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ABSTRACT

Human Resource Management (HRM) encompasses a strategical as well as logical methodology for managing workforce within an organization. The overall objective of this study is to evaluate the effect of human resource management practices on employee performance among health workers within Sekou Toure Regional Referral Hospital, Mwanza, Tanzania. Specifically, these specific objectives are addressed by the study: To determine the influence of training and development on employee performance; To evaluate the influence of compensation on employee performance among health; Descriptive research design was utilized, allowing the researcher to collect data from the target population. To choose a total of 164 participants from the overall study population simple random sampling was utilized. Information was gathered through the utilizing questionnaires which were verified using face validity and assessed for reliability utilizing Cronbach alpha that revealed a reliability coefficient of 0.832 value. Inferential statistics plus Descriptive analysis were adopted in data analysis through means usage, percentages, Frequencies, standard deviation, Pearson Product Moment Correlation and Linear Regression using SPSS version 24.0. The findings were presented using tables. Results revealed that training and development significantly affects performance of workers, Compensation significantly affects worker performance, and appraisal of performance significantly affects worker performance. It was concluded that both training plus development, performance appraisal as well as compensation significantly influence performance. The investigation recommends improvement of training and development, employee compensation as well as performance appraisal system within the institution. These findings may be significant to the ministry of health, human resource stakeholders in making decisions and the scholarly body for references.
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CHAPTER ONE

INTRODUCTION

1.1 Chapter Overview

This section addresses the investigation's background, articulates research problem, outlines the objectives, formulates research questions, explores the research's significance, and provides an overview of the proposal's organization.

1.2 Background of the Study

HRM involves the recruitment, development, and administration of personnel within a company (Armstrong & Taylor, 2020). The chief aim of HRM is to enhance organization’s efficacy by leveraging the potential of employees. However, it is essential for HRM to consider the ethical dimensions and moral values associated with the treatment of employees (Armstrong & Taylor, 2020). HRMPs are put into place to enhance worker performance (de Miranda Castro, de Araújo, Ribeiro, Demo, & Meneses, 2020; Alqudah, Carballo-Penela, & Ruzo- Sanmartín, 2022). 
HRMPs serve as a valuable means for nurturing plus altering resources into human capital, thereby facilitating accomplishment of mission as well as aims (Haldorai, Kim, & Garcia, 2022) The management functions considered in the practice of HRM include; pay and compensation, R and S, training and development, performance management, legal plus regulatory compliances, as well as worker welfare among others. In the contemporary and fiercely competitive business landscape, employers are increasingly recognizing the pivotal role of employees. The success of organizations is contingent on the contributions and dedication of their workforce (Abdullahi, Raman, Solarin, & Adeiza, 2023).
Tanzania faces resource constraints and has a fragile healthcare system grappling with high rates of maternal plus child mortality, pneumonia, HIV/AIDS, as well as malaria. The nation also contends with one of the most limited rates of availability of healthcare personnel globally. Above 60%, are government-run, with the remainder being private or faith-based. In its pursuit of universal healthcare, the Tanzanian government allocated $387.9 million for the healthcare segment in 2020/2021, with $155.5 million earmarked for expansion ventures. This allocation is intended to support the government's initiatives aimed at improving health outcomes. Notably, the sector is allocated TZS 1,109 billion in the 2022/2023 (International Trade Organization, 2022).

Healthcare financing receives significant support from global donors, contributing up to 40% of the healthcare budget. The U.S. government, particularly via agencies like USAID plus CDC, plays a substantial role in supporting programs which aid the Tanzanian government. Health insurance coverage remains low, with just 32% of Tanzanians having health insurance as of 2019. Moreover, private health insurance membership is particularly limited, accounting for only 1% of the total coverage. In the 2022/23 budget, the Government of Tanzania has highlighted several key priorities. Among these, there is a focus on reinforcing the distribution of vaccines for children under the age of five, aiming to enhance the coverage and impact of immunization programs. ((International Trade Organization, 2022).

Tanzania is experiencing a serious Human Resource for Health (HRH) crisis. Shortages are 87.5% and 67% in private and public hospitals, respectively. Mal-distribution and brain drain compound the shortage (Sirili, Kiwara, Nyongole, Frumence, Semakafu & Hurtig, 2014). Therefore a significant hurdle facing Tanzania's healthcare sector is the insufficient availability of skilled human resources for health (HRH). According to this survey, the knowledge and capabilities of healthcare providers were deemed insufficient for delivering high-quality services. Despite low caseloads per provider and minimal absenteeism, the challenge does not stem from an excessive workload on providers. The findings suggest that Tanzanian providers have the potential for a substantial increase in caseloads, indicating room for significant improvement in the productivity of health service delivery without compromising quality. Boosting the number of skilled HRH to tackle provider shortages is crucial. Enhancements in management, supervision, and training is equally vital for better service delivery. Achieving health for all in Tanzania necessitates the concurrent availability of easily accessible resources and proficient providers (World Bank Group, 2018).

Effective quality reproductive health services providence is known to hinge on presence of health staff who receive ample support through suitable training. Nevertheless, there is a substantial and disproportionate prevalence of training deficiencies within healthcare staff that have not been addressed in realm of Reproductive, Maternal, and Newborn Health (RMNH) within nations with limited financial resources. (Mwansisya,  Mbekenga, Isangula,  et al., 2022)

1.2 Statement of the Problem

The Tanzanian health structure is currently undergoing major reforms but is experiencing a serious Human Resource for Health (HRH) crisis. Shortages are 87.5% and 67% in private and public hospitals Previous studies underline Close to fifty percent of nurses and doctors in Tanzania health sector expressed dissatisfaction with their jobs as well as in 67% of supporting medical personnel plus 39% of supporting staff (Leshabari et.al., 2018). Tanzania is advancing to achieving healthcare accessible to all.  In 2020/2021 fiscal year, the government earmarked $387.9 million within the healthcare industry, allocating $155.5 million specifically for expansion ventures aimed at implementing efforts aimed at enhancing health outcomes. Notably, the segment is allocated TZS 1,109 billion in the 2022/2023 (International Trade Organization, 2022). While there is considerable focus on tackling the shortage of health workers, the healthcare workforce crisis in Tanzania encompasses more than just a personnel deficit. Factors such as uneven distribution of the health workforce, insufficient motivation and performance, and decreased productivity also play a role in the HRH crisis (International Trade Organization, 2022). Though significant attention is directed towards addressing the shortage of health workers, the healthcare workers’ predicament in Tanzania extends beyond a mere personnel deficit. Elements like the unequal distribution of the health workforce, inadequate motivation and performance, and diminished productivity also contribute to the HRH crisis. Numerous studies have been done on this topic but their outcomes have been inconsistent. Over 25% of organizations examined in the survey conducted by Spreitzer and Doneson (2019) indicated the absence of notable empowerment-focused practices within their organizations. In an extensive empirical study conducted by Wong and Chad (2018) on employee empowerment, job contentment plus organizational commitment, it was revealed that correlation between job satisfaction and the service effort of Chinese employees was not significant. Majority of scholars have conducted studies on the correlation between HRMPs and Worker Job Performance have several limitations. Some studies used small sample size and only went qualitative while others could not reveal any analysis to delve deeper into how HRMP, job contentment, worker training, and appraisal of performance  interrelate with each other .Some studies revealed no significant association between training and job satisfaction, as well as compensation plus benefits with job satisfaction, while others established that compensation and work environment had varied degrees of retention of employees in the bank in Medanin in Indonesia. Some findings indicated that public universities did not apply HRM practices they had adopted which affected workplace diversity while some found little application with positive results. It is thus apparent that there are contradicting results thus rendering previous studies unsatisfactory. This explains why the researcher seeks to establish if employee job performance is attributed to HRMPs.

1.3 Research objectives

1.3.1 General research Objective

The overall objective is to assess the effect of human resource management practices on employee performance among health workers in Sekou Toure Regional Referral Hospital, Mwanza, Tanzania.

1.3.2 Specific research objectives

The study addresses these objectives:

i). To determine the influence of training and development on employee performance among health workers.

ii). To evaluate the influence of compensation on employee performance among health workers

iii). To analyse the influence of performance appraisals on employee performance among health workers.

1.4 Significance of the Study

This research will hold considerable importance for senior-level executives in Sekou Toure Regional Referral Hospital as it outlines the key elements influencing employee performance, resulting in demoralization and hence poor performance. This will aid the hospital in health management by guiding the implementation of strategies to enhance performance effectively. The research will also hold notable importance for future researchers as it will be a valuable information source on employee performance, contributing to the enrichment of literature reviews in upcoming studies.

1.5. Scope of the Study

The investigation encompassed health workers in Sekou Toure Regional Referral Hospital in Mwanza, Tanzania. The variables under study included three HRMPs thus; Training and development, Compensation and performance appraisal. The findings were generalized and applicable to other Regions in Tanzania with the limitations under consideration.

1.6 Organization of the Study

The investigation has six sections. The first section describes the introduction to the problem; statement of the problem; the objectives; hypothesis development; investigation’s significance; scope; summary. Second section being literature review covered: Conceptual definitions; Empirical literature review; Theoretical literature review; Research Gap as well as Conceptual framework. Third section entails research method covered: study area; Research design; population; size of sample; Sampling techniques; Reliability and validity; data collection approaches; Data analysis approaches plus Ethical considerations. Chapter four describes study discoveries; chapter five presents discussion of the discoveries as well as analysis. The last chapter covers conclusion; recommendations plus area for further studies.

CHAPTER TWO

LITERATURE REVIEW

2.1. 
Overview

This section entails conceptual definitions, theories underpinning the study, empirical literature on HRM practices like training and development, compensation plus performance appraisal against employee job performance. There is also summary of literature on research gaps, conceptual framework and hypothesis. 

2.2 
Conceptual definitions

2.2.1 Human Resource Management Practices

HRMPs are activities that attract, develop, motivate and retain human resource with particular intent of ensuring survival of the organization (Schuler and Jackson 2007). According to Delery and Doty (1996) HRM practices when implemented, they help the firm to attain its goals and objectives wholesomely. Purcell (2003) supported the argument that when these HRM practices are well implemented holding other factors constant, they lead to enhanced organizational performance. 

2.2.2 Employee Performance

Anitha and Kumar (2016) characterized employee performance as the capacity of individuals to carry out their job efficiently and effectively to achieve optimal outcomes. With optimal training, employees become more dedicated to their tasks, leading to enhanced performance within the firm.

2.3 Theoretical Literature Review
2.3.1. Herzberg’s Motivation-Hygiene Theory.

This investigation was grounded in the Two-Factor Theory, commonly referred to as Herzberg's Motivation-Hygiene Theory, pioneered by Herzberg (1959). The theory posits that specific workplace aspects contribute to job contentment, but other aspects lead to discontent. According to Herzberg (1959), job contentment and discontent operate independently. The two elements outlined in Herzberg's Motivation-Hygiene Theory are motivators (intrinsic), which lead to positive satisfaction stemming from the inherent aspects of the job, and hygiene factors (extrinsic), which, when absent, result in dissatisfaction without necessarily generating positive satisfaction. Motivators encompass elements like challenging work, promotion, recognition, achievement, and professional advancement. On the other hand, hygiene factors comprise aspects such as company policy, supervision, relationships with superiors and colleagues, salary, working conditions, and job security. The model posits that, at elevated points, motivators lead to contentment, whereas at lower points, hygiene factors contribute to discontent (Murinova, Sinovsky, and Horak, 2010). It argues that fulfilling the low-level desires, represented by hygiene elements, may not certainly generate contentment. Instead, satisfaction is achieved by addressing the higher-level intrinsic or motivational factors. (Yusoff, Kian& Idris, 2013). 

The strength of the theory lies in its acknowledgment that motivation originates from within the individual rather than external factors. Moreover, the theory has proven practical for managers in understanding and addressing employee commitment plus satisfaction (Baah& Amoako, 2011). A weakness of the theory is its assumption that workers share similar intrinsic plus extrinsic elements. As noted by Wan & Tan (2013), there are variations in the intrinsic and extrinsic motivation factors among employees. Consequently, employers should adapt their operations and measures to ensure workers satisfaction.
2.4. Empirical Literature Review

2.4.1. Human Resource Management Practices and Employee Performance

Staki, (2018) conducted exploration on the impact of HRPs on the performance of Tanzanian public institutions. Employed an exploratory research design with a sample of 100 individuals chosen through purposive plus simple random sampling. Discoveries uncovered a positive correlation between HRPs like HR planning, training plus development, and compensation policy with the performance of public institutions.
Ringo and Jiang (2022) investigated how HR activities influence the performance of Tanzanian telecoms operators, focusing on all employees of Tanzania Telecommunication Corporation (TTCL), the country's largest telecom company. The exploration utilised a stratified sampling approach to pick the sample, categorizing employees into two strata based on their organizational level. This involved middle-level management staff and operational-level staff responsible for the daily operations of the companies. Quota sampling was utilised, allocating quotas for the two samples in an 80/20 ratio. Consequently, the sample included 80% operational-level staff and 20% middle-level staff. From the total picked sample of 250, 200 were chosen from operational-level staff and 50 from middle-level management staff. Following data cleaning, only 220 out of the initially collected 250 data samples were deemed suitable for analysis. The study discoveries uncovered that HR activities exert an influence on organizational performance, establishing a positive and significant linkage amongst compensation and rewards, recruitment plus selection, training and development, job design, plus performance of organization.

Alsafadi and Altahat, (2020) investigated the Human Resource Management Practices (HRMP) effect on improving EP in Jordan commercial banks. The research is conducted by positing the HRMP influence of on EP, and furthermore, this influence is conceptualized to be facilitated by work contentment. Employee engagement is additionally considered due to its potential moderating effect within the conceptual model. A total of 480 questionnaires were gathered from workers in commercial banks in Jordan and were subjected to analysis utilising structural equation modelling approaches (SEM), path analysis, plus confirmatory factor analysis (CFA). Analysis of a moment structures (AMOS) software version 24 was utilized for the analysis. The outcomes uncover a positive influence of HRMP on EP, along with work contentment and its elements (job stability and enrichment). The study identified the interceding job contentment role (enrichment and stability). Additionally, employee engagement was identified as a moderating variable connecting HRMP as well as EP. These discoveries underscore the significance of job satisfaction as well as employee engagement in realizing human resources performance objectives. 
Desa et. al. (2020) conducted an exploration on connection between HRM practices, specifically training, supervisory communication, and compensation plus benefits, and job satisfaction among workers in a courier service provider in Penang, Malaysia. Questionnaires were issued to the workers, with 110 usable responses returned, leading to 92 percent response rate. The discoveries uncover a significant positive correlation amongst supervisory communication and job contentment. Nonetheless, no noteworthy association was discovered between training and job satisfaction, and likewise, compensation and benefits exhibited no significant correlation with job satisfaction. Consequently, only one out of the three hypotheses were substantiated. This research underscores the importance of effective communication from supervisors to subordinates. In summary, the study adds to the increasing recognition of the HRMPs influence on job contentment within the workers of the courier service provider.

Mahfouz et. al., (2021) The study investigated the importance of worker commitment as a mediator in the association between HRMPs and EP, focusing on workers in the construction sector in Jordan. Participants were chosen through a simple random sampling approach, and data were collected via a self-administered questionnaire. Structural equation modelling (SEM) was embraced for the data analysis. The researcher gathered a total of 277 completed and usable questionnaires. The discoveries exhibit that HRMPs exert a substantial influence on worker performance. Similarly, worker commitment demonstrates a noteworthy impact on worker performance. Furthermore, HRMPs significantly affect worker commitment. Notably, worker commitment is identified as a partial mediator in the connection between HRMPs as well as worker performance.

2.4.2 Influence of Training and Development on Employee Performance

Dagar et. al. (2021) investigated the influence of training on workers performance in Palestinian banking sector. Permanent personnel employed in Palestinian banks, gave the data, utilizing a questionnaire as the primary tool in gathering the necessary information. Ten banks were picked to participate in this study. The discoveries uncover a significant correlation between Training Material and worker Performance, plus a significant association between Training Delivery and worker Performance. However, the study did not uncover a significant relationship between Training Design and Training Content and Employee Performance. The researcher suggested that banks concentrate on providing practical and easily understandable training materials, handouts, and activities. Additionally, it is recommended that banks prioritize training programs that effectively assist employees in applying and acquiring diverse capabilities plus knowledge, offering straightforward guidance for all activities, plus ensuring realistic timeframe for training sessions.

Riyanto et al. (2017) did an investigation to establish an association between training and performance among staff of KOPMA UNJ Management. The study took place from 2015-2016 involving 70 respondents. Census method was utilized and primary data was gathered utilizing the questionnaires that were pretested before being used in the actual data collection. Both validity and reliability tests were carried out and were found reliable supporting the use of the research instruments. The data gathered was examined via descriptive and inferential statistics. Correlational and regressional analyses revealed that training/OC and performance among staff of KOPMA UNJ Management were highly correlated. The most notable correlation was observed between the aspect of the target within the human resource development variable as well as the job quality dimension within the performance variable. Conducting training plus education may enhance the quality of management work, subsequently influencing the organization to attain its objectives.

Nkosi (2018) in the research conducted was concerned with how training, commitment, retention and employee performance were related. In his quest to unearth the riddle, the Local Municipality situated in Mpumalanga Province, South Africa was utilized. The target population was drawn from the Local Municipality. The respondents provided primary data through the completion of questionnaires that were given to them and taken two weeks later with the assistance of experienced research assistants. A pilot study was conducted on the participants who were excluded from the actual data collection and analysis prior to the real data collection. The reliability study showed a Cronbach's alpha value exceeding 0.7. So, the tool was employed in the real process of data gathering. Descriptive statistics (means plus standard deviations), as well as correlation plus regression analysis, were utilized to examine the data. Outcomes indeed confirmed that training, commitment, retention and employee performance were correlated. Further research was suggested to be conducted in other Local Municipalities to ascertain if same or similar results could be replicated and larger sample sizes used.

A research study conducted at luxury hotel Serena in Faisalabad uncovered a significant positive connection amongst training and development plus worker retention. (Khan et al., 2011). Additional research of Australian four- and five-star hotels arrived at the same conclusion, exhibiting that T&D improves employee devotion as well as control over their companies (Davidson et al., 2010). In a survey of private plus public segment firms in South Africa, training as well as development was recognized as a encouraging factor for worker retaining. The data uncovered a significant correlation between staff retention and training and development. (Samuel and Chipunza, 2009).

2.4.3 Compensation and Employee Performance

Arif et. al. (2019) investigated the influence of job discipline plus compensation on employee performance within Highways and Construction of the Road office as well as Bridge Technical Implementation Unit in North Sumatra Province. The study adopts an associative research approach. The sample comprises all employees (47 individuals) of the Department of Highways and Construction of the Technical Implementation Unit of the Road and Bridge in North Sumatra Province. Interviews and questionnaires were employed for data gathering, while multiple linear regression was utilized for data analysis. Discoveries uncovered a positive as well as significant influence of compensation on worker performance, as well as a positive and significant influence of work discipline on worker performance. Additionally, simultaneous effects were observed, indicating a significant impact of both compensation as well as job discipline on worker performance.

Tarigan and Absah (2020) carried out a study to ascertain if there was work environment and compensation effect on retention of employees. Work environment on organizational commitment of employees in Bank, Medanin in Indonesia. Primary information was obtained using the questionnaires which were randomly distributed to those who took part in research (75 employees), who were permanent employees. Pilot study was done which was meant to test the research tools’ applicability during the real data collection exercise. Reliability analysis was conducted which gave the Cronbach Alpha Coefficient value greater than0.7, meaning the instrument was suitable to be used during actual data collection and the firms used during pilot study were excluded. Results tools’ reliability as well as validity were conducted and were found in agreement with the set thresh holds. Outcomes of the study disclosed that compensation and work environment had varied degrees of effect on commitment and retention of employees in the bank.

Nawawi et al. (2018) in their research looked at compensation or organizational culture impact on worker retention. The focus of the study was on the Coal Mining Companies in East Kalimantan Province. Target population consisted of 4,576 employees working on these companies from which a sample size of 370 respondents was derived. Primary information was obtained from these respondents using the questionnaires which were issued to the participants and subsequently picked two weeks with the help of trained research assistants. Before the real data gathering, a pilot study was undertaken. on respondents who were excluded from the actual data collection and analysis. Reliability analysis conducted gave Cronbach alpha value of above 0.7. 

2.4.4 Performance Appraisal and Employee Performance

Gulzar, Advani, and Jalees (2019) undertook an exploration on the causal correlation amid performance assessment and employee retention in Pakistan's banking sector. This was prompted by issues with staff retention at a number of institutions. The research had a sample size of 316 people and a response rate of 98 percent. Descriptive research design was employed. Structured questionnaires were utilised in gathering data. The information was gathered from 39 of the largest private bank branches around the country. Assumption tests like validity, linearity, normality, multi-collinearity and heteroscedasticity were conducted and this paved way for inferential statistics to be carried out. The study's findings indicated that performance evaluation, career advancement, work satisfaction, empowering feedback, and incentive systems were all substantially associated with employee retention. As a result, managers and policymakers should establish policies and processes that will have a substantial impact on their employees' productivity while also boosting job retention.
Bana (2017) sought to explore the association amid HRM practices (hiring processes, performance assessment, employee remuneration, and organizational culture) and workplace diversity in his study. His concentration was on Kenya's public universities. Workplace diversity was defined in terms of the variety of difference like age, sex, education and cultural background existing between people in an organization. The 245 participants were selected from the staff. working in the 22 public Universities. Study outcomes indicated that public Universities did not apply the HRM practices they had adopted (performance appraisal, hiring practices, employee compensation as well as organizational culture) consistently. These affected negatively the workplace diversity. 

2.7. Summary and Research Gap 

From the examination of empirical literature, it is apparent that the majority of scholars have conducted studies on the correlation between HRMPs and Worker Job Performance have several limitations. Staki (2018), Ringo and Jiang (2022) conducted studies on Human Resource Practices impact on firm performance. Both of the studies were conducted in Tanzania, focussed on organizational performance and used similar sampling techniques. However, Staki (2018) utilised a sample of 100 respondents from the identified population. Results established that human resource practices like HR planning, training plus development, compensation policy possess a positive association with public institutions performance. Ringo and Jiang (2022), found out that human resource planning possessed positive impacts on the organization performance. 

Studies by Alsafadi and Altahat (2020) looked at influence of HRMPs on enhancing worker performance, including job contentment as a mediator and employee engagement as a possible moderator. Findings indicated that attainment of human resource performance goals is significantly influenced by the pivotal roles of job satisfaction and employee engagement. There was no analysis to delve deeper into how HRMP, job contentment, worker training, and appraisal of performance  interrelate with each other .

Study by Desa et.al. (2020),on the examination of the linkage between HRMPs and work contentment revealed that there existed no significant association between training and job satisfaction, as well as compensation plus benefits with job satisfaction.

Gulzar, Advani, and Jalees (2019) established that performance evaluation, career advancement, work satisfaction, empowering feedback, and incentive systems were all substantially associated with employee retention, while Tarigan and Absan (2020) established that compensation and work environment had varied degrees of retention of employees in the bank in Medanin in Indonesia. Bana (2017) sought to explore the association amid HRM practices and workforce diversity in Kenyan Public Universities. Study findings indicated that public universities did not apply HRM practices they had adopted which affected workplace diversity.

2.5 Conceptual Framework

This shows how the study constructs are associated with each other, training and development, performance appraisal, plus compensation to worker retention. HRMPs is the independent variable while employee job performance is the dependant variable. The constructs of HRM practices will be measured as illustrated in the Figure 2.1. Employee job Performance will be measured by the parameters of retention and productivity. The relationship is exhibited in Figure 
Independent Variables

Human Resource Management Practices








Figure 2.1:  Conceptual Framework

Source: Own conceptualization, 2023

2.6 Research Hypothesis

These research hypotheses guided the investigation:

H01: Training and development does not significantly influence employee performance among health workers in Sekou Toure Regional Referral Hospital, Mwanza, Tanzania.

H02: Compensation does not significantly influence employee performance among health workers in Sekou Toure Regional Referral Hospital, Mwanza, Tanzania.

H03: Performance appraisal system has no significant influence on employee performance health workers in Sekou Toure Regional Referral Hospital, Mwanza, Tanzania.
CHAPTER THREE

RESEARCH METHODOLOGY
3.1 Chapter Overview

This section examines the target population, research design, sampling technique and size, as well as the reliability plus validity of the research and data gathering tools.
3.2 Research Philosophy

The study adhered to the positivism research philosophy as its guiding principle. This choice was made based on the positivism philosophy's belief that factual knowledge is acquired through observation (utilizing the senses), and that measurement is a reliable (Saunders et al., 2009). The philosophy first began in the works of Bacon F., Comte Auguste and Vienna Circle philosophers, the positivists pivotal attention is following the scientific method in order to obtain pure data and information without the people biasness (Tsang, 2016). Saunders et al. (2009) agrees with this establishment and adds that for positivists, existing theories are adopted to test derived hypothesis and give logic conclusions. Research was guided by neutrality and detachment of the researcher from the data with the view of avoiding influencing final outcomes. In essence, positivists must maintain an objective stance of their surroundings and be independent of what is being researched. An important view of this philosophy is that the research mostly involves measurement of quantitative data and incorporates a deductive approach to theory development.
3.3 Research Design

As per Ogula (2005), Research design involves devising a strategy or plan to conduct investigations with the goal of eliciting responses to research questions and managing variance. Descriptive research design, purposes to portray phenomena with the ultimate objective of addressing the research question. The investigation assumed a descriptive research design that facilitated getting the target population’s information. This study largely adopted quantitative research approach because it involved collection and analysis of numerical data (Bhandari, 2022).

3.3. Study Area

Mwanza City, situated on the southern shore of Lake Victoria within north-western Tanzania, serves as a port city and the capital of Mwanza area. As of 2021, it boasts an urban inhabitants of 1,182,000, making it the city that ranks as Tanzania's second-largest, after Dar es Salaam. Sekou Toure Hospital is a regional hospital in Mwanza which is under the supervision of the Hospital Board and the Regional Hospital Management Committee (RHMT). 

3.3. Target Population

As per Saleemi (2008), in statistics, population is the complete set of items within a specified field of inquiry. The target population of 277 health workers in Sekou Toure Regional Referral Hospital in Mwanza, Tanzania.

Table 3. 1: Target Population

	SN
	Categories of Respondents 
	
	Target population   

	1
	Specialists
	
	13

	2
	Medical Doctors
	
	29

	3
	Clinical Officers
	
	09

	4
	Health Secretaries 
	
	02

	5
	Pharmacists
	
	04

	6
	Pharmaceutical Technicians
	
	32

	7
	Physiotherapists
	
	07

	8

9
	Nurses

Lab Technicians
	
	171

10



	
	Total 
	
	277


Sekou Toure Hospital Human Resource Department (2023)

3.5. Sampling Size and Sampling Procedure

3.5.1 Sample Size

This involved computation of the entire population to come up with the sample size. Sloven’s formulae was utilised to get the size of sample.


n =     N


1+ (N x e2)

n= 277/1.6925
= 164

Where: N = population; n = size of sample and e =tolerance confidence level/probability level of a =0.05. Replacing in the formulae giving an aggregate of 164 participants. Simple random sampling was utilised to target the participants as indicated in Table 3.2 below.
Table 3. 2:  Sample Frame

	S/N
	Categories of Respondents 
	
	Target Population   
	Sample Size 
	Sampling techniques

	1
	Specialists
	
	13-(13/277*164)
	8
	Simple random sampling

	2
	Medical Doctors
	
	29- (29/277*164)
	17
	Simple random sampling

	3
	Clinical Officers
	
	09-(9/277*164)
	6
	Simple random sampling

	4
	Health Secretaries 
	
	02-(2/277*164)
	1
	Simple random sampling

	5
	Pharmacists
	
	04-(4/277*164)
	2
	Simple random sampling

	6
	Pharmaceutical Technicians
	
	32-(32/277*164)
	19
	Simple random sampling

	7
	Physiotherapists
	
	07-(7/277*164)
	4
	Simple random sampling

	8

9
	Nurses

Lab Technicians
	
	171-(171/277*164)

10-(171/277*164)


	101

6
	Simple random sampling

Simple random sampling

	
	Total
	
	277
	164
	


3.6. Data Collection Instruments 

Quantitative primary data was gotten through questionnaires from Sekou Toure hospital, targeting specific respondents. The questionnaires were instrumental in getting quantitative data. Structured (closed ended) questionnaires were utilized.   Structured items entail questions having a comprehensive list of potential substitutes. Participants then choose response that most accurately characterizes their circumstances (Khan, 2010).

3.7 Data Collection Procedure 

The University granted a research permit for data collection in specific departments at Sekou Toure Referral Hospital. The researcher sought for permission from the hospital. Before advancing, with the permit secured, the researcher proceeded to get data in the field. Consent was required from respondents before providing them with questionnaires. The questionnaires were personally administered to prevent duplications, and the collected forms were also retrieved in person for subsequent analysis.
3.8 Validity and Reliability of Research Instruments

3.8.1 Validity 
Validity is  applicability of data tools to intended population (Kothari, 2014). This research employed criterion, content, and construct validity. Criterion validity was utilized to ensure that the measure accurately assessed the intended variable and not other factors. Content validity was adopted, signifying a consensus that the scale systematically and accurately reflects what it intends to measure. To verify this, the researcher's supervisors analysed the instruments. They examined the construct validity by assessing the phrasing of questions to ensure they could elicit the necessary responses. They evaluated the relevance of the contents in terms of objectivity, capacity to capture desired responses, analysability, ease of communication, and other factors. Additionally, face validity was performed by the supervisors, involving an inspection and judgment of the instruments to ensure a proper layout.
3.8.2 Reliability

This is defined as the consistency degree in a data gathering tool (Mugenda & Mugenda, 2008). A reliable tool suggests that it may be applied to identical population, yielding unswerving outcomes. The study employed the Cronbach alpha coefficient, widely recognized and recommended as a reliability test. The Cronbach alpha coefficient tests reliability on a scale of 0 to 1, higher values suggesting increased reliability. The study set a reliability criterion of 0.7 alpha coefficient for every construct, ensuring consistency at 0.7 and higher.  Table 3.3 shows specific reliability values for each of the study questionnaire construct.

Table 3. 3: Reliability Coefficients

	No
	
	Construct
	Reliability Coefficient

	1
	
	Training and Development
	0.875

	2
	
	Compensation
	0.785

	3
	
	Performance Appraisals
	0.812

	4
	
	Employee Performance
	0.734

	
	
	Overall Reliability
	0.832


The findings show that there was high reliability for each of the constructs. For instance, there was a reliability coefficient of 0.875 for training and development, 0.785 for compensation, 0.812 for performance appraisals and 0.734 for employee performance. An overall reliability coefficient of 0.832 was obtained, which met the threshold value of 0.7 thus qualifying the instrument reliability.

3.9 Data Analysis 

Data underwent sorting, coding, and entry into SPSS to generate tables, graphs, descriptive statistics, plus inferential statistics. Data analysis involved the utilization of descriptive analysis and inferential statistics, utilising means. Frequencies, percentages, standard deviation, correlation and regression.

3. 10 Measurement of Variables and Model Equation
Given values of the dependent plus independent variables, the unknown regression coefficients may be found by fitting multiple regression model to data to minimize the sum of squared differences between the straight line and the actual data points (Field, 2009). Interval and ratio scales was used to measure the study variables because they provide the most amount of detail including variables magnitude.

3.11 Ethical Considerations

The investigator prioritized respecting privacy, confidentiality and ensuring informed permission of all participants. Confidentiality involves the autonomy to control collected data, whereas privacy pertains to regulating access to personal information. Only pertinent details contributing to addressing research questions were incorporated. The researcher upheld loyalty to the informants and fulfilled commitments tied to the research. Approval to conduct the research was obtained from both the University and Sekou Toure Hospital. 

CHAPTER FOUR

FINDINGS

Introduction

This chapter reveals the study’s outcomes, which purposed to gauge the HRMPs effect on worker performance among health workers in Sekou Toure Regional Referral Hospital, Mwanza, Tanzania. The sections presented includes the response return, basic information of the respondents, and the objective outcomes.

4.1 Response Rate

An aggregate of 164 questionnaires was administered to individuals who are health workers in Sekou Toure Regional Referral Hospital, Mwanza, Tanzania. After filling the questionnaire, table 4.1 exhibited the response obtained.
Table 4. 1: Response Rate

	S/N
	Categories of Respondents 
	Sample Size 
	Response 
	
	Response Rate

	1
	Specialists
	8
	7
	
	87.5

	2
	Medical Doctors
	17
	16
	
	94.1

	3
	Clinical Officers
	6
	6
	
	100.0

	4
	Health Secretaries 
	1
	1
	
	100.0

	5
	Pharmacists
	2
	2
	
	100.0

	6
	Pharmaceutical Technicians
	19
	19
	
	100.0

	7
	Physiotherapists
	4
	4
	
	100.0

	8
	Nurses
	101
	100
	
	99.0

	9
	Lab Technicians
	6
	6
	
	100.0

	 
	Total
	164
	161
	
	98.2


The findings revealed a response rate of 98.2% across all the categories of respondents.  The categories of health workers with response rate that did not reach 100% were specialists at 87.5%, medical doctors at 94.1% and nurses at 99.0 percent. The rest of the categories had a response rate of 100 percent. 

4.2 Basic Information of Respondents

The participants’ basic information entailed their gender, marital status, age, educational level, years of working as well as level of management. Analysis was done using frequency counts and percentages and the outcomes presented as exhibited by Table 4.2.

Table 4. 1: Basic Information of Respondents

	Basic Information
	Categories
	
	Frequency
	
	Percent

	Age
	18-27
	
	38
	
	23.6

	
	28-37
	
	65
	
	40.4

	
	38-47
	
	41
	
	25.5

	
	48-57
	
	17
	
	10.6

	Gender
	Male
	
	67
	
	41.6

	
	Female
	
	94
	
	58.4

	Education Level
	College (certificate/diploma
	
	98
	
	60.9

	
	University
	
	63
	
	39.1

	Marital Status
	Married
	
	114
	
	70.8

	
	Single
	
	41
	
	25.5

	
	Divorced
	
	6
	
	3.7

	Years of working
	0-1 Years
	
	21
	
	13.0

	
	1-5 Years
	
	60
	
	37.3

	
	5-10
	
	56
	
	34.8

	
	10 Years and over
	
	24
	
	14.9

	Level of Management
	Top management
	
	8
	
	5.0

	
	Mid-level management
	
	44
	
	27.3

	
	Staff Member
	
	109
	
	67.7

	 
	Total
	
	161
	
	100.0


The discoveries exhibits that most participants, 40.4% were 28-37 years while the least, 10.6% were aged 48-57 years. A larger percentage, 58.4% of the respondents were female and 60.9% had college level of education. The discoveries further shows that majority, 114(70.8%) of the participants were married, 37.3% had worked 1-5 years and 67.7% were staff members. The implication of these information is that the respondents provide a diversity of information due to their diversified representation regarding demographics, experience plus gender, education level and age. The answers also shows that the information provided represents views from experienced respondents hence adequate to provide required information on the study topic.
4.3 Influence of Training and Development on Employee Performance

The first objective of the study sought to determine the influence of training and development on employee performance among health workers. 

4.3.1 Response on Training and Development

Response on training as well as development using individual items were tabulated using means plus standard deviations as exhibited by Table 4. 3.

Table 4. 2: Training and development of health workers in Sekou Toure Regional Referral Hospital
	Statements on training and development
	
	Mean
	Std. Deviation

	The firm training is evaluated by participants
	
	3.61
	1.114

	The firm repays costs for training taken outside of the workplace
	
	4.02
	.878

	The firm stimulates learning of knowledge
	
	3.98
	.977

	The firm stimulates the application of knowledge
	
	4.19
	2.281

	Employees receive training throughout their professional career
	
	3.96
	.890

	The firm has good training programs
	
	4.01
	.825

	The firm has good development programs
	
	4.02
	.810

	Employee training covers all the individuals in the firm
	
	4.09
	.813

	Employee development policies cover all individuals in the firm
	
	4.03
	.904

	The firm repays costs for training taken outside of the workplace
	
	4.09
	.823

	Overall mean and standard deviation
	
	4.00
	.69


From the discoveries exhibited in Table 4.3, it emerged that the firms training is highly (M=3.61, Std. Deviation =1.114) evaluated by participants. This means that participants have some level of say on evaluating the firms training at the hospital. Firm repayment of the costs for training taken outside the workplace was also evident (Mean=4.02, Std. Deviation=.878) with small variations from the mean. This means that whenever the employees incur costs of training outside the workplace, the hospital usually compensates according the high response mean. It also emerged that the firm highly (Mean=3.98) stimulates learning of knowledge according to the high mean response, which had small variations as revealed by small standard deviation (Std. Deviation=.977). The findings also show a high extent (Mean=4.19,  Std. Deviation=.2.281) on the statement that the firm stimulates the application of knowledge, although coupled with high deviation from the mean, which implies that although the firm does so, it was not practical to a few respondents who found the practice not at all, hence high deviation. Employee’s receipt of training throughout their professional career received a high rating (Mean=3.96, Std. Deviation=.890) with small variations, which implies that the hospital was concerned for employees training. The findings also show a high rating on other aspects of training and development, which includes good training programs (M=4.01, Std. Deviation=.825), development programs (Mean=4.02, Std. Deviation=.810), coverage of all individuals through training in the firm (Mean=4.09, Std. Deviation=.813), inclusive development policies (Mean=4.03, Std. Deviation=.904) and finally repayment of costs for training outside workstation (Mean=4.09, Std. Deviation=.823). In all these cases, the standard deviations were small hence implying that there were small deviations from the mean response. The overall mean (Mean=4.00) was high coupled with a small standard deviation (Std. Deviation=.69) which means that in overall, there was a high rating on training and development, with low deviation from the mean response. This means that employees at the hospital agreed to the hospital commitment to their training and development.

4.3.2 Relationship between Training & Development and Employee Performance

Using mean scale for the employees training and development and employee performance, bivariate correlation analysis was carried out using Pearson Product Moment correlation in order to get the nature of association amongst the two variables. The discoveries are as shown by Table 4.4.

Table 4. 3: Correlation between Training and Development and Employee Compensation

	Correlation results (r) 
	
	Training and 
Development
	
	Employee 
Performance

	Training and Development
	Pearson Correlation
	
	1
	
	.537**

	
	Sig. (2-tailed)
	
	
	
	.000

	
	N
	
	161
	
	161

	Employee Performance
	Pearson Correlation
	
	.537**
	
	1

	
	Sig. (2-tailed)
	
	.000
	
	

	
	N
	
	161
	
	161

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


The findings exhibits that there exists a moderate positive significant correlation amongst employee training and development and their performance (r=.537, p<.05). Which is significant at 0.05 significance level. From these findings, it may be inferred that employee performance is positively associated with training and development that is taking place at the hospital. Therefore, it can be noted that the hospital carries out training and development practices which could be enhancing their workers’ performance.

4.3.3 Effect of Training & Development on Employee Performance

Further analysis was carried out using a simple linear regression model whereby employee performance subscale was regressed against training and development subscale. The findings are as exhibited by Table 4.5.

Table 4. 4: Simple Linear Model Regression Results on Effect of Training & Development on Employee Performance

	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.537a
	.288
	.284
	.42964
	.288
	64.332
	1
	159
	.000

	a. Predictors: (Constant), Training & Development

	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	  B
	       Std. Error
	              Beta
	
	

	1
	(Constant)
	2.795
	         .198
	
	14.082
	.000

	
	Training & Development
	.392
	          .049
	.537
	8.021
	.000

	a. Dependent Variable: Employee Performance


The discoveries in Table 4.5 exhibits that Training and development accounted for a significant amount of variation in employee performance, R2=.288,p<.05, which when multiplied by 100% yields 28.8% variance in employee performance. Even after adjusting for overestimation, the amount of variance in employee performance just reduced slightly to 28.4%, which is a very small adjustment. The error value of 0.42964 was also small, or less than (1) one thus implying that there was a high model precision. Moreover, the Change statistics, that is F value, F (1,159)=64.332, was large with a corresponding significance as indicated by p value below 0.05 or 5 percent. This implies that the model provides sufficient evidence of a significant variance in employee performance accounted for by training and development. These findings implies that training and development accounted for a significant amount of variation in employee performance, although the remaining 71.2% variance were attributed to other variables not incorporated in the model.

Further outcomes using the model coefficients showed that there was a constant employee performance of 2.795 units which was improved by 0.392 units with the inclusion of one unit of training and development in the model. This means that for every improvement in the training and development of employees by a unit, their performance improved by a magnitude of 0.392. This coupled with the standardized coefficient of 0.537 units implies that training plus development possess a positive as well as significant influence on performance of employee. Following these finding, the null hypothesis that “H01: Training and development does not significantly influence employee performance among health workers in Sekou Toure Regional Referral Hospital, Mwanza, Tanzania” was rejected. Therefore, alternative hypothesis that affirms the influence of training and development on worker performance was adopted.

4.4 Influence of Compensation on Employee Performance among Health Workers

The second objective of the study sought to evaluate the influence of compensation on employee performance among health workers. 

4.4.1 Response on Employee Compensation
Compensation of employees was measured using five items that sought the respondents’ opinions on 5-point Likert Scale. The discoveries were analysed and presented utilising means as well as standard deviations as exhibited by Table 4.6
Table 4. 5: Response on the extent of Employee Compensation of health workers in Sekou Toure Regional Referral Hospital
	Statements on Employee compensation
	Mean
	
	Std. 
Deviation

	I get incentives like bonuses, awards, commissions, promotions, etc
	3.91
	
	.964

	My salary is appropriate with my education, skills and training
	4.22
	
	.804

	The firm rewards me according to the remuneration levels offered by the private sector
	3.42
	
	1.292

	Employee reward and penalties are clear
	4.03
	
	.869

	Salary increase encourages employees to participate in quality improvement
	4.11
	
	.844

	Overall mean and standard deviation
	3.94
	
	.75


(n=161)

Key: Std-Standard 

From the findings, it emerged that employees received incentives like bonuses, awards, commissions, promotions and others to high extent (Mean=3.91, Std. Deviation=.964). This means that averagely, the rating on their receipt of incentives was high, with small standard deviation implying that there were small variations from the average response. Their salary was highly (Mean=4.22, Std. Deviation =.804) proper with their capabilities, education plus training. The organization's rating, based on the remuneration levels given by the private segment, was low (Mean=3.42, Std. Deviation=1.292), with standard deviation showing high variations from the mean. However, there was high rating (Mean=4.03, Std. Deviation=.869) on employee rewards and penalties clarity which was highly agreed as indicated by small standard deviation. Finally, the findings shows that salary increase highly (Mean=4.11, Std. Deviation=.844) encourages employees to participate in quality improvement, which was highly agreed as exhibited by small standard deviation. The overall mean (Mean=3.94) was high, which if transformed to percentage of the 5-point scale leads to 78% agreement, implying that employees were highly compensated although not to their full expectations at 100%. The overall standard deviation was low (Std. Deviation=.75) implying that there was a high agreement about the mean response. These findings imply that employee compensation was good although not fully to their expectations. 

4.4.2 Relationship between Employee Compensation and Employee Performance

The overall mean was thereafter correlated with employee performance subscale using Pearson product moment correlation (r) and discoveries presented as exhibited by Table 4.4 below.
Table 4. 6: Correlation between Employee Compensation and Performance of health workers in Sekou Toure Regional Referral Hospital

	Pearson Correlation results (r)
	Employee Compensation
	
	Employee 
Performance

	Employee Compensation
	Pearson Correlation
	1
	
	

	
	Sig. (2-tailed)
	
	
	

	
	N
	161
	
	

	Employee Performance
	Pearson Correlation
	.478**
	
	1

	
	Sig. (2-tailed)
	.000
	
	

	
	N
	161
	
	161

	**. Correlation is significant at the 0.01 level (2-tailed). (n=161)
	


The discoveries in Table 4.5 exhibits that there is a positive as well as significant correlation amongst employee compensation and employee performance (r=.478, p<.05), which is statistically significant at 0.05 significance level. This means that the strength of the relationship between employee compensation and performance is moderate while the magnitude is positive. So, it may be noted that employee performance is positively associated with employee compensation. Additionally, it can be noted that employee compensation is fairly good and hence positively enhancing their performance. 

4.4.3 Effect of Employee Compensation on Performance

To establish the actual causal employee compensation effect on their performance, a simple linear regression model was used. Employee performance subscale was regressed against employee compensation subscale utilising simple linear regression model. The findings are as exhibited by Table 4.6 below.

Table 4. 7: Simple Linear Model Regression Results on Effect of Employee Compensation on Performance

	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.478a
	.228
	.223
	.44735
	.228
	46.992
	1
	159
	.000

	a. Predictors: (Constant), Employee Compensation

	Model Coefficients Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	     3.099
	.188
	
	16.501
	.000

	
	Employee Compensation
	     .321
	        .047
	.478
	6.855
	.000

	a. Dependent Variable: Employee Performance


The findings show two sets of results, first, the model summary results consisting of the R, R Square values, and their corresponding Sig.F Change values. Clearly, this means that the multiple correlation between employee compensation and performance is (R=.478), which when squared, we obtain an R Square value of 0.228. This implies that employee compensation accounts or explains 22.8% variance in employee performance (R Square =.228, p<.05), findings that are statistically significant at a 0.05 significance level. Furthermore, discoveries shows a standardized coefficient value of 0.478, implying that when the scales for both employee compensation and performance are compared and standardized, employee compensation exhibits a positive and significant effect on performance. However, using the unstandardized coefficient, which implies that holding all other variables constant, employee compensation improves performance by a magnitude of 0.321 units. This means that employee compensation has a positive plus significant impact on worker performance. We therefore discard the null hypothesis and assume an alternative hypothesis implying that employee compensation possess a positive plus significant effect on performance of employee.

4.5 Influence of Performance Appraisal on Employee Performance among Health Workers
The third objective of the study sought to analyse the influence of performance appraisals on employee performance among health workers in Sekou Toure Regional Referral Hospital, Mwanza, Tanzania. This was achieved by analysing employee appraisal practice and thereafter regressing employee performance scale against employee appraisal practice subscale.

4.5.1 Employee Appraisal Practices in Sekou Toure Regional Referral Hospital

Employee appraisal practice in Sekou Toure Regional Referral Hospital was established by sourcing data from employees of the hospital. Participants were required to share their sentiments on 

Table 4. 8: Extent of Employee Appraisal among Health Workers in Sekou Toure Regional Referral Hospital
	Statements on Employee Appraisal Practices
	Mean
	Std. Deviation

	Organization has a performance appraisal system
	4.25
	.822

	Employees are appraised at least once a year
	4.29
	.840

	Employees are provided feedback after performance appraisal
	4.04
	.824

	Heads of departments carry out performance appraisal of their staff
	4.27
	.714

	The performance appraisal carried out is fair
	4.17
	.746

	The appraisal system provides an opportunity for self-review and reflection to employees
	4.14
	.771

	Employee is informed of the performance appraisal outcome
	4.07
	.860

	I receive salary increment after performance appraisal
	3.63
	1.13

	Performance appraisal has helped employees set and achieve meaningful goals
	4.07
	.830

	Performance appraisal gives constructive criticism in a friendly and positive manner
	4.10
	.768

	Performance appraisal has improved motivation and job satisfaction of employees
	4.15
	.810

	Overall mean and standard deviation
	4.11
	.62


The high mean (Mean=4.25, Std. Deviation=.822) exhibits that the hospital has a performance appraisal system, that was also shown through small deviation of less than 1 from the mean.  This means that most of the participants highly agreed that the hospital has a performance appraisal system in place. The findings shows that employees are appraised at least once a year as exhibited by a high mean plus small standard deviation (Mean=4.29, Std. Deviation=.840), and that they were highly (Mean=4.04, Std. Deviation=.824) provided by feedback after performance appraisal. From the high means of (Mean=4.27, Std. Deviation=.714) and (Mean=4.17, Std. Deviation=.746), heads of departments carried out performance appraisal of their staff, which was fair respectively. It also emerged that the appraisal framework allows employees  for self-review plus reflection chance as indicated by a high (M=4.14, Std. Deviation=.771) mean and small standard deviation. 

The findings further show a high mean (Mean=4.07, Std. Deviation=.860) on prospects of informing employees of the performance appraisal. The low standard deviations, which are less than (1) one, implies that there were very small deviations from the average mean response, such that most of the participants agreed about the mean. Finally, the findings show a high mean (Mean=3.63) on response of employee receipt of salary increment after performance appraisal although with a high standard deviation (Std. Deviation=1.133) implying that some of the respondents disagreed with this response, hence high variations.  The overall mean was high with a small standard deviation (Mean=4.11, Std. Deviation=.62) implying that performance appraisal was highly practiced in Sekou Toure Regional Referral Hospital and employees agreed with the practices and the way the system was done. 

4.5.2 Relationship between Performance Appraisal and Employee Performance in Sekou Toure Regional Referral Hospital
The relationship between employee appraisal and performance of employees in Sekou Toure Regional Referral Hospital was established utilising Pearson Product Moment Correlation Coefficient. The employee appraisal subscale was correlated with employee performance subscale and the discoveries presented as exhibited in Table 4.10.
Table 4. 9: Correlation between Performance Appraisal and Employee Performance

	Correlation results (r)
	
	Performance 
Appraisal
	
	Employee 
Performance

	Performance Appraisal
	Pearson Correlation
	
	1
	
	.550**

	
	Sig. (2-tailed)
	
	
	
	.000

	
	N
	
	161
	
	161

	Employee Performance
	Pearson Correlation
	
	.550**
	
	1

	
	Sig. (2-tailed)
	
	.000
	
	

	
	N
	
	161
	
	161

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


The findings exhibits that a there exists moderate positive significant correlation between performance appraisal as well as employee performance (r=.550, p<.05). This means that due to positive performance appraisal, employees also have a positive or improves in their performance. Therefore, performance of employees is positively linked with good performance appraisal system. Therefore, a positive connection exists amongst performance appraisal as well employee performance.

4.5.3 Effect of Performance Appraisal on Employee Performance

In order to establish the effect of performance appraisal on employee performance, a simple linear regression model was carried out. Employee performance was regressed against performance appraisal. The findings are as exhibited by Table 4.11.

Table 4. 10: Simple Linear Model Regression Results on Effect of Employee Compensation on Performance

	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.550a
	.302
	.298
	.42539
	.302
	68.812
	1
	159
	.000

	a. Predictors: (Constant), Performance Appraisal

	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	2.511
	.226
	
	11.125
	.000

	
	Performance Appraisal
	.451
	.054
	.550
	8.295
	.000

	a. Dependent Variable: Employee Performance


The discoveries in Table 4.9 exhibits that performance appraisal accounted for 30.2% significant variance in employee performance, R2=.302, F (1, 159) =68.812, p<.05. Which implies that 69.2% of the remaining variance in employee performance were explained by other factors other than performance appraisal. It can also be noted that the findings are significant at 0.05, implying that the model precision is high (error=.42539) which is less than 1 and hence more than 95% confidence of the results being accurate. Moreover, these results implies that the model is not by chance but represents a good fit, using performance appraisal as a predictor.

Further results using model coefficients Suggests that performance appraisal exerts a positive plus significant effect on worker performance using standardized coefficients outcomes (β=.550, p<.05). Additionally, using the model unstandardized coefficients, the findings imply that a rise of one unit in performance appraisal correlates with a 0.451-unit enhancement in employee performance, as per the scale utilized. It may thus be noted that performance appraisal has a positive plus significant effect on worker performance in Sekou Toure Regional Referral Hospital. Following the positive plus significant effect of performance appraisal on worker performance, it may be affirmed that performance appraisal exerts a positive as well as significant influence on worker performance, hence we discard the null hypothesis and adopt an alternative hypothesis.
4.6 Discussion of the Findings
This section exhibits the study’s discoveries. The overall objective of this research is to gauge the effect of HRMPs on employee performance among health workers in Sekou Toure Regional Referral Hospital, Mwanza, Tanzania. This study was directed by specific objectives whose discussion are presented in the subsequent sections.

4.6.1 Influence of Training and Development on Employee Performance

The first objective of the study was to determine the influence of training and development on employee performance among health workers. This was achieved by testing the null hypothesis which stated that H01: Training and development does not significantly influence employee performance among health workers in Sekou Toure Regional Referral Hospital, Mwanza, Tanzania. The study established that training and development was generally carried out in  Sekou Toure Regional Referral Hospital. Using correlation analysis, it was established that employee performance was positively associated with training and development. This means that the hospital carried out training and development with the aim of enhancing employee’s effectiveness in service delivery, which consequently was reflected in their performance. The simple linear regression analysis also confirmed this finding. In fact, it was determined that training and development possessed a positive and significant effect on worker performance. This uncovers that employees were trained and hence their performance improved as a result if this training and development. 

The discoveries are inconsistent with past investigation by Dagar et.al.(2021) which established there is absence of significant linkage between (Training design and Training content) as well as employee performance. These results align well with the previous study findings such as those of Dagar et. al. (2021) study in Pakistan, who also established that training of staff improved their performance, although the study was done in banking sector. The discoveries concur with those of Riyanto et al. (2017), who established that training and education improved employee’s quality of work as well as Nkosi (2018) findings which established that there existed a correlation between training as well as employee performance. Although these studies did not directly deal with health sector or use the same elements and scales, the results from greater similarities on the subject matter. This provides enough evidence to discard the null hypothesis that Training plus development does not significantly influence employee performance. Instead, the study adopted an alternative hypothesis and concluded that training and development significantly influences worker performance. 

4.6.2 Influence of Compensation on Employee Performance

In this objective, the study sought to evaluate the influence of compensation on employee performance among health workers. Descriptive statistics revealed that employees approved most of the elements of compensation including incentives, alignment of salary with education, rewards as well as salary increment. Indeed, based on the findings, employee performance is positively associated with compensation. This was also confirmed by testing the null hypothesis, over which there was lack of sufficient evidence to uphold leading to adoption of the alternative hypothesis “compensation significantly improves employee performance. This is true since employees are highly motivated when appreciated, especially through monetary means as well as their skills. Salary increment is one of the greatest motivation of employees and consequently improves their performance. 

According to the Herzberg (1959) Motivation hygiene theory, certain workplace factors contribute to work contentment, while a distinct set of elements lead to discontent. According to Herzberg (1959), job contentment and discontent operate independently . Salary is one of the factors that comes out clearly in the theory as determinant of employee satisfaction, which consequently leads to better performance. Indeed, these findings also agrees with the previous studies such as Tarigan and Absah (2020) and Nawawi et al. (2018) who talks about the effect of employee compensation on retention, which is a factor of performance. Based on the current study findings, which also aligns well with previous findings, it can be affirmed that employee compensation significantly influences their performance. 

4.6.3 Influence of Performance Appraisal on Employee performance

The investigation established that the performance appraisal system was active in Sekou Toure Regional Referral Hospital, Mwanza, Tanzania. This strengthens the intended objective that sought to analyse performance appraisals effect on worker performance among health workers. Using Pearson product moment correlation, it was established that employee performance is positively associated with performance appraisal. This means that performance appraisal system is correctly done thus enhancing employee performance. The findings were further affirmed by sufficient evidence of rejecting the null hypothesis, using regression model, which established a significant effect on performance appraisal on performance of employee performance. Proper annual performance appraisal provides reason for promotion, awards among other things that can motivate employees to perform well. The findings are inconsistent with studies by Bana (2017) where outcomes indicated that public universities did not apply the HRM practices they had adopted consistently. The findings conform to Herzberg’s Motivation-Hygiene theory that posits that motivators lead to satisfaction at elevated levels, whereas hygiene factors contribute to dissatisfaction at lower levels (Murinova, Sinovsky and Horak, 2010). Positive performance appraisal forms one of the biggest motivators for better performance by employees. The result also agrees with previous study findings by Gulzar, Advani, and Jalees (2019) who indicated that performance evaluation, career advancement, work satisfaction, empowering feedback, and incentive systems were all substantially associated with employee retention. Following the discoveries, it may be noted that performance appraisal significantly influences employee performance in Sekou Toure Regional Referral Hospital, Mwanza, Tanzania.

CHAPTER FIVE
SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS

Chapter Overview

The section deals with the conclusions plus recommendations and suggestions for further studies as per the study objectives.

5.1 Summary of Findings

The first objective of the study was to determine the influence of training and development on employee performance among health workers. This was achieved by testing the null hypothesis which stated that H01: Training and development does not significantly influence employee performance among health workers in Sekou Toure Regional Referral Hospital, Mwanza, Tanzania. The study established that training and development was generally carried out in  Sekou Toure Regional Referral Hospital. Using correlation analysis, it was established that employee performance was positively associated with training and development. 
5.1.2 Influence of employee Compensation on performance
The study sought to evaluate the influence of compensation on employee performance among health workers. Descriptive statistics revealed that employees approved most of the elements of compensation including incentives, alignment of salary with education, rewards as well as salary increment. Indeed, based on the findings, employee performance is positively associated with compensation. This was also confirmed by testing the null hypothesis, over which there was lack of sufficient evidence to uphold leading to adoption of the alternative hypothesis “compensation significantly improves employee performance. 

5.1.3 Influence of performance Appraisal on Employee Performance

In order to establish the effect of performance appraisal on employee performance, a simple linear regression model was carried out. Employee performance was regressed against performance appraisal. The findings revealed that performance appraisal accounted for a significant variance in employee performance. These results implies that the model is not by chance but represents a good fit, using performance appraisal as a predictor. Further results using model coefficients Suggests that performance appraisal exerts a significant effect on worker performance using standardized coefficients outcomes. It may thus be noted that performance appraisal has a positive plus significant effect on worker performance in Sekou Toure Regional Referral Hospital. 
5.2 Implications of the results
The influence of employee training and development on performance means that the hospital carried out training and development with the aim of enhancing employee’s effectiveness in service delivery, which consequently was reflected in their performance. The simple linear regression analysis also confirmed this finding. In fact, it was determined that training and development possessed a positive and significant effect on worker performance. This uncovers that employees were trained and hence their performance improved as a result if this training and development. 

From the second objective of the study, the study sought to evaluate the influence of compensation on employee performance among health workers. It was established that compensation has a positive effect on employee performance. This is true since employees are highly motivated when appreciated, especially through monetary means as well as their skills. Salary increment is one of the greatest motivation of employees and consequently improves their performance. 

Following the positive significant effect of performance appraisal on worker performance, it may be affirmed that performance appraisal exerts a positive as well as significant influence on worker performance, hence we discard the null hypothesis and adopt an alternative hypothesis.
5.2 Conclusions 

Training and developing enhances employees’ capacity to deliver at their work. This is because their skills in both work and other related areas are improves, making their ability to apply them easier. Employees are also motivated and become more confident in their work hence improving their work. This, as reflected based on the present study's findings and in accordance with with the previous literature, provides sufficient evidence to conclude that training and development significantly influences employee performance.

One of the factors that qualifies an employee is the ability to earn some salary. When this salary is increased or aligned with the level of education, the resulting effect is improved performance. This is well documented in the current study findings which shows that proper employee compensations motivate them to work and consequently improve in the performance. The different elements of compensation were all found agreeable from the responses, which when cross-checked against performance, were well aligned. Therefore, there is strong evidence to conclude that compensations significantly improve employee performance.

Performance appraisal is very important for employees since it shows how they progress at their specific duties. It also distinguishes employees from others in terms of performing their tasks thus motivating those who work hard. The current findings showed that performance appraisal enhances employee performance, which also agrees with the previous studies. It may thus be deduced that performance appraisal significantly influences employee performance.

5.4 Recommendations

Whereas the current study exhibited that training as well as development significantly improves performance of employees, it is not clear whether this is a consistent practice in the hospital. The study recommends a comprehensive employee training and development program to train employees all round so as to perform a variety of tasks in the event of limited workforce.

The study further recommends the hospital management to establish a comprehensive sustainable compensation structure so as to improve employee’s performance, since this emerged as a positive determinant of performance.

Lastly, the study’s recommendation is that ministry of health as well as the hospital management enhances the performance appraisal system so as to give justice to employees, reward where necessary and make informed decisions based on employee appraisal system.

5.5 Limitations of the Research

It can be noted that the study was well achieved and met its objectives although it was limited in some areas. First, the study was limited to its objectives on human resource practices particularly on training and development, compensation and performance appraisal. Whereas there are other many aspects of human resource practices, it can be noted that the study concentrated on these areas so as to meet the time limits and achieve the main goal. The second limitation was the time limit, within stipulated academic limits which meant that the study could not extent across the years but give the situation as at a given specific time. The study was also limited to primary data collection, correlational methodology and specified sample size. It is worth noting that the stated limitations were more important to the achievement of the study objective within economic means as compared to the detriments that could be associated with the study.
5.6 Suggestions for Further studies

The investigation proposes extra research in these areas;

i. Studies ought to be carried out on significant difference effect between capacity building and training as well as development on performance of organization.
ii. Studies on the employee compensation impact using the different aspects of compensation on the performance of firms

iii. Studies on the performance appraisal influence on employee retention as well as progression among hospitals
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APPENDICES

APPENDIX 1: QUESTIONNAIRE
This questionnaire has been designed in order to address the objectives of the study which

Specifically, will look at the effect of; training and development; compensation and

Performance appraisals on employee performance among health workers at Sekou Toure

Regional Referral Hospital. Please fill all the blank spaces. The information obtained through

the questionnaire will be treated as confidential.

SECTION A: DEMOGRAPHIC INFORMATION OF RESPONDENTS

1. What is your gender?

Male

 Female 

2. In which category does your age belong?

18-27 yrs
    28-37yrs

38-47yrs 
48-57yrs
58 and Above

3. What is your highest level of education?

Secondary

College (Certificate/Diploma

University

4. What is your marital status?

 

Married

 

Single

 

Divorced

5.How long have you worked for this Institution?
 0 – 1 years

 1 – 5 years

5 – 10 years

10 years and over

6. What is your current level of management?

          Top Management

Mid-level Management

Staff member

SECTION B: HUMAN RESOURCE MANAGEMENT PRACTICES AND EMPLOYEE JOB PERFORMANCE

In this section please tick (√) the most appropriate response for each of the questions in the table below, where Strongly agreed, SA (5), Agree, A (4), Undecided, U (3), Disagree, D (2), Strongly disagree, SD (1).

	
	TRAINING AND DEVELOPMENT
	1
	2
	3
	4
	5

	1.
	The firm training is evaluated by participants.
	
	
	
	
	

	2

2.
	The firm repays costs for training taken outside of 

the workplace.
	
	
	
	
	

	3.
	The firm stimulates learning of knowledge.
	
	
	
	
	

	4.
	The firm stimulates the application of knowledge.
	
	
	
	
	

	5.
	Employees receive training throughout their 

Professional career.
	
	
	
	
	

	6.
	The firm has good training programs.
	
	
	
	
	

	7.
	The firm has good development programs.
	
	
	
	
	

	8.
	Employee training covers all the individuals in the 

Firm.
	
	
	
	
	

	9.
	Employee development policies cover all 

Individuals in the firm.
	
	
	
	
	

	10.
	The firm training is evaluated by participants.
	
	
	
	
	

	
	
	
	
	
	
	

	
	COMPENSATION
	1
	2
	3
	4
	5

	1.


	I get incentives like bonuses, awards, commissions, 

promotions, etc.
	
	
	
	
	

	2.


	My salary is appropriate with my education, skills, 

and training.
	
	
	
	
	

	3.


	The firm rewards me according to the remuneration 

levels offered by the private sector.
	
	
	
	
	

	4.
	Employee reward and penalties are clear.
	
	
	
	
	

	5.


	Salary increase encourages employees to participate 

in quality improvement.
	
	
	
	
	

	
	
	
	
	
	
	

	
	PERFORMANCE APPRAISALS
	1
	2
	3
	4
	5

	1.
	Organization has a performance appraisal system
	
	
	
	
	

	2.
	Employees are appraised at least once a year
	
	
	
	
	

	3.
	Employees are provided feedback after 

performance appraisal
	
	
	
	
	

	4.


	Heads of departments carry out performance 

appraisal of their staff
	
	
	
	
	

	5.
	The performance appraisal carried out is fair
	
	
	
	
	

	6
	The appraisal system provides an opportunity for 

self-review and reflection to employees.
	
	
	
	
	

	7.
	Employee is informed of the performance appraisal 

Outcome
	
	
	
	
	

	8.
	I receive salary increment after performance 

appraisal.
	
	
	
	
	

	9.
	Performance appraisal has helped employees set 

and achieve meaningful goals.
	
	
	
	
	

	10.
	Performance appraisal gives constructive criticism 

in a friendly and positive manner.
	
	
	
	
	

	11.


	Performance appraisal has improved motivation 

and job satisfaction of employees.
	
	
	
	
	

	
	
	
	
	
	
	

	
	EMPLOYEE PERFORMANCE
	1
	2
	3
	4
	5

	1.
	Service delivery is exemplary
	
	
	
	
	

	2.
	Customer complaints are few 
	
	
	
	
	

	3.
	Assigned tasks are accomplished within time given
	
	
	
	
	

	4.
	I am commented and rewarded for the work done
	
	
	
	
	

	5.
	I report to duty and leave duty on time
	
	
	
	
	

	6.
	Team work among staff has helped to accomplish 

Tasks
	
	
	
	
	

	7.


	Organization has received positive comments from 

the community on service delivery 
	
	
	
	
	


THANK YOU FOR YOU PARTICIPATION

Training & Development


General staff training


Specialized staff training  











Dependent Variables





Job Performance 








Employee Performance


Retention


Productivity





Compensation


Intrinsic


Extrinsic 








Performance Appraisal 


Frequency


Relevance


Feedback


Evaluation





























































































































