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ABSTRACT

The way in which human resource management (HRM) practices can influence the commitment of an individual employee to the objectives of an organization. This study assessed the influence of human resource management practice on organization performance at Musoma district council in Tanzania. Specifically, the study focused on the examining the influence of teamwork practices on organization performance as well as examining the influence of job security, and compensation management practices on organization performance. The study applied qualitative and quantitative research design, and involved only 109 sample sizes, but only 104 employees were involved in the analysis for its accuracy. Both primary and secondary data collection methods i.e. questionnaires and secondary sources were applied respectively. Descriptive statistics, factor analysis, and multiple regression analysis were applied for quantitative data analysis of this study and explanations building for qualitative data analysis. The study findings indicated that teamwork practice influence positively the organization performance. Similarly, it was noted that organization performance was also influenced positively by the job security practice, and compensation practice. These imply that a unit increase in each teamwork, job security, and compensation practice lead to organization performance to increase.  Generally, it was recommended that teamwork, job security, and compensation practice should be a priority of any institutions due to its huge breath of influence dimension. Doing so, employees will be committed towards achieving performance, and this will boost employees’ morale prompting them to work much harder and be self-driven.
Keywords: Human Resource Practices, Teamwork Practices, Job Security, Management.
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CHAPTER ONE

INTRODUCTION

1.1 Overview

This chapter presents the background of the study, statement of the problem, objectives of the study, research hypothesis, and scope of the study, significance of the study, and organization of the chapter.
1.2 Background to the Study

Organizations nowadays are looking forward to have a competitive advantage against the threats present in globalization. Due to the high competency requirements, most organization aim to generate the kind of performance that can bring more profit. In order to do that, the employees are required to perform well and improve their performance (Osman, 2013). To comply with this, the organization needs to align organizational performance with human resource management practices, which would be shown by organizational output of financial variables (sales growth, goal achievement, good services, productivity) (Chand and Katou, 2015) and non-financial variables (management quality, long-term orientation, continuous improvement, workforce quality) (De Waal and Frijns, 2011; Dimba, 2010) and also other outcomes as commitment, quality and flexibility (Guest, 2013). 
Since the 1980s, human resource management (HRM) strategy has become an important topic for the management area. HRM strategy has achieved its prominence because it provides competitiveness and promotes managerial efficiency in the business area. The rise of human resource management in the 1980s brought managerial scholars to the link between the management of people and performance. A number of attempts were made to put empirical facts with the theoretical bones of the knowledge based firms and the specific HRM views concerning how the systems on Human Resource practices, which can make an increment on the organizational performance. The approach that focuses on individual human resource practices and the link with the performance continued since early 1990s (Hendry and Pettigrew, 2012).
In a global context, human resource practices are such as recruitment, selection, and appraisal; it directs partially constrain development of specific practices; and overarching philosophies, which specify the values that inform an organization's policies and practices (Gilley, et al., 2012). According to Mursi, (2013) human resource planning is a process of guiding activities related to the human resources management. An organization needs to adopt specific HR policies and practices for different strategies. Thus, it can elicit employee behaviors that are consistent with an organization’s strategy (Rose and Kumar, 2014).
Human resource management practices should be an important part of the strategy of any large corporation (Gilley, et al., 2012). Yet researchers basing their views on a behavioral psychology perspective have argued that human resource management practices could contribute to competitive advantage as long as they reinforce the skills, attitudes and behaviors that result in lowering costs and enhancing product differentiation. Therefore, the important role of human resources practices in contributing to a firm’s competitive advantage overlaps with the concept of efficiency as a human resources strategy for effective performance (Ozcelik and Ferman, 2016).

Organizational performance can be measured through financial stability and productivity, but when we have to relate human resource planning with the organizational performance, and then we consider some of other variables like efficiency and effectiveness, employee motivation, job satisfaction, trust on employees (Cho, et al., 2015). To comply with this, the organization needs to align organizational performance with human resource management practices, which would be shown by organizational output of financial variables (sales growth, goal achievement, good services, productivity) (Osman, et al., 2013; Chand and Katou, 2015) and nonfinancial variables (management quality, long-term orientation, continuous improvement, workforce quality). 
Musoma District Council (MDC) is one among the eight Local Government Authorities of Mara region which was formed on the first day of January 1984. The vision of this council is a community that is responsible for its own development, quality life, sustainable economic growth, quality social economic services and peace by 2018. To attain this vision the council has drawn the mission which is to build the capacity and empower the community and involve all stakeholders in deciding, planning and implementing development initiatives through proper utilization of the available resources and by adhering to the principles of transparency and accountability. The purpose of this study is to assess the influence of human resource management practice on organization performance. 
1.3 Statement of the Problem

The way in which human resource management (HRM) practices can influence the commitment of an individual employee to the aims and objectives of an organization has been the focus of much researches (Meyer and Amp, 2014; Allen, 2015). Some researchers have found that high involvement of HRM practices, such as regular appraisals, human resource planning, bonus and compensation schemes, training and development opportunities, and regular constructive feedback, can significantly enhance the organizational commitment of employees and organizational knowledge and performance in developed nations (Smith, 2014).
No doubt that organization internationally is determined for achievement and high profit those in the same industry. For the purpose of this, organizations have to get and apply their human resource effectively and efficiently. Organizations have to be aware of human resource need to know about HRM more realistically and organizations have to keep their human resource up-to-date. Consequently, manager play significant role for the purpose of achieving company’s goal and meet profits, basically the core functions of managers have to manage the human resource in a way that right number in right way (Hamid, et al., 2017).
Many studies in human resource practices focused on the impact of such practices on job satisfaction (Yousef, 2010; Eslami, et al., 2012), on productivity (Osa, et al., 2014), other focused on linkage between HR practices with employee commitments and innovation (Mathieus and Zajac, 2012), Corporate social responsibility (Ali et al, 2010) and Transformation leadership, (Srithongrung, 2011). Despite a wealth of empirical works on the subject, still effects of human resources practices on organizational performance remain one of the greatest challenges that many organization faces. 

Moreover, when the organization implement good management practices staff will not quit, organization will have a good performance and implications for the learning institutions. This has motivated the researcher to study the influence of human resources management practices among Musoma district council staff and establish whether has related to organizational performance. Has a HRM practice positively influence Musoma district council performance? Or is HRM practices at Musoma district council negatively influence performance? It is from this puzzle the researcher proposed to conduct research because according to her knowledge, no similar study has been conducted in Musoma district council in Tanzania.
1.4 Objective of the Study

1.4.1 General Objective

The general objective of this study was to assess the influence of human resources management practices on organization performance.
1.4.2 Specific Objectives

i. To assess the influence of teamwork practices on organization performance

ii. To determine the influence of job security on organization performance

iii. To examine the influence of compensation management practices on organization performance
1.5 Research Hypotheses

H1: There is positive relationship between teamwork practice and organizational performance

H2: There is positive relationship between job security practices and organizational performance 

H3: There is positive relationship between compensation management practice and organizational performance
1.6 Significant of the Study

The outcomes of this study might be useful to educators as reference material. It would be useful reading for anyone interested in human relations. It would be useful reference material for those working in research institutes who would be future practical managers in charge of the organization's activities. It would also be useful material for policymakers to use in order to better their policy formation and planning in the future. This research would also be beneficial to the workforce. This would not only give them an indication of what they can anticipate from management, but it would also serve as a guide to help them strive for higher performance because they would be suitably compensated.
1.7 Scope of the Study

The scope of this study was limited to the influence of human resources management practices on organization performance. Specifically, the study was restricted to the influence of teamwork practices on organization performance, the influence of job security on organization performance, and the influence of compensation management practices on organization performance. The study moreover was conducted at Musoma district council, because of the familiarity and financial convenience, and the possibility of collection of data is more accessible. 
1.8 Organization of the Study

The first chapter is introduction then background of the study, statement of the problem, general and specific objectives of the study, research hypotheses, significance of the study, scope of the study and the organization of the study itself. Chapter two is the literature review which covers the introduction then definitions of concepts and terms, theoretical literature review, empirical literature review which analyze how different writers brought to bear some comprehensive piece of others in relation to the topic then conceptual framework and operationalization of the variable and hypotheses formulations. 
Finally, chapter three is research methodology which consists of research design, area of the study, and unit of analysis, target population, sample size and sampling techniques as well as data collection methods and how data collected were analyzed by respectfully statistical model was applied in analyzing and testing. Chapter four involved analysis and presentation of findings, as well as discussion of the findings regarding to specific objectives, and chapter five included summary, conclusion and recommendation of the study.
CHAPTER TWO
LITERATURE REVIEW
2.1 Overview
The key concepts in this study are as reflected in the background information and statement of the problem. This chapter includes definitions of key terms and concepts, relevant theories, empirical studies and conceptual framework. 
2.2 Definitions of Concepts and Terms 

2.2.1 Human Resource Practices

Human resource practices are such as recruitment, selection, and appraisal; it directs partially constrain development of specific practices; and overarching philosophies, which specify the values that inform an organization's policies and practices (Gilley, et al., 2012).
2.2.2 Teamwork Practices

Teamwork practice is a group's cooperative effort to attain a common goal or complete a task in the most effective and efficient manner possible (Katzenbach, et al., 2015). This concept is observed in the context of a team, which is a collection of interdependent individuals that collaborate to achieve a common goal. 
2.2.3 Job Security

Job security means guarantee that a person will have a job in the near future, regardless of external conditions (Hitesh, 2020). It also indicates that the employer is content with the position and is not in a rush to end employment. 

2.2.4 Compensation Management

Compensation management is the process of developing and implementing effective employee compensation policies, programs, and practices (Ashwini, 2019). It entails using a methodical and scientific methodology to fairly, equitably, and logically compensate employees for their efforts.
2.3 Theoretical Literature Review

2.3.1 Teamwork Theory

Tuckman's model, which was first created in 1965, is generally recognized as a foundation for effective teamwork (Tuckman, 1965). Tuckman explains how he collaborated with a group of social psychologists. The researchers looked at small group behavior from a variety of angles. Tuckman did so by reading 50 studies on group growth and noticing that these tiny groups all had two things in common: interpersonal or group structure, and task activity. He deduced that groups progressed through four stages before becoming teams. The first stage involves the formation of a team, which meets to learn about the opportunities and difficulties, then decides on goals and gets to work on the tasks. 
The second stage of team development is storming, in which the group begins to sort itself out and win each other's trust (Gina, 2010). This stage usually begins when they express their thoughts; disagreement between team members may emerge as authority and position are distributed. The third step, forming, entails the resolution of disagreements and personality clashes, which leads to increased intimacy and a sense of cooperation. When a team is aware of the competition and has a common goal, this happens. At this point, everyone on the team accepts responsibility and is motivated to help the group achieve its objectives. The fourth step is performing, which involves establishing group norms and roles, focusing on attaining common goals, and often achieving unexpectedly high levels of accomplishment. They are motivated and knowledgeable at this point. 
The team members are now competent, self-sufficient, and capable of making decisions without supervision. Dissent is expected and encouraged as long as it is routed through channels that the team approves of. During this phase, the team's supervisors are virtually always present. The majority of the necessary decisions were made by the team. In some situations, even the most successful teams reverted to earlier stages. Therefore, teamwork theory is important to the study because it explain the influence of teamwork practices on organization performance.
2.3.2 Resource Based View Theory

The resource-based view (RBV) is a management paradigm for determining which strategic resources a company may use to gain a competitive advantage over time. The paper "Firm Resources and Sustained Competitive Advantage," written by Barney in 1991, is widely regarded as a seminal contribution in the development of the resource-based perspective. Firms achieve competitiveness, according to the RBV Theory, by acquiring and holding resources in their domains that are firm-specific and not available to competitors (Barney, 1991). 
Physical resources such as technology, equipment, geographic location, and human resources, as well as organizational resources such as structure and social ties inside and across organizations, are examples of resources that businesses can hold. Scholars, on the other hand, have included intangibility of resources to the RBV Theory's list of resources (Kamasak, 2017). Skills, knowledge, experience, HRM practices, goodwill, and other intangible assets lack physical substance. HRM techniques, for example, have substantially improved a company's ability to acquire and develop valuable resources.
Human resources, both within and across companies, are critical in gaining a competitive advantage. This is only achievable when businesses obtain resources with the necessary knowledge, skills, and capacities to carry out tasks. The way companies attract personnel varies from company to company, and this method is not available on the open market (Swart, et al., 2012). It is quite tough for other companies to reproduce or mimic the way it is done (Wright, 2003). Because the actions of Musoma District Council need knowledge and abilities, it is critical to carefully establish and implement employment policies (Dragan, 2017). This has various advantages, including bringing in employees with the necessary skills, expertise, competencies, and cultural fit.
RBV is challenged as a self-verifying theory that is difficult to operationalize, despite its relevance in management literature (Priem and Buttler, 2001). RBV, on the other hand, is appealing to academics since it helps them understand the relationship between resources, capabilities, and conditions essential for organizations to succeed (Philemon, 2010). As a result, RBV theory is significant to the research because it provided a prism through which organizations may understand how intangible assets like skills, knowledge, and talents are acquired through human resources practice.
2.4 Empirical Literature Review

2.4.1 Empirical Review from Abroad

Kalpana (2010) conducted a study on the influence of human resource management practices on employees work related attitude and behavior. The study's major goal is to investigate the effects of human resource management practices on workers' work-related attitudes and behaviors by focusing primarily on the DHL Company. The study found that the recruitment technique has an inverse association with both organizational commitment and turnover intention, but other HRM practices, such as remuneration, boost employees' commitment to the firm. Job embedded, on the other hand, is a mediator between HRM and both organizational commitment and turnover intention. 
Agniva (2018) conducted a study on the impact of human resource management on organizational performance. The main objective of the study was to assessing the impact of human resource management on organizational performance. The study revealed that HR practices have an impact on employees' attitudes and behavior, which in turn affects operational performance such as productivity, quality, and innovation, all of which have a favorable impact on monetary and market performance. A large body of empirical evidence also shows the existence of a beneficial association between HRM and organizational performance.
2.4.2 Empirical Review from Local

Hussein (2019) conducted a study titled “Assessing the Impact of Human Resource Planning on Organization Performance”: The case of Tanzania Public Service College in Tanga Region. The study found that succession planning boosted work satisfaction among Public Service College personnel in Tanga, resulting in enhanced employee retention, improved student enrollment, increased number of graduates, and inspired employees to work better. Furthermore, the outcomes of the study show that there is a link between employee career advancement and staff appraisal. Employees have good attitudes toward human resource planning, indicating contentment and commitment, as well as a willingness to go above and beyond their formal duties. According to the findings, organizations should enhance budget allocation for human resource planning programs and collaborate with stakeholders to develop effective policies that regulate how human resource planning programs are established and implemented.
Chand and Katou (2015) conducted a study in Accra Ghana to examine the effects of human resource practices on organizational performance. They used a sample of 200 employees working at educational institutions in Accra. The analyzed several human resource management practices, measured by organizational output of financial variables (sales growth, goal achievement, good services, productivity) and (non-financial variables (management quality, long-term orientation, continuous improvement, workforce quality) and also other outcomes as commitment, quality and flexibility (Guest, 2014). The found a positive relationship between HRM practices and organizational performance. They recommended that once a business entity has analyzed its mission, identified all its stakeholders, and defined its goals; it needs a way to measure progress toward those goals.
Husna (2013) conducted a study in Mbeya Tanzania to assess the impact of human resource planning on organization performance. She found that Human Resource Planning is one of the key elements that have to be considered, if National Institute of Transportation (NIT) has to get the best out the employees, the Planning for them should be top priority in enabling the institution to realize its set goals and 52 objectives. Basically, planning for human resources involves setting the required objectives, analyzing the environment, carrying out an audit of Human Resources, making a forecast, reconciling the demand and supply of Human Resources and evaluating the implementation.
2.5 Research Gap

Shreds of evidence from the reviewed empirical literature show that most of the studies conducted on human resource management, human resource development, human resource planning and Performance Management on Employee. Despite this, there is no specific study that assesses the influence of human resources management practices on organization performance. Studies by Kalpana (2010) and Nurun, et al., (2016) study on human resource management practices but did not explain how human resource practice influence organization performance. For example, a study by Kalpana (2010) conducted a study on the influence of human resource management practices on employees work related attitude and behavior but did not explain the how human resource management practices influence organization performance. 
Also, study by Nurun, et al., (2016) on the impact of human resource management practices on job performances. Nevertheless, the study did not cover direct how human resource management practices influence organization performance. A study on the impact of human resource management on organizational performance was conducted by Agniva (2018). The study revealed that HR practices have an effect on the employees ‘attitudes and behavior, that affects the operational performance, like productivity, quality and innovation, that successively have a positive on impact on the monetary and market performance. 
The research did not, however, cover the practice in the Tanzania context. The aim of this study was to bridge the gap in literature by conducting research. Most studies have not been thoroughly investigated and this leaves substantial holes that need to be filled by more research projects. This study clearly identified these gaps and needs to carry out research on filling these gaps by finding an acceptable solution to the problem. This prompted the researcher to conduct this research study with a view to assess the influence of human resources management practices on organization performance.
2.6 Conceptual Framework

Independent variables




Dependent variable




Figure 2.1: Conceptual Framework
Sources: Researcher (2022)
According to Adom, et al., (2018) a conceptual framework is a diagrammatic presentation of a theory, and that is presented as a model when research variables and its relationship are translated into a visual picture to illustrate the interconnections between the independent and dependent variables. See Figure 2.1.
2.7 Operationalization of the Variables 

2.7.1 Teamwork Practices and Organization Performance

In order to achieve organizational goals such as customer happiness and company effectiveness, teamwork practices require a group of employees working together to attain the same goals and objectives. Self-directed work groups and problem-solving teams are two examples of teamwork (Hutchinson, 2013). Teamwork practices are vital for workplace democracy, change management, innovation and creativity enhancement, and effective decision making, and there is a link between teamwork practices and employee performance (Kelemba, et al., 2017). 
2.7.2 Job Security and Organization Performance
Job security has become a must-have for both employees and employers, owing to economic considerations (Adebayo and Lucky, 2012). According to this viewpoint, job security has emerged as the most important factor affecting an employee's decision to join or leave a company (Samson, et al., 2012).  According to James (2012), job security has a major impact on both the team's and the organization's overall performance. 
2.7.3 Compensation Management Practices and Organization Performance

Compensation management is an important aspect of human resource management since it aids in employee motivation and organizational effectiveness (Naukrihub 2009). Rather than an absolute assessment of firm success, compensation management should be based on performance assessed relative to the performance of all firms or firms in the same industry (Baloch, et al., 2010). Payments based on performance have a positive correlation with performance increases. 

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Overview

This chapter covered the methodology and techniques underlying this particular study. Specifically, it consisted of research design, area of the study, and unit of analysis, target population, determination of sample size and sampling techniques as well as data collection methods and analysis techniques. 
3.2 Research Paradigm

A research paradigm is a way of examining social phenomena from which particular understands of these phenomena can be gained and explanations attempted (Saunders, 2019). Researcher will adopt positivism philosophy because researcher undertake in a value-free way so as to be independent of the data and maintain an objective stance when studying the influence of human resource management practice on organization performance as well as the study will adopt quantitative approach.

3.3 Research Design 

This study applied only quantitative approach as research design since there will be hypotheses to be tested that will be formulated based on the empirical findings of previous studies and theories. According to Creswell et al., (2018) the research design refers to the overall strategy that you choose to integrate the different components of the study in a coherent and logical way, thereby, ensuring study effectively addressed the research problem; it constitutes the blueprint for the collection of data. 
3.4 Area of the Study

The study was conducted at Musoma district council, whereby the data were collected from Musoma district council. The study was carried out at these areas because of the familiarity and financial convenience, and the possibility of collection of data is more accessible.
3.5 Unit of Analysis
The unit of analysis of this study was employees at Musoma district council because are familiar ones and involve in day to day activities in Musoma district council. According to Kothari and Gauvay (2019), the object on which generalizations are based is the unit of study, which can be an entity, an agency, a community, or a geographical region.
3.6 Data Collection Methods 

Due to the nature of this study, both primary and secondary data is required. So, this study used questionnaire to collect primary data direct from the staff and secondary source to collect secondary data from journal, articles, books, and internet. In data collection best approach to select depends on the type of data a researcher wants to collect (Ghauri, 2005).
3.6.1 Questionnaires

The questionnaire was applied because the researcher was able to establish a relationship with the respondents and, thus anything that is possible which might seem to be ambiguous to the respondents. A questionnaire is among the techniques of data collection in which each respondent asked to respond to the same set of questions in a pre-determined order (Saunders, 2003).
3.6.2 Secondary Source

The secondary source was applied such as journal, articles, books, other researches and internet relating to teamwork practices, job security, compensation practice and hiring practice on organization performance to validate the information was obtained from other sources. 
3.7 Population of the Study
The population of this study was 250. Population is larger group from which a sample is being drawn (Kothari and Gauvay, 2019).  Due to the difficult of the researcher to cover the whole population, the researcher selected target population of 150 employees from Administration and Human Resources, Education, Health, Community Development, Finance and Business, and Internal Audit at Musoma District because they were the familiar ones and involve in day to day activities in Musoma district council. 
3.8 Sample and Sample Size

3.8.1 Sample

Sample refers to few selected items that are representative of the total population; the respondent selected should be as possible representative of the total population in order to produce a miniature cross section (Kothari, 2011). Participants were selected at a confidence level of 95% or 5% margin of error.

The sample size 
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Whereby   n =is sample size N= is a targeted population which is 150

e= is standard error which is constant of 0.05

n = 150/1 + 150(0.05) 2 

n = 109 Musoma District staff.
3.8.2 Sample Size

Sample size is specific number of items to be selected from total population to represent the population of the given area (Kothari and Gauvay, 2019). The study’s sample size was 109 Musoma District Council respondents from the department listed in Table 3.1: 
Table 3.1: Sample Size 

	Department
	Target population
	Sample
	Percentage

	Administration and Human resource
	50
	36
	24%

	Education
	55
	40
	26.67%

	Health
	30
	22
	14.67%

	Community Development
	5
	4
	2.67%

	Finance and Business
	8
	6
	4%

	Internal Audit
	2
	1
	0.67%

	Total
	150
	109
	72.67%


Sources: Researcher (2022).
3.9 Sampling Procedures

This study used a non-probability sampling techniques whereby judgmental sampling technique because it takes minimum time to execute that researcher expertise was relevant and due to which selecting a sample becomes extremely convenient there are no other barriers involved, also in this method enables researcher to approach their target audience directly from their selection and deliver desired results as well as nearly real-time results. Judgmental sampling is the decision with regard to which element or item should be included or excluded in the sample rests on the researcher’s judgment and intuition. The researcher chooses only those elements which he believes was able to deliver the required data (Adam & Kamzora, 2008).
3.10 Reliability and Validity

3.10.1 Reliability of Data

All the data were collected by the researcher was cross-checked to ensure that instruments were used can measure what were expected to be measured, and obtained from the reliable sources. Cronbach's alpha for reliability was used to test and ensure the reliability of the study. Reliability in this study refers to the consistency of a measurement instrument, concerned with stability of the scores obtained from a measure over certain periods of time and across different settings (George & Mallery, 2003). 
3.10.2 Data Validity 

Validity is accuracy and meaningfulness of inferences, which are based on the research results. It is the degree to which results obtained from the analysis of the data actually represent the phenomena under study (Mugenda and Mugenda, 2003). Comments and guidance provided by the research supervisors and other experts in the field of human resource were of great and valuable inputs in validating the research instruments.
3.11 Data Analysis
Only quantitative data analysis method was used by the researcher. Data analysis, according to Kothari (2009), is the method of reviewing, cleaning, transforming, and modeling data in order to highlight valuable facts, recommend, and help decision-making. In terms of quantitative analysis, the researcher will use the Statistical Package for Social Science (SPSS) to analyze data from questionnaires using descriptive statistics, such as frequency and percentage, means and standard deviation on the demographic component and basic objectives, factor analysis, and Regression analysis. All objectives were subjected to qualitative analysis in order to triangulate information related to research hypothesis. The model for the multiple linear regressions formulated as follow: 

Y = α +β1X1 + β2X2 + β3X3 + ε

Whereby;

Y = is the dependent variable (organization performance); 

α = Constant of regression which is the value of the dependent variable when the independent variable is 0.

β1 - β3 = Coefficients of the Model, X1= Teamwork practice, X2= Job security practice X3= Compensation practice, ε = Error Term
3.12 Ethic Consideration

The ethical considerations in this research were addressed by adhering to the Code of Ethics for Research as is provided by Open University. In addition, the following was implemented: The researcher firstly obtained a letter from Open University for introduction to the management of Musoma district council before the commencement of the study. Permission to conduct the research was requested from Musoma District Officials and their permission to distribute questionnaires to employees within Musoma District. Informed consent was obtained from all the participants prior to administering the questionnaires. 

CHAPTER FOUR
 FINDINGS AND DISCUSSION 
4.1 Introduction 
This chapter is hereby to present, analyze and discuss the study findings with respect to the data collected. Data analysis brings order, structure and meaning to the collected data. The main aim of data analysis is to answer study objectives and help to determine the relationship among study variables. Analysis in this study is based on specific objectives of the study and it used both descriptive, factor analysis and inferential analysis, while discussion of the finding was based main objective of this study which was to assess the influence of human resources management practices on organization performance specifically on the influence of teamwork practices on organization performance, the influence of job security on organization performance and the influence of compensation management practices on organization performance.

4.2 Response Rate
The study distributed 109 questionnaires to respondents, but only 104 questionnaires were returned fully which equivalent to response rate of 95.4% of the all distributed questionnaires which is capable for statistical analysis. According to Kothari (2016), a response rate of more than 70% is considered to be excellent response rate. This response rate of 95.4% was considered good to provide information for analysis and develop conclusion for this study.
4.3 Preliminary Data Analysis
This part presents the general characteristics of the respondents who involved in the data collection. Characteristics of the respondents were important to be assessed because they consider essential features in relation to influence of human resource management practices on organization performance. Descriptive statistics analysis was applied to compute frequencies and percentage for the characteristics of the respondents. The characteristics of the respondents were determined and analyzed in this study include: Sex, high level of education, and working experience.
In the analysis, Gender of respondents from the table 4.1, it appears that majority of the staffs under this study are male with the 76.9% and the remaining 23.1% are female. This implies that the findings presented and discussed in this study came mainly from male respondents, but also considered gender equality in the data collection. The researcher also was interested to find out the level of education of the respondents involved in the study. The education level identified involves Certificate, Diploma, Bachelor’s degree, Master’s degree and Doctorate (PhD). Table 4.1 shows that 8.7% of the respondents are certificate holder, 13.5% of the respondents are diploma holder, 45.2% of the respondents are bachelor’s degree holder, and 32.7% of the respondents are Master’s holder. 
Level of education for this study was essential to determine familiarity, knowledge and understanding of the study. The findings depicts that majority of the respondents 77.9% were first degree and master’s degree holders which imply that the respondents had the necessary knowledge to understand and respond the questionnaire on influence of human resource management practices on organization performance. The study aimed to determine the respondents’ working experience in the respective organization as well. It was done by questioning the number of years the respondents have been working in the organization. Table 4.4 shows that 13.5% of the respondents had 1-3 years of working experience, 17.3% had 4-6 years of working experience, 34.6% had 7-10 years of working experience, and 34.6% had 11 and above years of working experience.
Table 4.1 Preliminary Data Analysis
	
	Gender
	Frequency
	Percent

	
	Male
	80
	76.9

	
	Female
	24
	23.1

	
	Total
	104
	100.0

	
	Education level
	Frequency
	Percent

	
	Certificate
	9
	8.7

	
	Ordinary Diploma
	14
	13.5

	
	Bachelor's Degree
	47
	45.2

	
	Masters Degree
	34
	32.7

	
	Total
	104
	100.0

	
	Working Experience
	Frequency
	Percent

	
	1-3 years
	14
	13.5

	
	4-6 years
	18
	17.3

	
	7-10 years
	36
	34.6

	
	11 and above
	36
	34.6

	
	Total
	104
	100.0


Source: Field Data (2022).
4.4 Detailed Data Analysis
The main focus of this study was to assess the influence of human resource management practices on organization performance. To cover the main focus of this study, the study addressed the several questions in questionnaire which were measured by Likert-scale 1-5, which is strongly disagree to strongly agree to obtain the responses on this objective. Descriptive statistics was performed for the indicators that were used to assess the influence of human resource management practices on organization performance based on the three independent variables on the specific objectives include teamwork practices, job security practices, and compensation practices. 
Moreover, Factor Analysis was applied on a variety of grounds to compute the highest loaded factor scores were transformed to be used as independent variables in the further analysis (Inferential statistics). First, an assessment of the internal reliability of the measuring instrument used in this analysis was carried out by KMO and Bartlett’s Test on each attributes. Second, it was used to reduce the number of variables by generating new composite variables for each factor (summated scale). Such considerations, the highest loaded factor scores were transformed to be used as independent variables in the further analysis (Inferential statistics-Multiple regression analysis).
4.4.1 Influence of Teamwork practices on Organization performance
The first objective of the study was to examine the influence of teamwork practice on organization performance. Findings indicated that teamwork practice was highly used in organization performance with almost similar mean score of above 3.50. The finding depicted that most of respondents agreed that teamwork practice increase customer focus rank the first with (Mean =4.05, Std. dev =0.969) followed by respondents opined that teamwork practice ensure effective decision making with (Mean =3.93, Std. dev 1.143). 
Another respondents agreed that teamwork enhance workplace democracy, change management, innovation and creativity with (Mean =3.91, Std.dev =0.191), then most respondents said that teamwork helps employees to work efficiently by encouraging collaboration, improving employee relations, increasing accountability with (Mean =3.84, Std.dev =0.814), then another respondents agreed that teamwork practice act as a source of learning opportunities with (Mean =3.82, Std.dev =0.879), most respondents said that teamwork practice ensure customer satisfaction and organization performance with (Mean =3.69, Std.dev =0.925), lastly,  most respondents said that teamwork practices entail a group of employees to achieve the same goals and objectives with (Mean =3.63, Std.dev =0.935).  
Table 4.2: Descriptive Statistics for Teamwork
	Responses
	N
	Mean
	Std. Deviation

	Teamwork practice increase customer focus
	104
	4.05
	.969

	Teamwork practice ensure effective decision making
	104
	3.93
	1.143

	Teamwork enhance workplace democracy, change management, innovation and creativity
	104
	3.91
	1.191

	Teamwork helps employees to work efficiently by encouraging collaboration, improving employee relations, increasing accountability
	104
	3.84
	.814

	Teamwork practice act as a source of learning opportunities
	104
	3.82
	.879

	Teamwork practice ensure customer satisfaction and organization performance 
	104
	3.69
	.925

	Teamwork practices entail a group of employees to achieve the same goals and objectives
	104
	3.63
	.935

	Valid N (listwise)
	104
	
	


Source: Field Data (2022).
As presented in Table 4.2, seven items were used to collect information about influence of teamwork practices on organization performance (see the questionnaire in Appendix 1). Table 4.3-4.4 displays the KMO and Bartlett’s Test, and Rotated components matrix for the seven attributes used to measure the influence of teamwork practices on organization performance (the elements correspond to the number of questions in the questionnaire). 
Table 4.3: KMO and Bartlett’s Test 
	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.766

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	469.498

	
	Df
	21

	
	Sig.
	.000


Source: Field Data (2022).
The KMO used to measure the sampling adequacy based on condition of 0.5 and above, while the Bartlett’s test used to measure the significance of the variables of the condition of 0.05 and less. The presented findings in Table 4.3 indicate that Kaiser-Meyer-Olkin Measure of sampling adequacy is 0.766, and Bartlett’s Test of Sphericity is significant 0.000. This implies that the instrument (factor analysis) is met the assumption for this analysis. To load the variables, principle component factor analysis (FA) was used, and both independent and dependent variable items were fed into this analysis to determine the variables that would be used in the further analysis. 
A minimal Eigen value of one (1) was employed as a selection criterion to determine the number of elements to be retained. Furthermore, only items scoring 0.60 and above in the factor and having a low score in other factors would be considered for interpretation. This rule of thumb was applied for all the factor analyses performed in this study. According to Kothari (2011), a factor analysis is performed when there is a systematic link between a collection of variations noticed and the researcher wants to learn more about what is shaping this situation. Total scores for the seven sub-variables were extracted for the above teamwork practices, and those were utilized to calculate the total scores of those that were afterwards used for inferential analysis. Table 4.4 summarizes the results of the factors scores for the teamwork practices.
In Table 4.4, the findings indicate the factors scores for teamwork practices on each sub-variable involved in this objective study. The presented findings reveal that all seven indicators had the highest loading in factor analysis and were appropriate for further analysis, which were transformed and involved in the multiple linear regressions for testing the relationship for this variable because its factor scores are more than 0.6. 
Table 4.4 Factor Scores for Teamwork Practices
	Responses 
	Factor scores
	Status

	Teamwork practice ensure customer satisfaction and organization performance 
	.865
	Included

	Teamwork practice act as a source of learning opportunities
	.820
	Included

	Teamwork helps employees to work efficiently by encouraging collaboration, improving employee relations, increasing accountability
	.788
	Included

	Teamwork practice ensure effective decision making
	.699
	Included

	Teamwork enhance workplace democracy, change management, innovation and creativity
	.668
	Included

	Teamwork practices entail a group of employees to achieve the same goals and objectives
	.651
	Included

	Teamwork practice increase customer focus
	.631
	Included


Source: Field Data (2022).
4.4.2 Influence of Job Security Practices on Organization Performance
The second objective of the study was to examine the influence of job security practice on organization performance. Findings indicated that job security practice was highly used in organization performance with almost similar mean score of above 3.50. The finding depicted that job security seen as the employees free from the fear of being dismissed from his/her present employment rank the first with (Mean =4.12, Std. dev =0.036) followed by respondents opined that job security help employee to balance work and their personal lives and reduce their level of stress with (Mean =4.05, Std. dev 0.969), then another respondents agreed that job security influencing an employee’s decision on whether to join an organization with (Mean =3.96, Std.dev =1.033), then most respondents said that job security is as important as the employees’ salary and healthcare with (Mean =3.93, Std.dev =1.143), then another respondents agreed that employees perform better when they are assured of their jobs with (Mean =3.91, Std.dev =1.191), most respondents said that jobs which are not backed by indefinite contract cannot  guaranteed employee performance with (Mean =3.91, Std.dev =1.080), lastly,  most respondents said that low job security cause employee to lose faith in their future which consequently affect performance with (Mean =3.82, Std.dev =0.879).  
Table 4.5 Descriptive Statistics for Job Security Practice
	Responses
	N
	Mean
	Std. Deviation

	Job security seen as the employees free from the fear of being dismissed from his/her present employment 
	104
	4.12
	1.036

	Job security help employee to balance work and their personal lives and reduce their level of stress
	104
	4.05
	.969

	Job security influencing an employee’s decision on whether to join an organization
	104
	3.96
	1.033

	Job security is as important as the employees’ salary and healthcare
	104
	3.93
	1.143

	Employees perform better when they are assured of their jobs
	104
	3.91
	1.191

	Jobs which are not backed by indefinite contract cannot  guaranteed employee performance
	104
	3.91
	1.080

	Low job security cause employee to lose faith in their future which consequently affect performance
	104
	3.82
	.879

	Valid N (listwise)
	104
	
	


Source: Field Data (2022)
As presented in Table 4.5, seven items were used to collect information about influence of job security practices on organization performance (see the questionnaire in Appendix 1). Table 4.6-4.7 displays the KMO and Bartlett’s Test, and Rotated components matrix for the seven attributes used to measure the influence of job security practices on organization performance (the elements correspond to the number of questions in the questionnaire). 
Table 4.6 KMO and Bartlett’s Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.837

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	408.592

	
	Df
	21

	
	Sig.
	.000


Source: Field Data (2022).
The KMO used to measure the sampling adequacy based on condition of 0.5 and above, while the Bartlett’s test used to measure the significance of the variables of the condition of 0.05 and less. The presented findings in Table 4.6 indicate that Kaiser-Meyer-Olkin Measure of sampling adequacy is 0.837, and Bartlett’s Test of Sphericity is significant 0.000. This implies that the instrument (factor analysis) is met the assumption for this analysis. To load the variables, principle component factor analysis (FA) was used, and both independent and dependent variable items were fed into this analysis to determine the variables that would be used in the further analysis. A minimal Eigen value of one (1) was employed as a selection criterion to determine the number of elements to be retained. 
Furthermore, only items scoring 0.60 and above in the factor and having a low score in other factors would be considered for interpretation. This rule of thumb was applied for all the factor analysis performed in this study. According to Kothari (2011), a factor analysis is performed when there is a systematic link between a collection of variations noticed and the researcher wants to learn more about what is shaping this situation. Total scores for the seven sub-variables were extracted for the above job security practices, and those were utilized to calculate the total scores of those that were afterwards used for inferential analysis. Table 4.7 summarizes the results of the factors scores for the job security practices.
Table 4.7 Factors Scores for Job Security Practices
	Responses
	Factors scores
	Status

	Job security is as important as the employees’ salary and healthcare
	.847
	Included

	Job security help employee to balance work and their personal lives and reduce their level of stress
	.843
	Included

	Jobs which are not backed by indefinite contract cannot  guaranteed employee performance
	.831
	Included

	Employees perform better when they are assured of their jobs
	.821
	Included

	Job security influencing an employee’s decision on whether to join an organization
	.754
	Included

	Job security seen as the employees free from the fear of being dismissed from his/her present employment 
	.743
	Included

	Low  job security cause employee to lose faith in their future which consequently affect performance
	.513
	Ignored


Source: Field Data (2022).
In Table 4.7, the findings indicate the factors scores for job security practices on each sub-variable involved in this objective study. The presented findings reveal that all six indicators had the highest loading in factor analysis and were appropriate for further analysis, which were transformed and involved in the multiple linear regressions for testing the relationship for this variable because its factor scores are more than 0.6. But, only one indicator “Low job security cause employee to lose faith in their future which consequently affects performance” was not included in the inferential statistics because its factor score is less than 0.6.
4.4.3 Influence of Compensation Practices on Organization Performance 
The third objective of the study was to examine the influence of compensation practice on organization performance. Findings indicated that job security practice was highly used in organization performance with almost similar mean score of above 3.50. The finding depicted that employees in the organization exhibit greater desire for promotion as a form of compensation rank the first with (Mean =4.13, Std. dev =1.053) followed by respondents opined that employee contribution and efforts is valued and given importance which is replicated in attractive compensation packages with (Mean =4.13, Std. dev 1.034). 
Table 4.8: Descriptive Statistics for Compensation Practices
	Responses
	N
	Mean
	Std. Deviation

	Employees in the organization exhibit greater desire for promotion as a form of compensation
	104
	4.13
	1.053

	Employee contribution and efforts is valued and given importance which is replicated in attractive compensation packages
	104
	4.13
	1.034

	Compensation management is based on performance measured relative to the performance of the organization
	104
	4.12
	1.036

	The more the employees perceive fairness in their compensation the more they perform thus improving organization performance
	104
	4.12
	1.036

	Employee compensation is commensurate to their services and the efforts they exert in their work
	104
	4.07
	.851

	Compensation practices influence the motivation level of employees
	104
	4.07
	.851

	Performance based compensation have led to the enhancement of employee commitment to the organization
	104
	4.02
	1.014

	Valid N (listwise)
	104
	
	


Source: Field Data (2022).
Another respondents agreed that compensation management is based on performance measured relative to the performance of the organization with (Mean =4.12, Std.dev =1.036), then most respondents said that the more the employees perceive fairness in their compensation the more they perform thus improving organization performance with (Mean =4.12, Std.dev =1.036), then another respondents agreed that employee compensation is commensurate to their services and the efforts they exert in their work with (Mean =4.07, Std.dev =0.851), most respondents said that compensation practices influence the motivation level of employees with (Mean =4.07, Std.dev =0.851), lastly,  most respondents said that performance based compensation have led to the enhancement of employee commitment to the organization with (Mean =4.02, Std.dev =1.014).  
As presented in Table 4.8, seven items were used to collect information about influence of compensation practices on organization performance (see the questionnaire in Appendix 1). Table 4.9-4.10 displays the KMO and Bartlett’s Test, and Rotated components matrix for the seven attributes used to measure the influence of compensation practices on organization performance (the elements correspond to the number of questions in the questionnaire). 
Table 4.9 KMO and Bartlett’s Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.825

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	408.592

	
	Df
	21

	
	Sig.
	.000


Source: Field Data (2022).
The KMO used to measure the sampling adequacy based on condition of 0.5 and above, while the Bartlett’s test used to measure the significance of the variables of the condition of 0.05 and less. The presented findings in Table 4.9 indicate that Kaiser-Meyer-Olkin Measure of sampling adequacy is 0.825, and Bartlett’s Test of Sphericity is significant 0.000. This implies that the instrument (factor analysis) is met the assumption for this analysis.
To load the variables, principle component factor analysis (FA) was used, and both independent and dependent variable items were fed into this analysis to determine the variables that would be used in the further analysis. A minimal Eigen value of one (1) was employed as a selection criterion to determine the number of elements to be retained. Furthermore, only items scoring 0.60 and above in the factor and having a low score in other factors would be considered for interpretation. This rule of thumb was applied for all the factor analysis performed in this study.
Table 4.10 Factor Scores for Compensation Practices
	Responses
	Factor scores
	Status

	The more the employees perceive fairness in their compensation the more they perform thus improving organization performance
	.936
	Included

	Compensation management is based on performance measured relative to the performance of the organization
	.936
	Included

	Employees in the organization exhibit greater desire for promotion as a form of compensation
	.932
	Included

	Performance based compensation have led to the enhancement of employee commitment to the organization
	.892
	Included

	Employee contribution and efforts is valued and given importance which is replicated in attractive compensation packages
	.879
	Included

	Compensation practices influence the motivation level of employees
	.795
	Included

	Employee compensation is commensurate to their services and the efforts they exert in their work
	.795
	Included


Source: Field Data (2022).
According to Kothari (2011), a factor analysis is performed when there is a systematic link between a collection of variations noticed and the researcher wants to learn more about what is shaping this situation. Total scores for the seven sub-variables were extracted for the above compensation practices, and those were utilized to calculate the total scores of those that were afterwards used for inferential analysis. Table 4.10 summarizes the results of the factors scores for the compensation practices. 
In Table 4.10, the findings indicate the factors scores for compensation practices on each sub-variable involved in this objective study. The presented findings reveal that all seven indicators had the highest loading in factor analysis and were appropriate for further analysis, which were transformed and involved in the multiple linear regressions for testing the relationship for this variable because its factor scores are more than 0.6. 
4.5 Variables Transformations
After factor analysis was performed, the variables had to be transformed accordingly by grouping them. The grouping process meant that all measurements which did not load adequately in to their assumed constructs had to be removed. The grouping process was performed in SPSS version 22 to compute variables by adding the scores of each case’s score of the variable to get a construct representative score which was involved in inferential statistics to test the relationship. The entire process is demonstrated in the Table 4.11.
Table 4.11: Variable Transformation
	Variable name
	Variable codes
	Computations

	Team Practice
	V201
	V201+V202+V203+V204+V205+V206+V207

	
	V202
	

	
	V203
	

	
	V204
	

	
	V205
	

	
	V206
	

	
	V207
	

	Job security
	V301
	V301+V302+V303 +V305+V306+V307

	
	V302
	

	
	V303
	

	
	V304
	

	
	V305
	

	
	V306
	

	
	V307
	

	Compensations
	V401
	V401+V402+V403+V404+V405+V406+V407

	
	V402
	

	
	V403
	

	
	V404
	

	
	V405
	

	
	V406
	

	
	V407
	

	Organization Performance
	V501
	V501+V502+V503+V504+V505+V506

	
	V502
	

	
	V503
	

	
	V504
	

	
	V505
	

	
	V506
	


Source: Field Data (2022).
4.6 Inferential Statistics
This part was carried out in order to establish the conclusions which extend beyond the immediate findings of the descriptive statistics and factors analysis presented. The general objective of this study was to assess the influence of human resources management practice on organization performance. The assessment of three independent variables (teamwork practices, job security practices, and compensation practices) on organization performance was done by using a scale of 1-5 points. In addition, each of the three predictors (independent variables) had various attributes or sub variables. 
The regression analysis was conducted to determine the statistical relationship between the predictors and the dependent variable. Since there were three independent variables and for each of the various indicators, a factor analysis was used to compute highest loaded factors for the multiple linear regression. The method used in this analysis to perform inferential statistics included multiple linear regressions to test hypothesis in relation to the specific objectives. 
4.6.1 Assumptions of Multiple Regression Analysis
Multiple linear regression analysis was carried out for the study variables to determine the relationships between the independent variable of the study (teamwork practices, job security practices, and compensation practices) and the dependent variable (organization performance). Nevertheless, before running multiple regression models, it was important to test sensitive and fundamental assumptions of multiple regression models. According to Pallant (2006), there are three assumptions of multiple regression analysis. These include normality, outlier, and multicolinearity. 
4.6.1.1 Normality and Outlier
The study applied analysis of skewness and kurtosis values to assess data normality and the presence of outliers as one of the assumption of multiple regression, where the skewness and kurtosis values not greater than 3 and 10 respectively presented in table 4.12 as suggested by Kline (2015) indicate the absence of outlier problem. The normality tests were performed on three independent variables, which were teamwork practices, job security, and compensation practices, and organization performance as dependent variable. 
The outcome of the findings indicated that teamwork practices had negative skewness with a value of -1.535 and positive kurtosis 2.161, job security practices had negative skewness with a value of -1.732 and positive kurtosis 2.401, and compensation practices had negative skewness with a value of -2.196 and positive kurtosis 4.228, while organization performance had negative skewness with a value of -0.348 and negative kurtosis -0.244. The presented findings narrate that all variables were normally distributed; therefore, it was safe to assume that this assumption was met. See Table 4.12.
Table 4.12: Normality and Outliers
	
	N
	Skewness
	Kurtosis

	
	Statistic
	Statistic
	Std. Error
	Statistic
	Std. Error

	Teamwork practice
	104
	-1.535
	.237
	2.161
	.469

	Job security practice
	104
	-1.732
	.237
	2.401
	.469

	Compensation practice
	104
	-2.196
	.237
	4.228
	.469

	Organization performance
	104
	-.348
	.237
	-.244
	.469


Source: Field Data (2022).
4.6.1.2 Multicollinearity 
Table 4.13: Multicollinearity

	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	Teamwork practice
	.295
	3.395

	
	Job security practice
	.388
	5.312

	
	Compensation practice
	.372
	2.688

	a. Dependent Variable: Organization performance


Source: Field Data (2022).
According to Bryman and Bell (2007), multicollinearity test aims to ensure that the independent variables are weakly related to each other (r < 0.90).  This study used VIF and tolerance factors to test the problem of multicollinearity. According to Pallant (2006), the acceptable range not to violate the assumption of multicollinearity is that the VIF must be less than 10(<10) and greater than 0.2(>0.2) for Tolerance measure. See Table 4.13. The presented findings on table 4.13, it clearly shows that all variables had tolerance value greater than 0.2 and VIF value less than 10 which mean there is no multicollinearity problem for both variables; therefore, it was safe to assume that this assumption was met.
4.6.2 Multiple Regression Analysis
Multiple regression analysis under this study aimed at showing the stimulus of each study predictor on dependent variable. Regression can only interpret what exists physically i.e. there must be a physical way in which independent variable X can affect dependent variable Y. 
4.6.2.1 Model Summary
Table 4.14 presents the model summary which demonstrates the relationship between independent variables and the dependent variables. 
Table 4.14: 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
	.873a
	.728
	.608
	3.37139
	.728
	16.269
	3
	100
	.000

	a. Predictors: (Constant), compensation practice, Teamwork practice, and Job security practice

	b. Dependent Variable: Organization performance
	


Source: Field Data (2022).
R is the correlation coefficient which explain the relationship between the study variables, findings of this study from table 4.14 shows that, R value is 0.873 equivalents to 87.3% which implies that there was a strong relationship between the studied variables. From table 4.14 shows that R square is 0.728 equivalents to 72.8% which is to say that the three independent variables explain 72.8% of the variation in organization performance. The unexplained 27.2% variance is a result of other variables not in the model. Adjusted R square is 0.608 equivalents to 60.8%. This implies that change in organization performance was influenced by change in compensation practice, teamwork practices, and job security practice. 
4.6.2.2 Analysis of Variance (ANOVA)
From the table 4.15, it shows that the model has less than 5% level of significance, the numerator df= 3 and denominator df= 100, it indicates that the computed F value was 16.269. Therefore, the regression model is statistically significant. This implies that it is an appropriate prediction model for determining the influence of human resource management practice on organization performance. This is supported by the finding of the study  which shows the P-value of 0% (0.000) which is less than 5% (0.05).
Table 4.15: Analysis of Variance
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	554.747
	3
	184.916
	16.269
	.000a

	
	Residual
	1136.628
	100
	11.366
	
	

	
	Total
	1691.375
	103
	
	
	

	a. Predictors: (Constant), Compensation practice, Teamwork practice, Job security practice

	b. Dependent Variable: Organization performance


Source: Field Data (2022).
4.6.2.3 Regression Coefficients
The study aimed at comparing the contribution of each independent variable from table 4.16 shows that the largest B coefficient value is 0.309 equivalents to 30.9% which is compensation practices. This implies that compensation practice makes the strongest significant unique influence in explaining the dependent variable which is organization performance and its relationship is statistically significant since P-values is below 5% (0.05) which is 0.001. This is followed by job security practice which has large B coefficient value of 0.066 equivalents to 6.6%. 
Table 4.16: Regression Coefficients
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	
	

	
	B
	Std. Error
	Beta
	T
	Sig.

	1
	(Constant)
	10.264
	1.962
	
	5.232
	.000

	
	Teamwork practice
	.043
	.125
	.053
	.348
	.728

	
	Job security practice
	.066
	.146
	.086
	.455
	.650

	
	Compensations practice
	.309
	.089
	.464
	3.454
	.001

	a. Dependent Variable: Organization performance


Source: Field Data (2022).
This implies that job security practice makes the unique positive influence in explaining the dependent variable which is organization performance, but its relationship is not statistically significant since P-values were above 5% (0.05) which is 0.650. Furthermore, regression analysis depicts that other independent variable (teamwork practice) has positive influence in explaining the dependent variable which is organization performance, but its relationship also was not statistically significant since P-values are above 0.05 that is: teamwork practice (B value= 0.043, P-value=0.728).

A simple regression model was used in determining the level of influence the independent variable have on dependent variable as shown below:-

Y= β0+ β1X1+β2X2+ β1X3 + ε

Y= 10.264+ 0.043X1+0.066X2+ 0.309X3+ ε
Teamwork practice was found to have a positive influence on organization performance in Tanzania (X1= 0.043, P=0.728>0.05). This shows that one-unit change in teamwork practice results in 0.043 unit increase in organization performance, other factors held constant. Job security practice was found to have a positive influence on organization performance in Tanzania (X2= 0.066, P=0.650>0.05). This shows that one-unit change in job security practice results in 0.066 unit increase in organization performance, other factors held constant. Compensation practice was found to have a positive influence on organization performance in Tanzania (X3= 0.309, P=0.001<0.05). This shows that one-unit change in compensation practice results in 0.309 unit increase in organization performance, other factors held constant.
4.7 Summary of Hypothesis Testing
The aim of the study was to determine the influence of human resource management practice on organization performance in Tanzania The study was driven by three hypotheses that were tested on statistical tests to assess the validity of the research objective to accept or reject an argument in order to achieve the overall objective. The findings show that all three alternative hypotheses were accepted. In regression model, compensation practice were found to have positive and significant influence on organization performance with (B-value= 0.309, P=0.001<0.05). Moreover, teamwork practice, and job security practice were found to have positive influence on organization performance with (B-value= 0.043, P=0.728>0.05), and (B-value= 0.066, P=0.650>0.05) respectively, but its relationship are not significant. See Table 4.17 summary of hypothesis. 
Table 4.17: Summary of Hypothesis Testing

	Hypothesis
	Model
	Coefficient P-Value
	Conclusion

	H1There is positive relationship between teamwork practice and organization performance
	Multiple Regression model
	P=0.728>0.05
	AcceptedH1

	H1There is positive relationship between job security practice and organization performance
	Multiple Regression model
	P=0.650>0.05
	AcceptedH1

	H1There is positive significant relationship between compensation practice and organization performance
	Multiple Regression model
	P=0.001<0.05
	AcceptedH1


Source: Field Data (2022)

4.8 Discussion of the Findings
In this part, findings from the study were discussed. The main objective of this study was to assess the influence of human resources management practices on organization performance and specific objectives of the study were;

i. To assess the influence of teamwork practices on organization performance

ii. To determine the influence of job security on organization performance

iii. To find out the influence of compensation management practices on organization performance
4.8.1 Influence of Teamwork Practices on Organization Performance
The intention of the researcher wanted to assess the influence of teamwork practices on organization performance. The researcher confirmed that teamwork practice is influence on organization performance in Tanzania as regression analyses depicts that teamwork practice makes positive influence in explaining the dependent variable which is organization performance, but its relationship also was not statistically significant since P-values are above 0.05 that is (B value= 0.043, P-value=0.728). 
Also show that one-unit change in teamwork practice results in 0.043 unit increase in organization performance, other factors held constant. This implies that teamwork practices entail a group of employees who work together to achieve the same goals and objectives for purposes of achieving organizational goals such as customer satisfaction and firms’ effectiveness. Teamwork comes in various formats such as self-directed work groups and problem solving teams (Hutchinson, 2013).  This is in line with the findings of Kelemba, et al., (2017), asserted that teamwork is very important as it helps employees to work efficiently by encouraging collaboration, improving employee relations, increasing accountability, and as a source of learning opportunities. 
Agwu (2014) concluded that teamwork is positively related with employee performance in the Bonny Nigeria Liquefied Natural Gas Plant. Ghorbanhosseini (2013) concluded that there is a positive relationship between team working and organizational commitment via human capital. Also, Menon (2012) suggested that teamwork arrangements in organizations can increase customer focus which can be achieved by having teams for internal coordination, cross-functional teams and teams for external coordination. 
Addition descriptive statistics analysis was conducted and it was found that most of respondents agreed that teamwork practice increase customer focus. This implies that teamwork is critical because it brings people from diverse walks and degrees of expertise together and share knowledge, which in turn can help the team come up with better or faster solutions to all people queries. Unhappy consumers and poor experiences will result from a staff plagued by discontent and negativity, lowering the overall performance of the company and decreasing customer retention. This supported with Hussein (2019) asserted that people are happier when they receive more effective solutions as a result. Addition respondents agreed that teamwork practice ensure effective decision making. This implies that employee will be more committed to the organization as a result of team work and decentralization of decision making, with active participation, employees will feel like a part of the organization and this will have a positive impact on the organizational performance. 
This supported with Agniva, (2018) teamwork practice play important role in terms of allowing organization to take competitive advantage and ensure bringing work performance and organizational performance closer, and using employee network procedure of high level management practices. In addition, the findings are consistent with findings by Kelemba, et al., (2017) asserted that in order to achieve organizational goals such as customer happiness and company effectiveness, teamwork practices require a group of employees working together to attain the same goals and objectives.
Also the respondents agreed that teamwork helps employees to work efficiently by encouraging collaboration, improving employee relations, increasing accountability. This help to builds self confidence in the employees and enables them to achieve the required level of performance which is part of the sum of organization performance. This finding are consistent with the findings by Nurun, et al., (2016) suggested that teamwork arrangements in organizations can increase customer focus which can be achieved by having teams for internal coordination, cross-functional teams and teams for external coordination.
Further the most respondents said that teamwork practices entail a group of employees to achieve the same goals and objectives. This implies that team work will always be aligned to the company’s goals and will prioritize the goals over personal agendas. Since they also have mutual trust and strong communication, they are more likely to be focused on customer service than anything else. These findings are consistent with finding by Adeyemi, et al., (2015), asserted that all team members are aligned to a common goal or vision.
4.8.2 Influence of Job security on Organization Performance

The intention of the researcher wanted to assess the influence of job security on organization performance. The researcher confirmed that job security practice is influence on organization performance in Tanzania as regression analyses depicts that job security practice makes the unique positive influence in explaining the dependent variable which is organization performance, but its relationship is not statistically significant since P-values were above 5% (0.05) which is 0.650. Also show that job security practice which has large B coefficient value of 0.066 equivalents to 6.6%. This shows that one-unit change in job security practice results in 0.066 unit increase in organization performance, other factors held constant. 
This implies that job security has become indispensable in employee and organization preference list, particularly due to economic reasons (Adebayo and Lucky, 2012). Thus, it has become one of the most crucial and important factors among the employee preference list as well as the organization (Schappel, 2012). This indicates that job security is as important as the employees’ salary and healthcare (KPMG, 2010). Presently, the most important desire of every employee is to keep their jobs for as long as they wish. In this view, it implies that job security has become the most determinant and key element influencing an employee’s decision on whether to join an organization or not (Samson et al., 2012). 
Also in line with James (2012) job security has a significant effect on the overall performance of the team as well as on the organization's performance. He noted that organizational with workers with low job security cause people to lose faith in their future which consequently affect performance. The more an employee enjoys a high job security the more he is likely to effectively perform his task which is reflected in the overall performance of the organization (Esuh, et al., 2013).
Addition descriptive statistics analysis was conducted and it was found that most of respondents agreed that job security seen as the employees free from the fear of being dismissed from his/her present employment. This implies that it assurance in an employee’s job continuity due to the general economic conditions in the country. It is concerned with the possibility or probability of an individual keeping his/her job (Adebayo and Lucky, 2012). It deals with the chances of employees keeping their jobs in order not be unemployed. This supported with Samson et al., (2012) asserted that job security give assurance from the company or organization that their employees will remain with them for a reasonable period of time without being wrongly dismissed.
Also, respondents agreed that employees perform better when they are assured of their jobs. This is due to the fact that employee's assurance or confidence that they will keep their current job for a longer period as they so wish. Agwu (2014), he noted that organizational with workers with low job security cause people to lose faith in their future which consequently affect performance. He affirmed that the more an employee enjoys a high job security the more he is likely to effectively perform his task which is reflected in the overall performance of the organization. For example, in organizations, tasks are normally broken down into jobs which are assigned to each employee. Each of the jobs performed by the employees is assessed through individual performance. This individual performance is part of the overall organizational performance (Esuh, et al., 2013). The employee’s individual performance through his job is directly linked with the overall performance of the organization. Therefore, it seems their performance is linked to organizational performance, their contributions to will be less and ineffective if they feel low job security in the organization.
Addition respondents said that low job security cause employee to lose faith in their future which consequently affects performance. This implies that when an employee feels threatened by a lack f job security, she/he may stop putting the necessary effort into completing assignments and interacting with colleagues, due to a belief of having no future with the organization. Conversely, a worker with a solid sense of job security plans to work for the company for the foreseeable future, so she/he maintains relationships with colleagues and completes her/his work to stay employed. This finding is consistent with the findings by Esuh, et al., (2013), asserted that a worker with a lack of job security is vulnerable, as his employment future is unknown. Further explain that worker is likely to seek work at a more stable company if he/she feels his/her job is at risk.
4.8.3 Influence of Compensation Management practices on Organization Performance
The intention of the researcher wanted to assess the influence of compensation on organization performance. The researcher confirmed that compensation practice is influence on organization performance in Tanzania as regression analyses depicts that that compensation practice makes the strongest significant unique influence in explaining the dependent variable which is organization performance and its relationship is statistically significant since P-values is below 5% (0.05) which is 0.001. 
Also show that shows that the largest B coefficient value is 0.309 equivalents to 30.9% which is compensation practices. This shows that one-unit change in compensation practice results in 0.309 unit increase in organization performance, other factors held constant. This goes a long way to indicate that employee compensation is very important as far as organizational performance is concerned. This is in line with the findings of Adeyemi et al., (2015) who stated that when employees feel that their efforts are appreciated and the company introduced a system of fair compensation and satisfaction, the company will have optimized motivation and hence increased employee performance. Hussein (2019) further established that extrinsic rewards have a significant effect on organizational performance. Katzenbach, et al., (2015) also established that compensation has a strong positive impact on the performance of university lecturers. They observed that the more the lecturers were compensated fairly, the better they performed.
Addition descriptive statistics analysis was conducted and it was found that most of respondents opined that employee contribution and efforts is valued and given importance which is replicated in attractive compensation packages. This mean that the value employee compensation and benefits packages have increases the performance human resource outcomes normally increases the performance, satisfaction and productivity also stay there and attracting. The perception of employee about the organization benefits policy. Therefore, pay is tied to employee performance good quality and quantity of work done (Baloch, et al., 2010).
Also respondents agreed that compensation management is based on performance measured relative to the performance of the organization. This implies that performance related pay directly impact the workers performance creating the output through pay and workers has more able to give pay structure according to the performance. The role of employee performance linking to bounces to improve the productivity (Mphil, et al., 2014). The relation of pay and performance is dirtily linking worker has a fixed pay in a period of time and give incentive for their good performance give the pay for shorter term incentive give the power job shorter oriented.
Further respondents said that compensation practices influence the motivation level of employees. This implies that compensation can generate as important role for employee performance. A good employee feel that value of the company is working for the also enhance the batter work they are well being. Taken seriousness by their employee and their career self assessment also taking care by their commonalty employee are the big part of organization like engine of the organization which else and fund the reward knows organization scan attain any objective with its employee. Rizwan and Ali, (2010) mention the real success of organization from employee willingness to use their creativity and among how the employee increases the positive employee inputs and rewards practices in place. The importance of motivating employees cannot enough in organizations context motivated employee highly productive more efficiency providing and willing to performing taking in the organizations.
Addition respondents agreed that employee compensation is commensurate to their services and the efforts they exert in their work. Compensation in term of reward is the most important element to eliminate employee for paying their best efforts to generate the innovation and the new ideas in the organization performance. Dewhurst et al., 2010), says that compensation of employee productivity can be enhance provide effective recognition which provide the result improve the performance of organization. 
CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION

5.1 Introduction

This chapter composes the summary of the entire study which exemplify in a short, key findings of the study objectives, conclusions in brief of what was the study about, recommendations based on the lesson learned and proposes area for further study.
5.2 Summary of Study

This study was guided by the general objective which was to assess the influence of human resources management practices on organization performance in Tanzania. In reference with this general objective, the study specifically examined the influence of teamwork practices on organization performance, the influence of job security on organization performance, and the influence of compensation management practices on organization performance in Tanzania. The study involved qualitative and quantitative research design. Data were collected from employees at Musoma District Council through distribution of the questionnaire and secondary sources. 
The obtained quantitative data were analyzed by descriptive statistics, factor analysis, and multiple regression analysis, and qualitative data were analyzed by explanation building process and all the analyzed data was presented and discussed based on specific objectives. The key findings of the study showed that, compensation practice strongly positive significance influence organization performance in Tanzania. On the other hand, results showed that teamwork practices, and job security practices have positive influence on organization performance in Tanzania, but its relationship were not significant. Thus, it means that change in teamwork practices, job security practices, and compensation practices influence increase organization performance in Tanzania. 
5.3 Implication of the Study

5.3.1 Implication to the Managers

This research may provide insights to the managers to enhance the employee performance of their subordinates. 
5.3.2 Implication to the Practitioners

Findings imply that HR practitioners need to make sure that they comply with human resource practices such as teamwork practices, job security practices, and compensation practices so as to motivate employees to work hard hence bringing higher organizational performance. 
5.3.3 Implication to the Employees

Findings imply that employees need to make sure that they increase commitment whenever the employer complies with HR practices to motivate them. They may use a feedback mechanism to show their employer that they are satisfied or dissatisfied with their jobs.
5.4 Conclusion 

After considering the results from both quantitative and qualitative data findings provides a meaningful intuition of the relationship between teamwork practice, job security practice, and compensation practice and organization performance in Tanzania. The findings indicate that teamwork practice, job security practice, and compensation practice have a significant positive influence organization performance in Tanzania. Insightful conclusion derived based on the study objectives are as follow:
5.4.1 Influence of Teamwork practice on Organization Performance in Tanzania

This study on teamwork practice accepted the alternative hypothesis that hypothesized that teamwork practice has a positive influence on organization performance in Tanzania. The study concludes that there is positive relationship between teamwork practice and organization performance in Tanzania, where changes in teamwork practice increase organization performance, but its influence was not significant. 
5.4.2 Influence of Job security practice on Organization Performance in Tanzania

This study on job security practice accepted the alternative hypothesis that hypothesized that job security practice has a positive influence on organization performance in Tanzania. The study concludes that there is positive relationship between job security practice and organization performance in Tanzania, where changes in job security practice increase organization performance, but its influence was not significant. 
5.4.3 Influence of Compensation Practice on Organization Performance in Tanzania

This study on compensation practice accepted the alternative hypothesis that hypothesized that compensation practice has a positive influence on organization performance in Tanzania. The study concludes that there is positive relationship between compensation practice and organization performance in Tanzania, where changes in compensation practice increase organization performance in Tanzania, and its influence is very significant. 
5.5 Recommendation

Deriving from the above research findings, analyses, discussions and conclusions, the following recommendations were made with regards to the influence of human resource management practice on organization performance, in Tanzania. Generally, it was recommended that teamwork practice, job security practice, and compensation practice should be a priority of any institutions due to its huge breath of influence dimension.  
5.5.1 Compensation

Researcher confirmed that compensation practice is influence on organization performance in Tanzania. Therefore the study recommended that Musoma District Council should set up good compensation packages that would serve to encourage the good performance of the employees in all organizations. The study further recommended that good compensation and reward policies should be established to ensure equity pay. Doing so, employees will be committed towards achieving performance. On top of better compensation packages, the Musoma District Council should ensure well defined promotion policies to give opportunities to the best performing employees. This will boost employees’ morale prompting them to work much harder, be self-driven.
5.5.2 Teamwork Practice

Researcher confirmed that team work practice is influence on organization performance in Tanzania. Therefore the study recommended that Musoma District Council should ensure that employee working together to achieve a common goal. These contexts include the level of teamwork and interdependence can vary from low to intermediate, to high depending on the amount of communication, interaction, and collaboration present between team members.
5.5.3 Job security

Researcher confirmed that team work practice is influence on organization performance in Tanzania. Therefore the study recommended that Musoma District Council should assurance that employee have a job in the foreseeable future irrespective of outside factors. These will make employer become satisfied with job and is in no hurry to terminate employment.
5.6 Limitation of the Study

The major limitation of this research is that this study only covers the only single organization. Another limitation is that it excludes many variables of human resource management practice due to shortage of time. Funds were also another limitation. 
5.7 Area for Further Studies

This study portrayed influence of human resource management practice on organization performance in Tanzania. The study adopted three influences of human resource management practices on organization performance in Tanzania which include; teamwork practice, job security practice, and compensation security, and the study was conducted at Musoma District Council in Mara, so it is allowed that future studies can be conducted at the other areas of this country in the same themes to validate the findings. 
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APPENDICES

Appendix I: Questionnaire
THE INFLUENCE OF HUMAN RESOURCE MANAGEMENT PRACTICE ON ORGANIZATION PERFORMANCE 

Dear respondent

Kindly spare some of your valuable time and respond to the following questions/statements as genuinely as possible. The information provided is purely for research purpose and will be treated with utmost confidentiality.
Section A: Background Information (V100)

Tick or circle appropriately:
V101. Sex: 1. Male
[    ]
 2.  Female
[    ]
V102. Highest level of education:

1. Certificate [   ] 2. Ordinary Diploma [   ] 3. Bachelor’s Degree [  ] 4. Master’s degree [   ] 5. PHD   [    ]
V103. Your working experience 

1-3 years [   ] 2.  4-6years [   ] 3.  7-10 years [   ] 4.  11 and above [  ] 

1. Section B:  Influence of Teamwork Practices on Organization Performance (V200). In the subsequent sections use the scale provided to tick or circle a number that describes your opinion
	Teamwork Practices (V200)
	Strong disagree
	Disagree
	Not sure
	Agree
	Strongly agree

	(201) Teamwork practices entail a group of employees to achieve the same goals and objectives
	1
	2
	3
	4
	5

	(202) Teamwork practice ensure customer satisfaction and organization performance 
	1
	2
	3
	4
	5

	(203) Teamwork helps employees to work efficiently by encouraging collaboration, improving employee relations, increasing accountability
	1
	2
	3
	4
	5

	(204) Teamwork practice act as a source of learning opportunities
	1
	2
	3
	4
	5

	(205)Teamwork enhance workplace democracy, change management, innovation and creativity
	1
	2
	3
	4
	5

	(206) Teamwork practice increase customer focus
	1
	2
	3
	4
	5

	(207) Teamwork practice ensure effective decision making
	1
	2
	3
	4
	5


Section C:  Influence of Job Security Practices on Organization Performance (V300. In the subsequent sections use the scale provided to tick or circle a number that describes your opinion
	Job Security Practices (V300)
	Strong disagree
	Disagree
	Not sure
	Agree
	Strongly agree



	(301) Job security influencing an employee’s decision on whether to join an organization
	1
	2
	3
	4
	5

	(302) Jobs which are not backed by indefinite contract cannot  guaranteed employee performance
	1
	2
	3
	4
	5

	(303) Job security seen as the employees free from the fear of being dismissed from his/her present employment 
	1
	2
	3
	4
	5

	(304) Low job security cause employee to lose faith in their future which consequently affect performance
	1
	2
	3
	4
	5

	(305) Employees perform better when they are assured of their jobs
	1
	2
	3
	4
	5

	(306) Job security help employee to balance work and their personal lives and reduce their level of stress
	1
	2
	3
	4
	5

	(307) Job security is as important as the employees’ salary and healthcare
	1
	2
	3
	4
	5


Section D:  Influence of Compensation Practices on Organization Performance (V400). In the subsequent sections use the scale provided to tick or circle a number that describes your opinion
	Compensation Practices (V400)
	Strong disagree
	Disagree
	Not sure
	Agree
	Strongly agree

	(401) Compensation practices influence the motivation level of employees
	1
	2
	3
	4
	5

	(402) The more the employees perceive fairness in their compensation the more they perform thus improving organization performance
	1
	2
	3
	4
	5

	(403) Employee contribution and efforts is valued and given importance which is replicated in attractive compensation packages
	1
	2
	3
	4
	5

	(404)Performance based compensation have led to the enhancement of employee commitment to the organization
	1
	2
	3
	4
	5

	(405) Employees in the organization exhibit greater desire for promotion as a form of compensation
	1
	2
	3
	4
	5

	(406) Employee compensation is commensurate to their services and the efforts they exert in their work
	1
	2
	3
	4
	5

	(407) Compensation management is based on performance measured relative to the performance of the organization
	1
	2
	3
	4
	5


Section E:  Organization Performance (V500)
In the subsequent sections use the scale provided to tick or circle a number that describes your opinion.

	Selective Hiring Practices (V500)
	Strong disagree
	Disagree
	Not sure
	Agree
	Strongly agree

	(501) Organizations can be succeed through collaborative decision making
	1
	2
	3
	4
	5

	(502) Organization performance increase through team work practices
	1
	2
	3
	4
	5

	(503) Organization performance can be enhanced by good payment to employees
	1
	2
	3
	4
	5

	(504) Efficiency may increase in organization through team work practice
	1
	2
	3
	4
	5

	(505) To provide job security to employees increase organization performance
	1
	2
	3
	4
	5

	(506) good payment and rewards plan increase motivation to employees which leads to high organization performance
	1
	2
	3
	4
	5


Appendix II: Budget

	ITEM
	QUANTITY
	UNITY COST 

(TSHS)
	TOTAL COST

(TSHS)

	
	Three proposal printing
	35 pages (3)
	500
	52,000

	
	Pens
	5
	500
	2500

	
	Binding
	3
	5000
	15,000

	
	Note book 

Transport

Meals
	2
	1000
	2,000

100,000

200,000

	Internet and communication
	1 month
	100,000
	100,000

	          Three dissertation printing
	80 pages (3)  
	500
	120,000

	          Binding
	3
	10,000
	30,000

	Sub total
	
	
	621,500

	Contingency (5%)
	
	
	31,075

	GRAND TOTAL
	
	
	652,575


Sources: Researcher (2022).
Appendix III: Study Plan

	ACTIVITIES
	   2021                    2022
	2022             2022
	

	
	September
	April
	July
	August              
	
	

	1
	Preparation of Research proposal
	
	
	
	
	
	
	
	
	
	
	
	
	

	2
	Submission of Research proposal
	
	
	
	
	
	
	
	
	
	
	
	
	

	3
	Data collection
	
	
	
	
	
	
	
	
	
	
	
	
	

	4
	Data Analysis
	
	
	
	
	
	
	
	
	
	
	
	
	

	5
	Report Writing
	
	
	
	
	
	
	
	
	
	
	
	
	

	6
	Submission of Research paper
	
	
	
	
	
	
	
	
	
	
	
	
	

	7
	Research Defend
	
	
	
	
	
	
	
	
	
	
	
	
	


Sources: Researcher (2022).
Appendix IV: Research Letter
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ST Email: dpgs@outactz

Our Ref: PG201501287 258 May 2022
District Executive Director (DED),

Musoma District Council,

POBox 344,

MARA.

RE: RESEARCH CLEARANCE

‘The Open University of Tanzania was established by an Act of Parliament No. 17 of 1992, which
became operational on the 1 March 1993 by public notice No.55 in the offcial Gazete. The Act
was however replaced by the Open University of Tanzania Charter of 2005, which became
operational on 1 Janary 2007 In line with the Chartr,the Open Universiy of Tanzania mission
i to generate and apply knowledge through research.

To faciltae and to simplify esearch process therefore, the act emporwers the Vice Chancellor of
the Open Universit of Tanzania to issue research clearance, on behalf of the Government of
Tanzania and Tanzania Commission for Science and Techmology, to both it staf and students
o are doing rescarch in Tanzania. With this brief backround, the purpose of tis letter s to
mroduce to you Ms. KURATA, Edna Edward, Reg No: PG201901287 pursuing Master of
‘Human Resource Management (MHRM. We hete by grant this clearance fo conduct 2 esearch
ttled “The Influence of Human Resource Management Practice on
Performance”. She willcollect ker data at your rea from 26 May 022 to 10° July 2022

In case you need any further information, kindly do not hesiate to contact the Deputy Vice
Chancellor (Academic) of the Open Universty of Tanzania, P.O Box 23409, Dar es Salaam Tel:
022-2-268820.We lastly thank you in advance for your assumed cooperation and faciitation of
s esearch academic activity

Your,
‘THE OPEN UNIVERSITY OF TANZANIA

Naeant
ot Moo S B
DRECEOR OF POSTERADUATE STUDIES.
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Edina Edward Kurata,
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MUSOMA.

YAH: RUHUSA YA KUFANYA UTAFITI KATI
Rejea barua yako isiyo na Kumb. Na. PG201901287 ya tarehe 25/05/2022 kutoka

kwa Mrurugenzi wa Masomo ya Uzamili, Chuo Kikuu Hulla ~ Mara kuhusu mada tajwa hapo
juu.

2. Kwa barua hil unajulishwa kuwa, maombi yako yamekubaliwa hivyo umeruhusiwa
kufanya Utafit kuhusu “The influence of Human Resource Management Practice on
Organization Performance", kuanzia tarehe 26/05/2022 hadi 10/08/2022 utafit huu ufanyke

ndani ya Halmashauri ya Wiaya ya Musoma.
3. Nekutakia utekelezaji mwema.
a
Agness F. Mshiu
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Teamwork practices:


Work group


Collaborative decision-making








Job security:


Definite contract


Consistent opportunity 














Compensation management practices:


Pay plan


Rewards plan





Organization Performance:


Efficiency


Better services


Customer satisfaction	


 








