to this trend it is a chance now for the personnel to extend their education. The graph below clarifies the education level of respondents.


Figure 4.3: Respondents Education Level

4.2.4 Department or Section of Respondents

The graph below indicated the department of respondents who participated in the study. The purpose of the researcher to find out the department of the respondent was to know which kind of samples who provide their information toward the topic under the study, Under this the different respondent from different department participated as follows:-Primary educationwere100(30%), Secondary education were80(24%),Health sector were 51(15%),Administration and Human resource were 40(12%),Agriculture, Irrigation and Cooperatives were 18(5%),Finance and Trade were 8(2%), Community development and Youth development were 8(2%),Land and natural resources were 6(1.8%),Planning and statistics were 5(1.5%), livestock and fisheries were 5(1.5%), Works department were 5(1.5%), Procurement were 4(1.2%), Environment and Sanitation were 3(1%), Information and communication technology were 2(1%), Internal audit was1 (0.3%).This verified that the majority of personnel found in Serengeti district are teachers, followed by heath sector.

Figure 4.4: Section of Respondents
4.3 Effects of Employee Recognition on Employee Performance
The researcher under this theme developed two kinds of questions, the questions guides the respondents to indicate the level of agreement or disagreement through likert scale ranging from 1(Strongly disagree), 2 (Disagree), 3(Neutral); 4(Agree); to 5(Strongly agree)to indicate issues related to employee recognition. The statement number one asked that, the employee work done is recognized with encouraging words, gifts or certificates. Total number of respondents was 331.The study findings indicated most respondents 192 (58%) strongly agreeing with the statement, 83(55%) agreed with the statement, 41 (12%) were neutral, 13 (4%) respondents indicated disagree and 2 (1%) respondents indicated strongly disagree with the statement, This recommended that most employee work done is recognized with encouraging words, gifts or certificates in Serengeti district.
Also, another statement asked respondents to indicate appreciation made by head of department or section cause to be satisfied with my work. The finding indicates that 85 (26%) strongly agreeing with the statement, 79 (23%) agreed with the statement, 85 (26%) were neutral, 55 (17%) respondents indicated disagree and 27 (8%) were strongly disagreed with the statement. The trends show that works in Serengeti district satisfied with their heads of department this verified by majority of them started from neutral, agreed and strongly agreed with the statement.
In general recognition and appreciation were found to be motivating factors responsible for increased effectiveness of employees at work and their high levels of job satisfaction, Recognition helps employees see that their company values them and their contributions to the success of their team and the company overall. This is particularly when organizations grow or change. It helps employees build a sense of security in their value to the company, motivating them to continue great work. As educators, the appreciation of workers and recognition for our hard work and dedication is critically important as it fosters continued engagement and validation. Because we know how important this recognition can be, we should acknowledge other educators who are giving their all to engage and enrich workers lives. The graph below verifies the explanation above.

Effects of working Condition on Employee Performance

The main purpose of this theme was to know the working condition of personnel in
 Serengeti district, there are two sentences covered issues related to working condition. The first sentences was employer paid salary that is enough to meet basic needs and the second sentences was employees are treated equally in the distribution of rights and duties based on their efforts, experience and education. Respondents were required to place tick (√) in the most appropriate box indicated their level of agreement or disagreement in a 5 point likert scale ranging from 1(Strongly disagree), 2(Disagree), 3(Neutral); 4(Agree); to 5(Strongly agree).
Figure 4.5: Employee Recognition
The study found the following results, to the sentences number one which was said “employer paid salary that is enough to meet basic needs 105(32%)  indicated Strongly disagree, 111(34%) indicates disagree, 50 (14%) were neutral, 40(12%)  indicated agree and 35 (11%) indicated strongly agree, due to this situation it’s enough to conclude that workers are given low salary, and lower salaries translated into decreased satisfaction; low satisfaction translates into low morale, poor performance, and ultimately low productivity.
Figure 4.6: Employees Working Condition
Also the second statement asked that “employees are treated equally in the distribution of rights and duties based on their efforts, experience and education” the study found that 51(15%) indicated strongly disagree, 69(21%) indicates disagree, 82(25%) were neutral, 105(32%) indicated agree and 24 (7%) indicated strongly agree, this proved that in Serengeti district workers are treated equal this verified due to the high number of respondents to agreed with the statement. Equality in the workplace helps brings together workers from all different backgrounds, and puts all perspectives on the table. This promotes intra-company and inter-company networking, boosts morale, and builds cohesive teams focused on achieving positive results for the company. 
4.5 Effects of Career Advancement on Employee Performance
Under this theme the researcher developed two kind of statement, there are opportunities are available to employees at work to learn new skills by exchange feedback and there is clear development program for employees to advance their skills, these sentences cover issues related to career advancement. The respondent required to place tick (√) in the most appropriate box indicating level of agreement or disagreement in a 5 point likert scale ranging from 1(Strongly disagree), 2(Disagree), 3(Neutral); 4(Agree); to 5(Strongly agree).
The study found the following results, to the sentences number one which was said “opportunities are available to employees at work to learn new skills by exchange feedback” 23(7%) indicated Strongly disagree, 28(8%) indicates disagree, 95(29%) were neutral, 127(38%) indicated agree and 58(18%) indicated strongly agree, the majority agreed with the statement, so this happened to Serengeti district, also learning new skills is essential to advancing their career. It diversifies their job options and helps them to develop new techniques to keep up with the fast-changing world, the more places they can draw motivation from; the better they'll understand your duties and its goals.
Also the second statement was intended to know if “there is clear development program for employees to advance their skills” the study found that 25(8%) indicated strongly disagree, 30(9%) indicates disagree, 50(15%) were neutral, 134(40%) indicated agree and 92(28%) indicated strongly agree, the majority of respondent agreed with the statement this proves that there is program. When you have employee skills development programs, it can give you the discretion to select and further train those prospective leaders. Investing in a solid employee development program means that you can train the selected individuals to become promising leaders in the future.
Employee development opportunities are an excellent way for your employees to improve and learn new skills. It ultimately promotes a work environment where everyone has the chance to make significant career strides. When people succeed, so does your company Figure 4.6 proves the explanation above about career advancement in Serengeti district.
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Figure 4.7: Career Development
4.5.1 Employee Performance
The purpose of the researcher under this theme was to know the performance of employees to their working station in Serengeti district, different sentences developed under this theme, these includes, Award given for work done encouraging performance, department or section appreciation affects employee performance, Salary package offered affects employee performance, Working condition affects employee performance, the skills development plan available leads to performance, and orientation at work place and exchange for feedback and ideas has effects to employee performance. The sentences cover issues related to employee performance. Respondents required to place tick (√) in the most appropriate box by indicating level of agreement or disagreement in a 5 point likert scale ranging from 1(Strongly  disagree), 2(Disagree), 3(Neutral); 4(Agree); to 5(Strongly agree).

The following are the results obtained after finding, to the sentences number one, Award given for work done encouraging performance, the study found that 25(16%) indicated strongly disagree, 30(15%) indicates disagree, 50(15%) were neutral, 134 (40%) indicated agree and 92 (28%) indicated strongly agree, the majority agreed with the statement, this prove that, there is the system of rewards to workers this increase job performance.

Department or section appreciation affects employee performance, the study found that 09 (3%) indicated strongly disagree, 21(6%) indicates disagree, 51 (15%) were neutral, 98 (30 %) indicated agree and 152(46%) indicated strongly agree, the majority strongly agree with the statement and followed by agreed with statement, so this shows that department or section appreciation affects employee performance, the impacts of this is to slow down development of the district.


Salary package offered affects employee performance, the study found that 101(31%) indicated strongly disagree, 86 (26%) indicates disagree, 75 (23%) were neutral, 51 (15%) indicated agree and 18(5%) indicated strongly agree, the high number of respondents ranges from strongly disagree, disagree and neutral, this is enough to conclude that Salary package offered does not affects employee performance in Serengeti district. Working condition affects employee performance, the study found that 106(29%) indicated strongly disagree, 128(39%) indicates disagree, 34(10%) were neutral, 25(8%) indicated agree and 38(11%) indicated strongly agree, high number indicates strongly disagree and followed by disagree, this verify that working condition it is not main things that affects employees performance in Serengeti district.
The skills development plan available leads to performance, the study found that 07 indicated strongly disagree, 14(4%) indicates disagree, 18(5%) were neutral, 154(47%) indicated agree and 139(42%) indicated strongly agree, majority indicates that there is skills development plans and the skills is important to people. Employee development is a common term in the workplace culture; team member development has traditionally been defined as improving the worker's existing skills and knowledge through a collaborative effort between the employer and the employee. 

Orientation at work place and exchange for feedback and ideas has effects to employee performance, the study found that 16(5%) indicated strongly disagree, 30(15%)  indicates disagree, 91(27%)  were neutral, 105(32%)  indicated agree and 89(27%) indicated strongly agree, majority agreed with the statement and followed by strongly agree, role orientation predicted performance more strongly than other work attitudes, including job satisfaction, generalized self-efficacy, locus of control, and job aspiration. It provides the basic organizational information employees need to feel prepared for their new team, department, and role within the company.
Organization must understand that employees are dedicated to improving and want to perform well. Employee satisfaction is a critical component of effective business strategies, and employees who perform well tend to be less frustrated and anxious. Poor employee performance is directly related to their lack of understanding about the job to be performed. A carefully thought-out employee development strategy can help employees cultivate continuous learning habits, learn about resolutions to their most pressing work-related concerns, and work towards their personal growth.
4.5.2 Reliability Results

This is the degree to which research methods produce stable and consistent results. Based to all specific objectives studied which was the effect of employee recognition on employee performance at Serengeti District council, to examine effects of working condition on employee performance at Serengeti District council, to assess the effect of career advancement on employee performance at Serengeti District council; the questionnaire in almost all objectives produce stable and consistent results as intended although was discovered in sex information analysis only three respondents (0.9%) fails to show whether are male or female based on the total respondents that has no effects as is not less than 0.7 .
4.5.3 Validity Results

Based on the study results revealed the concept were measured through pilot study done among the previous staffs as indicated in the methodology and checked by the supervisor and it was standard that’s why all 331 respondents having different level of education such as Primary level, ordinary level, advanced level and university level across all departments of Serengeti District Council achieved to respond effectively and no questionnaire returned without being filled. 
CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

This chapter presents the summary that obtained from the findings, conclusion of the study as well as recommendations of the study about the effects of job satisfaction on employee performance in Serengeti district.
5.2 Summary of the Study
The topic under the study it was effects of job satisfaction on employee performance in Serengeti district. From the findings it shows that job satisfaction is very important in employee job performance, when workers motivation is high they feel good about themselves and may influence their performance. Also the findings show that workers job performance is the result of reward systems, professional training and development and work situational the combination of these factors together lead to job performance. Having an engaged workforce is essential. Employees are the backbone of any organization, and a company's success is inevitably dependent upon a pool of highly talented and satisfied employees. If your employees are motivated and committed to their work, finding great satisfaction in what they do, you are bound to find great success in your endeavors
.

The results showed that when workers are motivated leading them to increase their job performance, It brings respect to work profession this make the employees to be active with working process so that leading to organization development, availability of promotion opportunity leading to increase appetite of doing work. Companies must understand that employees are dedicated to improving and want to perform well. Employee satisfaction is a critical component of effective business strategies, and employees who perform well tend to be less frustrated and anxious.
5.3 Conclusion

The impact of job satisfaction on job performance is predicated that job satisfaction have a strong positive impact on job performance and when pay, promotional opportunities, co-workers, supervisor and work itself increases job performance also increases. In addition, all job satisfaction facets are significantly related to job performance. The study findings suggest that there is a strong positive relationship between facets of job satisfaction and job performance. The management should be fair and equal to all employees during the process of motivation so as to avoid classes within the organization, Based on the findings it was concluded that if all employees are performing the same thing and the administration provides motivation, performance will be highly.
However, if your employees are not engaged and lack the enthusiasm or motivation for your organization, achieving your company's goals and long-term objectives will be a challenging task with little hope of success. Your employees will not perform at the best of their ability and will look for opportunities elsewhere. An employee development program is a surefire way to ensure that your employees are motivated and engaged. By providing employees with the needed tools and resources to perform well, companies can ensure their workforce stays productive and engaged. This article will explain employee development, why it is important and how companies can benefit immensely.

5.3 Recommendations

5.3.1 Recommendation to the Government
Therefore, employees at all levels of the education system should be adequately trained, respected, remunerated, and able to participate in decisions affecting their professional lives and working environments. When employees are enabled to do their job effectively, their organization will develop effectively. A well-motivated employee always completes the tasks set for him, even when such tasks or assignments. Job satisfaction leads to employee’s performance in different matter, job satisfaction play importance role because it makes employee to increase effort in working, this make good performance of organization,
5.3.2 Recommendation to the Organization Leaders
Therefore, organizations need to evaluate their employee development process and improve further. Consequently, strategies will need to be created to help the employees strengthen their weakest areas through targeted, effective employee development programs. It can help improve the leadership skills and knowledge of the employees where it's needed most as it can better help them contribute to the organization's overall success.  
However, keeping the employees engaged and motivating them to perform at their best is often challenging. Having heavy workloads can be a demotivating factor if the employees cannot effectively manage them. Through effective employee development methods, companies can train their employees to become better adept at handling larger workloads, if and when it is necessary. 

5.4 Limitations of the Study
The study conducted in Mara Region at Serengeti District council while the country has more than 185councils, therefore the sample may not be the overall representation of the population of Tanzania. The study recommends future studies should be done in other councils of Tanzania, to increase the demographic representation of the population.
The study was only captured three factors of job satisfaction toward job satisfaction. Future studies should include others like relationship with cooperative workers, supervisor’s attitude and the other factors influencing job satisfaction in Tanzania The sample was taken in Tanzania. Since respondents have diversity and differences in demographic characteristics which can affect the validity of the sample taken. The researcher recommends the studied model to be tested in other countries in order to identify the effects of job satisfaction on employee performance in other countries.
5.5
Suggestion for Further Research

This study was carried out in Serengeti district to determine the effects of job satisfaction on employee performance in Serengeti district. Therefore the study recommended that, another study be done in another districts on the effect of leadership style on employees performance which was not the concern of the study. 

Also this study involved only employees; further research could use other stakeholders of education like students, parents and line of ministries in order to examine their views on the topic of the effects of job satisfaction on employee performance in Serengeti district. The results of this research report are not very conclusive and should be treated as being preliminary. Further analysis of the survey data about the study needs to be carried out to validate these findings and provide greater confidence in explaining the impact of job satisfaction on employee performance in Serengeti district.
5.5 Implication of the Study

The implication of this study is that job satisfaction has a significant impact on job performance of employees and employee performance can be increased by increasing job satisfaction. In addition, when job satisfaction facets (pay, promotional opportunities, co-workers, supervisor and work itself) increase job performance also increases. This study takes direction that the council should develop fair and equitable pay level, fair and with in performance promotional policies, good relationship among employees and supervisors and design job mentally challenging with variety of job responsibilities.
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APPENDICES

Appendix 1: Questionnaires

Dear Respondent, my name is Rebeca Msambusi, an MHRM student at The Open University of Tanzania. The aim of this study is to gather information regarding the effects of job satisfaction on employee performance in the selected public sector in Tanzania at Serengeti District Council. The participation in this study is voluntary hence feel free to withdraw your participation anytime if you feel uncomfortable. Let me assure you that your response was not be used for any other reason other than academic. Thank you for agreeing to be part of this study.
SECTION A: DEMOGRAPHIC INFORMATION

1. Personal details

a) Age  

I. Between 21 and 30

II. Between 31and 40                                                    

III. Between 41 and 50

IV. Between 51 and 60

b) Sex

I. Female                                                                           

II. Male

c) Department or section

I. Administration and Human resource
II. Primary education 

III. Secondary education 

IV. Health 

V. Finance and Trade [image: image6.png]



VI. Planning and Statistics [image: image7.png]



i. Agriculture, Irrigation and Cooperatives            [image: image8.png]



ii. Livestock and Fisheries [image: image9.png]



iii. Land and Natural resources [image: image10.png]



iv. Information, Communication and  Technology[image: image11.png]



v. Internal audit [image: image12.png]



vi. Works [image: image13.png]



vii. Community development and Youth [image: image14.png]



viii. Environment and Sanitation[image: image15.png]



ix. Procurement [image: image16.png]



d) What is your highest level of Education?          

1.  Primary level

2. Ordinary level

3. Advanced level

4. University level

SECTION B: EMPLOYEES RECOGNITION

The following sentences cover issues related to employee recognition. You are kindly required to place tick (√) in the most appropriate box indicating your level of agreement or disagreement in a 5 point likert scale ranging from 1(Strongly disagree), 2(Disagree), 3(Neutral); 4(Agree); to 5(Strongly agree).

	Variable
	Issues
	1
	2
	3
	4
	5

	Employee recognition


	1.Employee  work done is recognized  with encouraging words, gifts or certificates
	
	
	
	
	

	
	2. Appreciation made by head of department or section cause to be satisfied with my work. 
	
	
	
	
	


SECTION C: WORKING CONDITION

The following sentences cover issues related to working condition. You are kindly required to place tick (√) in the most appropriate box indicating your level of agreement or disagreement in a 5 point likert scale ranging from 1(Strongly disagree), 2(Disagree), 3(Neutral); 4(Agree); to 5(Strongly agree).
	Variable
	Items
	1
	2
	3
	4
	5

	Working condition
	1.Employer paid salary that is enough to meet  basic needs
	
	
	
	
	

	
	2. Employees are treated equally in the distribution of rights and duties based on their efforts, experience and education.
	
	
	
	
	


SECTION D: CAREER ADVANCEMENT

The following sentences cover issues related to career advancement. You are kindly required to place tick (√) in the most appropriate box indicating your level of agreement or disagreement in a 5 point likert scale ranging from 1(Strongly disagree), 2(Disagree), 3(Neutral); 4(Agree); to 5(Strongly agree).

	Variable
	Item
	1
	2
	3
	4
	5

	Career advancement
	1.Opportunitiesareavailable to employees at work to learn new skills by exchange feedback.
	
	
	
	
	

	
	2. There is clear development program for employees to advance their skills.


	
	
	
	
	


SECTION D: EMPLOYEE PERFORMANCE

The following sentences cover issues related to employee performance. You are kindly required to place tick (√) in the most appropriate box indicating your level of agreement or disagreement in a 5 point likert scale ranging from 1(Strongly disagree), 2(Disagree), 3(Neutral); 4(Agree); to 5(Strongly agree).

	S/N
	Variable 
	1
	2
	3
	4
	5

	1.
	Award given for  work done encouraging performance 
	
	
	
	
	

	2.
	Department or section appreciation affects employee performance 
	
	
	
	
	

	3,
	Salary package  offered affects  employee performance 
	
	
	
	
	

	4.
	Working condition affects  employee performance
	
	
	
	
	

	5.
	The skills development plan available leads to performance.  
	
	
	
	
	

	6.
	Orientation at work place and exchange for feedback and ideas has effects to employee performance.
	
	
	
	
	


Thank you for taking part in this study!!!
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