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ABSTRACT
This study examined the contribution of perceived career developments towards employee’s performance in Weights and Measures Agency in Tanzania. The specific objectives of the study  were; i) to assess the contribution of perceived career training towards employees performance in Weights and Measures Agency in Tanzania; ii) to examine the contribution of perceived career promotion towards employees performance in Weights and Measures Agency in Tanzania; iii) to examine the contribution of perceived career compensation and remuneration towards employees performance in Weights and Measures Agency in Tanzania; and iv) to assess the association between perceived career training, promotion and compensation towards employees performance in Weights and Measures Agency in Tanzania. The study was quantitative and explanatory research design was used to test the developed hypothesis.  The total population of employees were about 470 employees where by out of these 214 employees were taken as a sample size. Findings revealed that the perceived career training score (β =.382, p = .017); career promotion (β =.305, p = .018); and career compensation had (β =.679, p = .018), have positive and significant contribution on employee’s performance in Weights and Measures Agency in Tanzania.  In addition, career training, promotion and compensation had positive association towards employee’s performance.  Therefore, the practical implication is that in Weights and Measures Agency in Tanzania, managements should maintain and promote training, promotion and compensation which contribute towards employee’s performance and continuous improvements in Weights and Measures Agency processes. 
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1 CHAPTER ONE

  INTRODUCTION

1.1 Background Information

Career developments are regarded as tool to enhance employees and organizational performance. According to Hansen, (1976) career development is a continuous lifelong process of developmental experiences that focuses on seeking, obtaining and processing information about self, occupational and educational alternatives, life styles and role options. The career developments are results of training, developments, promotion and compensation.  Employees in various organizations such as public and private organization become confident enough to provide quality and standard services to the people within the organization (Amir, et al., 2013).  As for public sector organs which provide services to the people such as central government, local governments and parastatals, career developments are expected to improve quality and timely provision of services to the people (Lufunyo, 2013). Through career developments employees increase their commitments in performance at individual level, which results into better organisational performance. Empirical studies suggest that career developments contribute on the performance of employees which results into organizational performance.  

Realizing the importance of career developments on enhancing employees as well as organizational performance, the governments of Tanzania   made a transformative effort in order to improve employee’s capacity to facilitate their best practices and performance (Amir, et al.,2013).  This was not done in Tanzania but also in other countries. Taking for example Kenya, provided programmes of training employees to improve their capacity which seemed being crucial on contributing to employee’s performance (GoK, 2007). In addition to that in Tanzania, public service has undergone a massive process of restructuring in the last two decades (Ngware, 2005). For example, the government of Tanzania introduced public service reform program II 2008 which among others things provided training and developments aiming improving employee’s performance (GoT, 2008). PO-PSM (2014) confirmed that public services reform programmes which was introduced in 2008 aimed at capacitating employees in order to transform their performance in Tanzania.  The transformation as well as government reforms initiatives were practiced in all public sector institutions including Weights and Measures Agency.  

According to Mpango (2013) career developments through training and developments was part of transforming employees in public sector and was regarded as increasing employee’s performance moving from working business as usual style. This means that career developments were unavoidable since it has a plus point for Tanzania economic development through employee’s performance.  In 2013 the Tanzanian Government again introduced a transformative initiative known as Big Results Now (BRN). Big Results Now aimed at improving much more public sector performance (GoT, 2013). According to Edward (2014) BRN was a good result driven for improving performance starting with six priority areas. Among these six prior areas was education provision to public employees being part of career development. Education was important because it was used to improve employee’s capacity in public sector. Career development was assumed to provide better results in terms of performance.

Despite these facts of various governments, initiatives of improving career developments in Tanzania, there are limited research findings which show the contribution of career development on employees’ performance in Weights and Measures organization in Tanzania. In addition to that in order for employees to engage in performance there must be supportive organizational atmosphere from employees where by in Weights and Measures Agency this situation has being done. This research seeks to conduct a thorough investigation on the contribution of perceived career developments on employee’s performance in Weights and Measures Agency in Tanzania. The study assumes that training, development, promotion and compensation are among the contributing factors to career development which enhance employee’s performance in various organizations.  Career developments are a process, not just a destination, but the contribution of this process on employee’s performance is still questionable in Weights and Measures Agency in Tanzania. That means there is not yet enough attention paid to the contribution of career developments as a process on employees’ performance. This study therefore, will fill the gap by examining the contribution of career development on employee’s performance in Tanzania.  

1.2 Statement of the Problem

In order to achieve efficient performance and ensure quality service delivery to the people in Weights and Measures Agency, career developments play part. But currently the contribution of career development on employee’s performance in public sector is questionable (Amithayori, 2017).  That means there is limited research findings which explain the contribution of career development based on four constructs namely training, developments, promotion and compensation to the performance of employees in public sector. This situation goes in hand to the Weights and Measures Agency whereby the contribution of career developments on employee’s performance is not articulated. This study therefore will assess the contribution of career developments based on the four main construct on employee’s performance in order to get the immense picture on the contribution of each construct.

In addition, many studies relating on the contribution of career development has been conducted for specific institution. For instance, Amithayori (2017) carried out a study about the contribution of career development in general but there is limited research findings related with contribution of career developments on employee’s performance in Weignt and Measures organization in Tanzania.  This study therefore was conducted Weight and Measures organization in Tanzanian context.  Likewise, employees in order to perform needs passion, commitment, motivation as well as skill and knowledge whereby attaining this behavior, the organization should practicecareer development to ensure existence of a mutually reciprocal relationship between the organization and employees’ performance. But this relationship is not clearly obtained through empirical evidence in Weights and Measures Agency in Tanzania.  Therefore, this study filled the identified knowledge gape.

1.3 Research Objectives

1.3.1 General Objective

The general objective of this study was to examine the contribution of perceived career development towards employee’s performance on Weights and Measures Agency in Tanzania. 

1.3.2 Specific Objectives
To fulfill the above general objectives the following are the specific objectives and their subsequent research hypotheses which guided this study;
i) To assess the contribution perceived career training towards employee’s performance on Weights and Measures Agency in Tanzania.

ii) To examine the contribution of perceived career promotion towards employee’s performance in Weights and Measures Agency in Tanzania.

iii) To examine the contribution of perceived career compensation and remuneration towards employee’s performance in Weights and Measures Agency in Tanzania.

iv) To assess the relationship between perceived career training, promotion and compensation towards employee’s performance in Weights and Measures Agency in Tanzania.
1.4 Research Hypothesis

i) Perceived career training has positive contribution towards employee’s performance in Weights and Measures Agency in Tanzania.

ii) Perceived career promotion has positive contribution towards employee’s performance in Weights and Measures Agency in Tanzania.

iii) Perceived career compensation and remuneration has positive contribution towards employee’s performance in Weights and Measures Agency in Tanzania.

iv) There is positive relationship between perceived career training, promotion and compensation towards employee’s performance in Weights and Measures Agency in Tanzania

1.5 Significance of the Study

1.5.1 Managerial Significant

These findings of this study help employers and employees in Weights and Measures organization to achieve high performance in their organization. This is because they know the contribution of each construct in Weights and Measures Agency on employees performance which assist coming up with strategies to improve employees commitments and performance. For instance, career training, promotion and compensation had positive association towards employees performance.  Therefore, managements have to promote training, promotion and compensation which contribute employee’s performance in Weights and Measures Agency processes. 
1.5.2 Policy Implication

Findings regarding to the contribution of perceived career development towards employees performance in Weights and Measures Agency in Tanzania assist to understanding the magnitude of each construct which are training, promotion and compensation on employees performance in Weights and Measures Agency processes. Because, training, promotion and compensation has positive and significant contribution on employees performance, findings on each component are important for policy and strategies reviews in the field of career developments and training. Based on the study findings, policy and strategies should first reflect on career developments under training, promotion and compensation which have significant contribution on employees performance. 
1.5.3 Academic Significance

The study contributes to the body of knowledge for scholars who are interested in knowing the contribution of career developments on employee’s performance in WMA in Tanzanian context. The body of knowledge for scholars is widely based on main constructs which are training, promotion and compensation. 
1.5.4 Theoretical significance

This study employed two theories that are the trait and factor theory and acquired need theory.  According to Weng et al., (2010) career developments is a measure of the degree to which an individual employee perceives that their current organization creates an environment in which the employee is able to meet his/her career-related needs and reinforces those accomplishments through promotion and compensation. Based on these theories training, promotion and compensation was assumed enhance career development. From the findings in this study, it was confirmed that training, promotion and compensation contribute employee’s performance in Weights and Measures Agency. Hence the hypothetical assumptions from the theory was corrects in the context of Weights and Measures Agency in Tanzania.
1.6 Scope of the Study

This study was conducted at WMA in Tanzania. WMA was selected because it has been providing programmes for career developments but the contributions of these initiatives on employees performance is not yet to be tested.  This study therefore tested the initiatives done in developing employees in order to reveal the relationship between career developments and employees performance. On the other hand, much of the study is based on career developments where by four constructs was involved to examine its contribution on employees performance. These variables are training, promotion and compensation. Each variable measured by its indicator variables which contribute to employee’s performance in WMA. 
1.7 Organizational of the Dissertation

This study is organized into six chapters:

Chapter One: Provides the background of the problem based on importance of career developments on employee’s performance, various initiatives involved in career development, research problems, research objectives, research hypothesis, and scope of the study and significant of the study. 

Chapter Two: This chapter describes definition of key terms, literature review which involves theoretical literature review, empirical findings, knowledge gap, conceptual framework, operational of variables and hypothesis statements developments. 

Chapter Three: Provides the philosophy of the study, research design, study area, study population, sample, indicator variable, and the data analysis tools used, reliability and validity test, as well as research ethics.
Chapter Four: This chapter presents results and discussion of findings. During discussion findings in this study were compared with available literature.

Chapter Five: This chapter presents an overall summary of the study by making conclusions as well as its implications followed by recommendations for action and future research.

2 CHAPTER TWO

LITERATURE REVIEW

2.1 Descriptions of Key Terms

This chapter is concerned with definition of key terms, theoretical and empirical review,  research gap, conceptual framework as well as operationalization of variables. The literature review was done based on the relationship between career development and employee’s performance.

2.2 Definition of Key Terms

2.2.1 Training

Deva, (2006) defined training as systematic procedures of increasing skills of people for a definite purpose within the organization. These procedural programmes are aimed at increasing employees’ performance within the organization by bringing measurable changes in knowledge, skills, attitude, and social behavior of employees doing a particular job (Gupta, 2012).  Robbins and Coulter, (2009) described training as the process of mentoring others by giving new skills and knowledge.  In the context of this study training is the provision knowledge and skills required to perform the job.

2.2.2 Promotion

Gupta, (2012) expressed that promotion is an advancement of employee from low job responsibilities to take higher responsibilities of more status in an organization with the increased salary.  Hedge, et al (2017) pointed out that promotion relates with increasing job responsibility with effects to increased salary,  pay, wages and rewards.  In the context of this study career development is a process of appointing staff to higher position within any particular organisation which consider professionalism development. 
2.2.3 Compensation

Hedge, et al (2017) pointed out that compensation is output and the benefit that an employee receives in form of pay, wages and rewards like monetary exchange for the employees to increase the Performance.  In addition, Holt, (1993) noted out that compensation is the segment of transaction between the employee and the employer that arises from employee contract. In the context of this study compensation is a reward given to employees after accomplishing duties. 

2.2.4 Employees performance

Tinofirei (2011) defined employee’s performance as the successful completion of employees goals according to acceptable available resources.  That means it is the process of providing services to the communities successfully. Elnaga and Imran (2013) described that employees performance is the situation whereby employees in the organization works hard to provide the required output. In this study, employee’s performance is an effective and efficient services delivery to the people using available resources

2.3 Theoretical Literature Review

2.3.1 Trait and Factor Theory (TFT)

To study the contribution of perceived career developments on employee’s performance, two theories namely trait and factor theory and acquired needs theory were involved. Parsons (1909) developed a trait and factor theory which describes the importance of matching employees and their occupations in respect of their abilities, interests, intelligence, attitude and aptitude on performance. The theory asserts that the individuals needs and values can only be fully realized when they are matched with those jobs which are relevant to such needs and values. He describes the theory by stating that employees within the organization ensure their career development by having clear understanding of themselves, their abilities, intersects, ambitions, resources, limitations and their causes. 
Robbins and Coulter, (2009) concluded that most of scholars have contributed to the knowledge of a trait and factor theory in the positive way. The trait and factor theory has been believed being a constant progress, experience and skills acquisition of a person in a specific work field.  Kaynak, (1996) insisted that a trait and factor theory enhances individuals’ usage of the ability towards work performance. Even though a trait and factor theory is known to influence performance, mostly is tested in developed countries, therefore conducting this study at Weights and Measures Agency in Tanzania is necessary. 

2.3.2 Acquired Needs Theory (ANT)

According to Kreitner and Kinicki, (1998) acquired needs theory emphasize that employees in the organization desires achievement, power and relationship. The acquired needs theory focuses on the diversity of people achievements and is rooted in culture to influence performance.  The theory assumed that needs are acquired or learned on the basis of life experiences once attained.  That means when the need is high enough, it influences employees in the organization to engage in behavior that satisfies that need. Therefore, career developments need is represented by the drive to do extremely well and accomplish tasks to achieve quality of work in the organization. Therefore, employees must have strong desire to do something better or more efficiently than it has been done before (Johns, 1996). In order to do so they need skills and knowledge, need promotion and need compensation. 

From the two theories that are the trait and factor theory and acquired need theory; Weng's (2010) viewed it as multidimensional conceptualization of career growth. Weng's, (2010) summaries the two theories into four career growth determinants namely meeting career goals, developing one's professional abilities (training and development), receiving promotion and compensation commensurate with those abilities. According to Weng et al., (2010) career developments is a measure of the degree to which an individual employee perceives that their current organization creates an environment in which the employee is able to meet his/her career-related needs and reinforces those accomplishments through promotion and compensation. Based on these theories three variables was adapted to study the contribution of career developments on employee’s performance in WMA in Tanzania.  These theories are relevant to the study as they emphasize the importance of training and developments on career development. Also, it explains the need of promotion and compensation to enhance career development. These four variables are crucial to enhance employee’s performance. 

2.4 Empirical Literature Review 

2.4.1 Contribution of Training on Employees Performance

Elnaga and Imran (2013) examined the relationship between training and employee’s performance by analyzing the existing literature. The study was qualitative whereby exploratory research design was involved.  Findings revealed that training has positive impact on employee performance to the organization performance.  This study was qualitative hence few participants was involved.

In addition to that, Amir, et al (2013) determined the effects of training on employee’s performance in Education Centre in Pakistan. Descriptive research design was used to examine the relationship of variables. Findings of the study indicate that training has positive impacts on employee’s performance in education centre in Pakistani.   The study was descriptive whereby the cause to effects relationship was difficult to measure.Likewise, Khamis, (2019) conducted, a study focused on the effects of training on the employees’ performance in the Zanzibar Social Security Fund. The study involved four objectives which to determine the types of training used to train its staff to improve the skill and competencies to perform their work; to determine the training methods used by the ZSSF to train the employees, to determine the challenges the ZSSF faces in training its employees and the effects of training on the employees’ performance at ZSSF. Survey design was employed; questionnaire and interview were used. The results indicated that the ZSSF is dedicated to offer varieties of trainings such as on job training, orientation training and coaching training. All these were done to equip employees with needed skills and competencies to handle the major role ZSSF has which is to service the members (retirees) and those still in services. Further, the results indicated that, ZSSF uses various methods to train the employees. These methods were lecture, power point presentation and discussion methods. In addition, training was observed improving employee’s performance. 
Despite the importance of training observed in these empirical studies there is limited research in Weights and Measures Agency in Tanzania relating to the contribution of training on employee’s performance. Therefore, this study assessed the cause to effect relationship of variable under study.
2.4.2 Contribution of Promotion on Employees Performance

Empirical research from Van Veldhoven and Dorenbosch (2008) stated that employees with high proactively promotion had more desires to improve their performance. The study insisted that promotion system positively stimulates employees’ performance (Chen, Wakabayash & Takeuchi, 2004). Also, Dialoke and Nkechi (2017) examined a study on the relationship between promotion and performance in non-academic staff of Michael Okpara University of agriculture in Abia State, Nigeria. Survey research design adopted whereby the sample size was 346. Simple random sampling techniques were used to sample the respondent. Pearson Product Moment Correlation analysis was used to analyze the objectives of the study. The findings of the study revealed positive and significant correlation between promotion and staff performance.   Despite of the findings being done in Nigeria, little is expressed in Tanzanian context. 
2.4.3 Contribution of Compensation on Employees Performance

Compensation is arguably one of the most critical factors which influences the quality and effectiveness of human capital (Dineen et al, 2012). According to Shah et al, (2018) after conducting an empirical study noted out that compensation increases employee’s performance.  Compensation issues affect most HR practices or functions either directly or indirectly. Nabi et al., (2017) found that compensation package supports to retain the qualified employees and increases the efficiency of an organization. Compensation as a key strategic area, impacting organization through ability of employer to attract and retain employees as well as in ensuring optimal performance level from employees to have organization’s strategic objectives being met. Also, Magnan et al, (2018) noted out that compensation includes both extrinsic rewards and intrinsic rewards. It was important to compensate employees in order increasing their performance. Compensation can be both monetary as well as non-monetary- assistance an employee receives from his/her employer or job that does not contain tangible value and includes career and social rewards for example job security, flexible working hours, career growth opportunity, praise and recognition, task enjoyment and friendships (Shah et al., 2018). However, most studies conducted was out of Tanzanian context.

2.4.4 Research Gap

Most study (Dialoke and Nkechi, 2017) related to the contribution of career developments on employee’s performance have been conducted outside Tanzanian Context. In addition, there is limited research finding which show the relationship between career developments and employees’ performance in Weights and Measures Agency in Tanzania (Elnaga and Imran, 2013).  Besides that, the contribution of each construct of career developments namely training, developments, promotion and compensation has not been tested on employee’s performance in WMA. This study therefore examined the contribution of career developments based on the named construct on employee’s performance. Conducting this study resolved the identified gap.

2.5 Conceptual Framework

A conceptual framework is a structure which the researcher believes can best explain the natural progression of the phenomenon to be studied (Camp, 2001). It is linked with the concepts, empirical research and important theories used in promoting and systemizing the knowledge espoused by the researcher (Peshkin, 1993). Conceptual framework assists the researcher in identifying and constructing his or her worldview on the phenomenon to be investigated (Grant and Osanloo, 2014). From this conceptual framework and review of literature, it was hypothesized that the career growth has positive and significant influence on employee’s performance in WMA Tanzania. Measurements of independent and dependent variables is shown in Table 2.1.
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Figure 3.1: Conceptual Framework 1
Source: Researcher, (2022)

2.6 Operationalization of Variables 

The independent variables in this study are training, development, promotion and compensation while the dependent variable is employee’s performance in Weights and Measures Agency in Tanzania. The cause to effects relationship of variables will be tested by using correlation and regression statistical test. 
Table 2.1: Operationalization of Variables
	Variable 
	Main construct
	Indicators/measurement variables

	Independent variable
	Career Training
	On job and off job training

	
	
	Provision of seminars 

	
	
	Attending Workshop

	
	
	Coaching and mentoring

	
	Career promotion
	Promote staff after attaining higher education

	
	
	Valued, recognized and respected after attaining higher education

	
	
	Timely promotion

	
	
	Power and responsibility are provided to staff 

	
	Career compensation/ remuneration
	Remunerations are increased 

	
	
	 Allowances such as housing, communication etc. after promotion

	
	
	Rewards after promotion e.g., Appreciation

	Dependent Variable
	Employees performance at Weights and Measures agency
	Tolerate temporary stress at work

	
	
	Late at work to finish a task 

	
	
	Help co-workers to accomplish a task

	
	
	Performs with innovation and creativity

	
	
	Responsible to provide good services

	
	
	Accountable for failure or success 


Source: Researcher, (2022)

3 CHAPTER THREE

RESEARCH METHODOLOGY
3.1 Research Methods

A research method is a systematic plan for conducting research. It includes research philosophy, research approach and research design, study area, validity and reliability and research ethics.

3.1.1 Research Philosophy

This study adopted positivism research philosophy which the variables were tested by measurements. That means that in positivism research philosophy the assessment of the study was done by using empirical and measurements evidence. Positivism philosophy go hand in hand with quantitative research where by data are analyzed statistically. According to (Crowther et al, 2008) positivism philosophy is used during conducting quantifiable research.  Based on this background, in the context of this study positivism philosophy were adopted. 

3.1.2 Research Approach 

This study adopted deductive research approach because it depended on quantification of variables.  According to Ganty, (2012) deductive research approach emphasizes the study to be developed from the theoretical point of view to data collection and statistical analysis. In addition, the deduction approach relates with positivism research philosophy. On the foundation of deduction research approach, what constitute career development was clearly defined to allow research to take place quantitatively to enable generalizing for entire Weights and Measures institutions in Tanzania. 

3.1.3 Research Design

This study employed quantitative research methods where explanatory research design was used to test the developed hypothesis with reference to the contribution of career developments on employee’s performance in Weights and Measures institution in Tanzania. According to Kerlinger, (1986) explanatory research design envisioned to determine the cause to effects relationship of variables.  In the context of this study the relationship of variable was tested where on the independent side four variables which are training, developments, promotion and compensation was tested to determine their contribution on employee’s performance in Weights and Measures institution in Tanzania. In this research design where by the research strategy was survey where a sample was taken in one region in each zone in Tanzania. 

3.1.4 Study Area

This study was conducted in Weights and Measures institution in Tanzania. The reason of doing this study in this organization is that it has been making an initiative to provide career development but the contribution of career development on employee’s performance is not well articulated. That means there is limited research findings relating to the contribution of career development on employee’s performance in Weights and Measures Agency in Tanzania. 

3.1.5 Study Populations

The study targeted employees found in Weights and Measures Agency in Tanzania. The total population of employees in weights and measures organization is about 470 employees (WMA, 2021). From this population the sample size was taken. 

3.2 Sample Size, Sampling Frame and Procedure

3.2.1 Sample Size

A sample is a finite part of a statistical population whose properties are to be studied to gain information about the whole population (Ganty, 2012). Sample size is a subset of population.  Using confidence of 95% and margin of error of 5%, a population of 470 employees Weights and Measures Agency the sample of this study was 214 employees calculated using Table of determining sample size, adopted from Krejcie and Morgan (1970) which is shown in Appendix 11.  This sample size of 214 employees was distributed in 8 regions which represented each zone.  Thereafter in each region 37 representatives filled the questionnaire to represent others.  However, the sample size of 214 employees was convenience to provide required data as suggested by (Hair et al, 2006). 

3.2.2 Sampling Frame and Procedure

Sampling frame consists of a list of respondents which was drawn from the sample (Kothari et al, 2014).  The sampling frame in this study will be a list of employees from 8 region where employees of Weights and Measures will represent others. These regions include Dar es Salaam, Iringa, Mtwara, Dodoma, Arusha, Mwanza, Kigoma and Tanga.  These regions were selected because they have many employees and they provide career development to employees. According to Weights and Measures Agency reports (2021) the following region namely Dar es Salaam, Iringa, Mtwara, Dodoma, Arusha, Mwanza, Kigoma and Tanga has many employees compared to other regions. In addition, Simple random sampling was applied to select employees to complete the questionnaire survey. Simple random sampling used because has a plus point by increasing consistent over the entire population, less costly and can be used in a large population. Therefore, this technique is appropriate for this study.

3.2.3 Data Collection Procedures

This research collected primary data as well as secondary data. In primary method, the study used structured Questionnaire. This questionnaire captured data from the target sample which show the contribution of perceived career development on employees’ performance.  Structured questionnaire is mostly used to capture measurable data for testing statistical hypothesis of the study. Thus, in this study questionnaire survey was appropriate to capture data for statistical analysis. In addition, secondary data collection involved reports on training and development, promotion and compensation increments. Thus, the study was supported by documentary review. Documentary review involves quarterly, midyear and annual reports which provided evidence and confirm what have been collected in field through questionnaire survey. Documentary reviews serves on data triangulations (Saunders et al., 2012) and increases the quality of the collected data. 

3.3 Reliability and Validity 

3.3.1 Reliability 

To ensure reliability measurement instruments were tested by piloting them before carrying out the major study. Cronbach’s alpha (α) analysis was employed to test the reliability of the predictor variables where the range cronbach's coefficient was shown on table below. The Cronbach’s α analysis is a useful way of determining internal consistency and homogeneity of groups of items and questionnaires (Crowther et al, 2008). The result of reliability test indicates that   0.662 < α ≤ 0.938 which is very reliable as shown in Table 3.1. The result are also justified in Appendix 111 which confirms that the calculated result are very reliable.
Table 3.1: Cronbach’s alpha (α) analysis output 

	Variable
	No of Item
	Cronbach’s Alpha

	CT
	4
	0.867

	CP
	4
	0.938

	CC
	3
	0.662

	EP
	6
	0.824


Source: Researcher, (2022)
3.3.2 Validity 

Face validity; to ensure face validity each question or item in the scale must have a logical link with objectives and hypothesis. In the context of this study to ensure face validity, the research instrument reflected research objectives, covered the full range of issues to be measured, and simpled, specific and short which accommodated all requirements for getting required data.  Also, criterion validity; was ensured by modifying to fit the research variables and hypothesis. Also, the indicator variable measuring the main construct was involved in developed instruments to determine the main attributes. Appropriates theories and consulting with experts in the area on the study concepts and the measurement instrument was also employed.

Content validity; considers whether or not the items on a given test accurately reflect the theoretical field of the latent construct it claims to measures (Morse, et al., 2002).  In this study to ensure a content validity, pre-test of survey instrument was conducted. To ensure construct validity exploratory factor analysis was applied. 
Table 3.2:Total variance explained

	Component
	Initial Eigenvalues
	Extraction Sums of Squared Loadings
	Rotation Sums of Squared Loadings

	
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	9.844
	46.878
	46.878
	9.844
	46.878
	46.878
	6.815
	32.454
	32.454

	2
	3.055
	14.547
	61.425
	3.055
	14.547
	61.425
	3.833
	18.254
	50.708

	3
	2.043
	9.730
	71.155
	2.043
	9.730
	71.155
	2.707
	12.889
	63.597

	4
	1.118
	5.323
	76.478
	1.118
	5.323
	76.478
	2.705
	12.881
	76.478

	5
	.771
	3.673
	80.151
	
	
	
	
	
	

	6
	.751
	3.575
	83.726
	
	
	
	
	
	

	7
	.625
	2.978
	86.704
	
	
	
	
	
	

	8
	.495
	2.358
	89.062
	
	
	
	
	
	

	9
	.446
	2.124
	91.186
	
	
	
	
	
	

	10
	.418
	1.990
	93.176
	
	
	
	
	
	

	11
	.308
	1.466
	94.642
	
	
	
	
	
	

	12
	.295
	1.404
	96.046
	
	
	
	
	
	

	13
	.233
	1.110
	97.155
	
	
	
	
	
	

	14
	.226
	1.077
	98.233
	
	
	
	
	
	

	15
	.151
	.720
	98.953
	
	
	
	
	
	

	16
	.112
	.532
	99.485
	
	
	
	
	
	

	17
	.073
	.347
	99.832
	
	
	
	
	
	

	18
	.035
	.168
	100.000
	
	
	
	
	
	

	Extraction Method: Principal Component Analysis.
	
	
	
	
	
	


3.4 Data Analysis

Data analysis is the process of bringing order, structure and meaning to the mass of collected data. Descriptive statistics analysis was applied in order to profile and describe the respondents’ characteristics where frequencies, percentage and graphs served as tools to profile nature of respondents. The use of frequency and percentage are useful for profiling characteristics of the phenomena. Also, correlation analysis technique used in analyzing the relationship of variables while regression analysis tested the significant relationship of independent and dependent variables. 

3.5 Ethical Issues

Ethics are standards of behavior that guide moral choices about our behavior and our relationships with others. Ethics as a code of conduct that has been involved over years for an acceptable profession on conducting research. In due course of this research, the researcher was adhered to ethical standards such as honesty, transparency, confidentiality, morality and adherence to the laws and regulations relevant for this matter. No data were allowed to be collected without permission from the relevant authorities and consent of the interviewee. The researcher respected the respondents’ freedom of response.

4 CHAPTER FOUR

DATA ANALYSIS, INTERPRETATIONS AND DISCUSSION

4.1 Introduction

This chapter provides and presents the findings of the study. First, it starts by presenting the demographic data analysis of respondents which form the basic characteristics of employees in Weights and Measures Agency in Tanzania. In addition, correlation analysis conducted to assess the association between perceived career training, promotion and compensation towards employees performance in Weights and Measures Agency in Tanzania.  Finally, regression analysis conducted for testing the hypothesis developed under study.

The study targeted 214 respondents whereby all targeted respondents filled the questionnaire. Generally, the turn up of the respondents to the questionnaire was good since all respondents who were given questionnaires, returned the correct questionnaires.  The reason behind the questionnaire 100% being returned was justified by close follow up conducted by researcher.  Therefore, the general response rate for this study was about 100%.

4.2 Demographic Characteristics 

In sample distribution, the researcher assessed the demographic information to comprehend the nature and characteristics of the employees in Weights and Measures Agency in Tanzania. This part section shows the descriptive findings related with demographic characteristics, which helps the researchers informing the fundamental description of the respondents under study in order to build the insights about it as well as helping in supporting the final analysis. Given this need, this section is composed with of respondent’s sample distribution. 

4.2.1 Respondents Distribution by Gender 

In this study, the gender of the respondents consisted of both males and females who are employee at Weights and Measures Agency in Tanzania. Among the 214 respondents contacted, 78.5% were males, and21.5% were females as summarized in Table 4.1 below. Despite the fact that male respondents were higher than female respondents, but the agency have female employees who works in the organization. Thus, the study considered the issue of gender and both male and female were found being important in this study for providing information which enabled undertaking this study.  

Table 4.2: Respondents Distribution by Gender

	Category
	Frequency
	Percent

	Male
	168
	78.5

	Female
	46
	21.5

	Total
	214
	100.0


Source: Researcher (2022)
4.2.2 Respondents Distribution by Age 

In this study, Table 4.2 below shows the distribution of the age of the respondents who are employee from Weights and Measures Agency in Tanzania. Among 214 respondents contacted, 6.1%were aged between 20-29 years, 35.5% were aged between 30-39 years, 52.3% were aged between 40-49 years and 6.1% were aged between 50-60 years. In this study majority of employees in Weights and Measures were aged between 40-49.  This group 40-49-year-old have experience related to contribution of perceived career developments towards employee’s performance in Weights and Measures Agency in Tanzania.  Thus, the information collected from these employees are valid and reliable for final decision making.
Table 4.1: Respondents age

	Age of Respondents
	Frequency
	Percent

	20-29 Years old
	13
	6.1

	30-39 Years old
	76
	35.5

	40-49 Years old
	112
	52.3

	50-60 Years old
	13
	6.1

	Total
	214
	100.0


Source: Researcher (2022)

4.2.3 Respondents Distribution by Education Level

Table 4.3 below shows respondents’ distribution by level of education obtained by employees in Weights and Measures Agency in Tanzania. Among 214 employees from Weights and Measures Agency in Tanzania who were contacted, 3.3% employees were holders of ordinary level secondary education, 7.0% were holders of diploma and certificate level of education, 66.4% were holders of bachelor degree and 23.4% were holders of postgraduate degree. From these characteristics it indicates that majority of employees had enough education which enabled them providing proper information for accomplishments of this study. Therefore, this study contacted respondents with varieties of education level and experience, thus the collected data was found being relevance for justification and decision making. 

Table 4.2: Respondents Distribution by Education Level

	Education Level
	Frequency
	Percent

	Ordinary secondary Level
	7
	3.3

	Diploma/Certificate Level
	15
	7.0

	Bachelor Degree
	142
	66.4

	Postgraduate
	50
	23.4

	Total
	214
	100.0


Source: Researcher, (2022)
4.2.4 Respondents Distribution by Duties and Responsibilities 

Table 4.4 below shows employees distribution from Weights and Measures Agency 

in Tanzania. Among 214 employees from Weights and Measures Agency in Tanzania who were contacted 64.0% were Weights and Measures Officers, 14% were Financial Officers (FO), 9.8% were Supplies Officers, 8% were Drivers and 4.2% were Personal Secretaries (PS). Therefore, all groups of employees in Weights and Measures Agency were contacted and provided their feelings related to contribution of perceived career developments towards employee’s performance in Weights and Measures Agency in Tanzania.   

Table 4.3: Respondents Distribution by Professionals

	Professional Categories
	Frequency
	Percent

	WMO
	137
	64.0

	FO
	30
	14

	SO
	21
	9.8

	Driver
	17
	8.

	PS
	9
	6.1

	Total
	214
	100.0


Source: Researcher (2019)
4.2.5 Respondent Distribution by Experience of Employees

Table 4.5 shows the distribution of the employees based on their experience at Weights and Measures Agency in Tanzania.  Among 214 employees contacted at Weights and Measures Agency in Tanzania 22.4% had experience between 1-5 years at work, 42.1% had experience between 6-10 yeas at work, 28.5% had experience between 11-15 years at work, 6.1% had experience between 16-20 years at work and only 0.9% their experience above 20 years old.  Most employees had experience ranging from 6-20 years which show that most of employees had enough experience. Thus, their information provided was based on their experience at work contribution related on perceived career developments towards employee’s performance in Weights and Measures Agency in Tanzania.   
Table 4.4: Respondent Distribution by Experience of Employees

	RCO
	Frequency
	Percentage of response

	1-5 years at work
	48
	22.4

	6-10 years at work
	90
	42.1

	11-15 years at work
	61
	28.5

	16-20 years at work
	13
	6.1

	above 20 years at work
	2
	.9

	Total
	214
	100.0


Source: Researcher (2019)
4.2.6 Respondent Distribution by Region

Table 4.5 shows the distribution of the employees at Weights and Measures Agency in Tanzania. Among 214 respondents who were contacted at Weights and Measures Agency, 36.0% were from Dar es Salaam region, 21.0 were from Pwani region, 10.3% were from Dodoma region 7.9% were from Arusha and 7.0% were from Mwanza. Majority of respondents were from Dar es Salaam region because in most of employees are found in Dar es salaam. 

Table 4.5: Respondent Distribution by Regions

	RCO
	Frequency
	Percentage of response

	Tanga
	6
	2.8

	Iringa
	13
	6.1

	Dar Es Salaam
	77
	36.0

	Dodoma
	22
	10.3

	Arusha
	17
	7.9

	Mwanza
	15
	7.0

	Kigoma
	3
	1.4

	Mtwara
	10
	4.7

	Mbeya
	6
	2.8

	Pwani
	45
	21.0

	Total
	214
	100.0


Source: Researcher (2022)
4.3 Finding in Relations to Each Objectives   

4.3.1 Descriptive of Perceived Career Developments with EP in WMA

In this section descriptive results of independent and dependent variables have been presented.  The mean, standard deviation (SD), maximum and minimum values of variables have been shown. Each item from the main independent and dependent variables is shown in Table 4.7. This study employed 5-point Likert scale ranging from 1 = strongly disagree (minimum) to 5= strongly agree (maximum) over a total of 214 observations (n = 109). From this scored of mean those items which scored below 3 termed as disagree while those scored above 3 termed as agreed. According to Field (2009) mean values represent the respondents’ views on a given variable and the values of standard deviation (SD) indicate how well the mean represents the data. 

Therefore, from career training independent variable the results indicate that the mean values of all items forming career training were above the scale’s centre point (3 = moderate) and the standard deviation was below one which indicates that the result had impacts. The highest mean score from coaching and mentoring which was 3.6776 and the lowest mean score was from provision of seminars which scored 3.1822. Generally, items had mean score above 3.0 which justify that the response of employees in all items under career training was well presented and had impacts as expressed in Table 4.7.

In addition, career promotion results indicate that the mean values of all items forming career promotion were also above the scale’s centre point (3 = moderate) which indicates that the employees agreed about the statements on career promotion. The highest mean score from training cycle which was 3.5234 and the lowest mean score was from encouragements which was 3.0514. 

Likewise, items of perceived career compensation and remuneration also indicate mean values above the scale’s centre point (3 = moderate) which indicates that the response are well. The highest mean score from provision of allowances such as housing which was 3.9346 and the lowest mean score was from remunerations which scored 3.4533. Generally, items had mean score above 3.0 which justify that the response of employees in all items under perceived career compensation and remuneration was well presented as expressed in Table 4.7.

As regards to dependent variable which is employee’s performance, the mean score for all indicator variables was assessed and findings indicates that the score was above scale’s centre point (3 = moderate) which indicates that the response was well. The highest mean score from provision of accountability for failure and success which was 4.3131 and the lowest mean score was from being late at finishing task which was .4439. Field (2009) described that the higher the mean value the more impacts. According to Field (2009), the SD above zero and equal or less than one show that responses are well.  This means that all item had useful score for generating final decision. Hence after obtaining result from descriptive statistical analysis the next stage was to find out the association between perceived career training, promotion and compensation towards employee’s performance in Weights and Measures Agency in Tanzania.  To come up with findings the study hypothesized that there is positive association between perceived career training, promotion and compensation towards employee’s performance in Weights and Measures Agency in Tanzania, whereby correlational analysis used to assess the relationship of variables.

Table 4.6: Contribution of Career Developments on EP in WMA in Tanzania

	Variable
	N
	Mini
	Maxi
	Mean
	Std. Dev

	Independent Variable
	
	
	
	
	

	Career Training
	
	
	
	
	

	On job and off job training
	214
	1.00
	5.00
	3.3037
	.98643

	Provision of seminars 
	214
	1.00
	4.00
	3.1822
	.94916

	Attending Workshop
	214
	1.00
	5.00
	3.2477
	.87713

	Coaching and mentoring
	214
	1.00
	5.00
	3.6776
	.77411

	Career promotion 
	
	
	
	
	

	Attending long course
	214
	1.00
	5.00
	3.2430
	1.14113

	Committed to support
	214
	1.00
	5.00
	3.4112
	1.06549

	Encouragements 
	214
	1.00
	5.00
	3.0514
	.97969

	training cycle/plans
	214
	1.00
	5.00
	3.5234
	1.04226

	Compensation
	
	
	
	
	

	Remunerations are increased 
	214
	1.00
	5.00
	3.4533
	1.04147

	Allowances such as housing, 
	214
	1.00
	5.00
	3.9346
	.82532

	Rewards after promotion 
	214
	1.00
	5.00
	3.4720
	.87568

	Dependent Variable
	
	
	
	
	

	Employees Performance
	
	
	
	
	

	Tolerate stress at work
	214
	1.00
	5.00
	3.6589
	.76330

	Late at finish a task 
	214
	1.00
	5.00
	3.4439
	.97100

	Co-workers accomplish a task
	214
	1.00
	5.00
	4.1402
	.66359

	Innovation and creativity
	214
	1.00
	5.00
	4.0093
	.65714

	Provide good services
	214
	1.00
	5.00
	4.3084
	.64147

	Accountable for failure 
	214
	1.00
	5.00
	4.3131
	.71871


Source: Researcher (2022)

4.3.2 Correlation of Perceived Career Developments and EP
The Pearson’s product moment correlation used to assess the association between perceived career training, promotion and compensation towards employee’s performance in Weights and Measures Agency in Tanzania.   Findings revealed that career training had positive and significant association with career promotion (r = .733**, p = 0.000) meanwhile the correlation between career training and career compensation was (r = .589**, p = 0.000). In addition, the correlation between compensation/remuneration and career promotion was also positive and significant with (r = .556**, p = 0.000). The results justify that the three independent variable has positive and significant association since the p values was below 0.05.  Therefore, the study confirmed that the association between perceived career training, promotion and compensation towards employee’s performance in Weights and Measures Agency in Tanzania was positive and significant and thus the stated hypothesis was accepted. 

In addition, the relationship between career training was positive but insignificant meanwhile the relationship between career promotion and career compensation with employee’s performance was found positive and significant as expressed in table 4.8. This is because the relationships between compensation/remuneration and promotion with employee’s performance the p values were above 0.05 alpha thresholds as shown in Table 4.8.  
Table 4.7: Correlation of Variables without Moderation by Demographic

	Variable
	CT
	CP
	CC
	EP

	CT
	Pearson Correlation
	1
	
	
	

	
	Sig. (2-tailed)
	
	
	
	

	
	N
	214
	
	
	

	CP
	Pearson Correlation
	.733**
	1
	
	

	
	Sig. (2-tailed)
	.000
	
	
	

	
	N
	214
	214
	
	

	CC
	Pearson Correlation
	.589**
	.556**
	1
	

	
	Sig. (2-tailed)
	.000
	.000
	
	

	
	N
	214
	214
	214
	

	EP
	Pearson Correlation
	.097
	.215**
	.273**
	1

	
	Sig. (2-tailed)
	.159
	.002
	.000
	

	
	N
	214
	214
	214
	214


Source: Researcher (2022)
4.3.3 Hypothesis Testing on Career  Developments on EP in WMA

To test hypothesis developed in the conceptual framework of the study regression analysis carried out. The developed hypothesis was; perceived career training has positive and significant contribution towards employee’s performance on Weights and Measures Agency in Tanzania; perceived career promotion has positive and significant towards employee’s performance in Weights and Measures Agency in Tanzania; and perceived career compensation and remuneration has positive and significant towards employee’s performance in Weights and Measures Agency in Tanzania. Regression analysis aimed at testing these three developed hypotheses raised in conceptual framework to determine relationship that exists in Weights and Measures Agency in Tanzania. The focus of using regression analysis was to test the significant relationship of variables using regression coefficient from perceived career training, perceived career promotion and perceived career compensation and remuneration on employee’s performance Weights and Measures Agency in Tanzania. The relationship of independent and dependent variables was based on significant (p-values) of variables. 

All three independent variables namely perceived career training, perceived career promotion and perceived career compensation and remuneration was qualified for further testing the stated hypothesis because the result of Variance Inflation Factors (VIF) were within the acceptable range which is below 10. That means the problem of multicollinearity were not in place. For instance, perceived career training had VIF of 2.410, perceived career promotion had 2.278 and perceived career compensation and remuneration had VIF of 1.1615 as shown in Table 4.9. 
Table 4.8: The Inflation Factors (VIF)

	Variable
	Tolerance
	VIF

	CT
	.415
	2.410

	CP
	.439
	2.278

	CC
	.619
	1.615

	
	
	


Source: Researcher, (2022)
After developing VIF and being sure with the issue of multicollinearity regression analysis was carried out and findings indicate that there is positive and significant relationship between all three independent variables and dependent variables as displayed in Table 4.9- 4.11.  The regression model summary in Table 4.9 was developed which explain significant proportion of variance in the performance of employees, R square =.105. This implies that 10.5% of the proportion in performance of employees can be explained by perceived career training, perceived career promotion and perceived career compensation and remuneration career growth in Weights and Measures Agency. The R value of .324 indicates that the predictor variable which are perceived career training, perceived career promotion and perceived career compensation and remuneration contributes to 32.4% change in the dependent variable, which is employee’s performance in Weights and Measures Agency.  

The coefficients also showed that perceived career training had significant contribution employee’s performance in Weights and Measures Agency. This is justified by the following findings which show positive and statistically significant result. The contribution of perceived career training found with (β =-.382, p = .017) which shows indicate positive relationship which is significant on contributing on employee’s performance at Weights and Measures Agency since p value was less than 0.05. 

In addition, perceived career promotion was found with (β =.305, p = .018) which indicates positive and significant relationship between promotion and employee’s performance in Weights and Measures Agency this is because the p values were also less than 0.05. Likewise, perceived career compensation and remuneration was found with (β =.679, p = .018) which indicates positive and significant relationship between career compensation and remuneration and employee’s performance in Weights and Measures Agency this is because the p values were less than 0.05 as shown in table 4.11.
Table 4.9: Model Summary of Objectives

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

	1
	.324a
	.105
	.092
	4.82110

	a. Predictors: (Constant), CC, CP, CT
	


Source: Researcher, (2022)

Table 4.10: Relationship of Objectives, ANOVAb

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	570.849
	3
	190.283
	8.187
	.000a

	
	Residual
	4881.025
	210
	23.243
	
	

	
	Total
	5451.874
	213
	
	
	

	a. Predictors: (Constant), CC, CP, CT
	
	
	

	b. Dependent Variable: EP
	
	
	
	


Source: Researcher, (2022)
	Table 4.12 Coefficients Relationship of Objectives 

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	17.957
	1.781
	
	10.083
	.000

	
	CT
	.382
	.159
	.244
	2.404
	.017

	
	CP
	.305
	.128
	.234
	2.379
	.018

	
	CC
	.679
	.197
	.286
	3.443
	.001

	a. Dependent Variable: EP
	
	
	
	


Source: Researcher, (2022)
As it was described in chapter 3, both dependent variables and independent measured by using 5-point Likert scales which was found being appropriate for regression analysis.  The study constructed multiple linear models, which is well suited to this study. The functions which show relationship are: -

EP     =      fo + f1CTi + f2CPi + f3CCi + Ei

Where;

EP 

 = 
Employees Performance

CT 

= 
Career Training

CP 

= 
Career Promotion

CC

=
Career Compensation/remuneration

E

=   
Error term

i      

=    
Respondents

f        

=    
 Parameter to be estimated

Thus, the relationship between career training, career promotion, career compensation as independent variables with employee’s performance in Weights and Measures Agency as dependent variables can be expressed as follows:

EP     =    17.957 + .382CTi + .0305CPi + .679CCi  + Ei

To conclude, all thrree independent variables namely career training, career promotion, and career compensation have positive and significant contribution on employee’s performance in Weights and Measures. The values of relationship was varying from one variable to another whereby compensation was found with minimal influence compared to others variables. 

4.4 Confirmation of the Stated Hypothesis

4.4.1 Contribution of Career Training on Employees Performance

The researcher assessed the contribution of perceived career training towards employee’s performance on Weights and Measures Agency in Tanzania. To test the relationship, it was hypothesized that perceived career training has positive and significant contribution towards employee’s performance on Weights and Measures Agency in Tanzania. Findings as shown on Table 4.11 indicate that perceived career training has positive relationship which is significant on contributing on employee’s performance in Weights and Measures with (β =.382, p = .017).   Based on these findings the study accepted the stated hypothesis which states that perceived career training has positive and significant contribution towards employee’s performance on Weights and Measures Agency in Tanzania.

4.4.2 Contribution of Career Promotion on Employees Performance

This study examined the contribution of perceived career promotion towards employee’s performance in Weights and Measures Agency in Tanzania. To come up with findings, the study hypothesized that perceived career promotion has positive and significant contribution towards employee’s performance in Weights and Measures Agency in Tanzania.  Findings revealed that perceived career promotion had positive and significant relationship with employee’s performance in Weights and Measures Agency with (β =.305, p = .018). From these findings of the study the stated hypothesis which states that perceived career promotion has positive and significant contribution towards employee’s performance in Weights and Measures Agency in Tanzania was accepted as shown in Table 4. 11. 

4.4.3 Contribution of Career Compensation on Employees  Performance

This study examined the contribution of Perceived career compensation and remuneration positive and significant towards employee’s performance in Weights and Measures Agency in Tanzania. The study hypothesized that Perceived career compensation and remuneration has positive and significant contribution towards employee’s performance in Weights and Measures Agency in Tanzania.  Findings confirmed that perceived career compensation and remuneration was found with (β =.679, p = .018) which indicates positive and significant relationship between career compensation and employee’s performance in Weights and Measures Agency.  Hence the stated hypothesis was accepted as shown in Table 4.11. 

4.4.4 Association between Training, Promotion and Compensation 

This study assessed the association between training, promotion and compensation towards contributing in employee’s performance in Weights and Measures Agency in Tanzania. The study hypothesized that there is positive association between perceived career training, promotion and compensation towards employee’s performance in Weights and Measures Agency in Tanzania. Through correlation analysis as described in section 4.3.2 findings revealed that career training had positive and significant association with career promotion (r = .733**, p = 0.000), the correlation between training and career compensation was (r = .589**, p = 0.000), correlation between compensation and promotion was (r = .556**, p = 0.000). From this result the hypothesis which states that; there is positive association between perceived career training, promotion and compensation towards employee’s performance in Weights and Measures Agency in Tanzania was accepted. 

4.5 Discussion of Findings based on Career Developments and EP in WMA 
The main objective of this part is to review the information generated in the results, compare and contrast with others findings from others scholars. This helps to reflect the findings based on the study objectives, hypotheses, conceptual and theoretical framework of the study. This part provides an introduction part, discussion of findings and conclusion.

4.5.1 Contribution of Training on Employees Performance in WMA

This study assessed the contribution of perceived career training on employee’s performance in Weights and Measures Agency in Tanzania. The study assessed whether perceived career training have positive and significant contribution on employee’s performance in Weights and Measures Agency in Tanzania.  Findings revealed that the contribution of perceived career training was positive and significant since the regression analysis score was (β =-.382, p = .017) p value was less than 0.05 as expressed in Table 4.11. These findings show that training has contribution on employee’s performance in Weights and Measures Agency in Tanzania.  This means that the practices of training to employees have advantage of improving employee’s performance. 

This is due to the facts that after attaining training employees gain new skills, knowledge and experience towards implementing their duties.  Thus, on job and off job training, provision of seminars, attending workshop and coaching and mentoring employees had enough explanatory power for building positive relationship between training and employees’ performance in Weights and Measures Agency in Tanzania. These training procedures should be encouraged in Weights and Measures Agency in Tanzania since they have the advantage of contributing on employee’s performance. In addition, seminars should be provided on specific task to enhance employees in Weights and Measures Agency in Tanzania. 

The findings in this study are related with Elnaga and Imran (2013) who examined the relationship between training and employee’s performance by analyzing the existing literature. The study was qualitative whereby exploratory research design was involved.  Findings revealed that training has positive impact on employee performance to the organization performance.  That means continuous provision of training enhanced employee’s performance. In addition, the findings are similar with Khamis, (2019) who analysed the relationship between training and employees’ performance in the Zanzibar Social Security Fund. The study used mixed method whereby questionnaire and interviews were used. The results indicated that the training was important to increase the performance of employees. 

Furthermore, the result in the current study is similar with trait and factor theory developed by Parsons (1909). The theory asserts that the individuals needs and values can only be fully realized when they are matched with those jobs which are relevant to such needs and values where training was important as an individual need to perform their duties. Likewise, Northouse (2010) argued that trained employees were performing better compared with untrained employees. 
Therefore, employees in Weights and Measures Agency in all regions in Tanzania should be trained to increase knowledge and skills to increase their performance. This result confirms that, training have contributing power on employee’s performance in Weights and Measures Agency in Tanzania.  Thus, these discussions conclude that training of employees in Weights and Measures Agency in Tanzania should be conducted and promoted.

4.5.2 Contribution of Career Promotion on Employees Performance

The drive for this study was mainly to investigate the contribution of career promotion on employee’s performance at Weights and Measures Agency in Tanzania   After regression analysis, findings indicate that career promotion had positive and significant contribution on employee’s performance in Weights and Measures Agency in Tanzania.    It was found that perceived career promotion was found with (β =.305, p = .018) which indicates positive and significant relationship between promotion and employee’s performance in Weights and Measures Agency this is because the p values were also less than 0.05.  This finding confirms that promoting employees acts as pushing factors on enhancing employee’s performance.  These findings imply that, promoting staff through attending long course, encouragements, training and those committed at work increase the morale of working hard. Promoting employees build habit of teamwork and owning the work. Thus, increases efforts of employees for accomplishing their duties. Therefore, those employees who qualify being promoted, management should promote them to increase their morale towards their performance. Findings in this study are related with Dialoke and Nkechi (2017) who examined relationship between promotion and performance in non-academic staff of Michael Okpara University of Agriculture in Abia State, Nigeria. The study was quantitative and Survey research design adopted whereby the sample size was 346. Simple random sampling techniques were used to sample the respondent. Pearson Product Moment Correlation analysis was used to analyses the objectives of the study. The findings of the study revealed that positive and significant correlation between promotion and staff performance.
The findings in this study is also related with Biswakarma, (2016) who assessed the direct effect of organizational career growth on employees’ turnover intention as well as performance among employees of Nepalese Private Commercial Banks. Data was acquired from 290 banking employees of Nepal. The results indicated that career growth under promotions positively related to employee’s performance. Thus, all this discussion implies that promotions contribute on employee’s performance in Weights and Measures Agency in Tanzania. 
4.5.3 The Contribution of Career Compensation on Employees Performance

This study investigated the contribution of career compensation on employee’s performance in Weights and Measures Agency in Tanzania.  The study used regression analysis to examine the relationship of variables. Findings indicate that compensation had positive and significant contribution on employee’s performance in Weights and Measures Agency in Tanzania. Perceived career compensation and remuneration was found with (β =.679, p = .018) which is positive and significant on employees’ performance in Weights and Measures Agency in Tanzania.  This means compensating staff in performance in Weights and Measures Agency increase their performance. These findings demonstrate that remuneration, allowances and reward are important to employees because they increase their performance. Compensating employees’ catalyses effectiveness and efficiency of employees towards accomplishments of their duties.  Therefore, managements in Weights and Measures Agency should increases compensating employees to enhance their performance. 

The findings are related with Nabi et al., (2017) found that compensation package supports to retain the qualified employees and increases the efficiency of an organization. This is because compensation acts on the employees on making decision to enhance maximum output.  In addition, the findings in the current study are related with Magnan et al, (2018) who pointed out that compensation includes both extrinsic rewards and intrinsic rewards.  These rewards are crucial on enhancing employee’s performance. In conclusion, compensation has great roles towards improving employee’s performance in Weights and Measures Agency in Tanzania.  

4.5.4 Summary of Findings

This part provides the summary of findings which indicates that perceived career training score (β =.382, p = .017); career promotion was found with (β =.305, p = .018); and career compensation had (β =.679, p = .018). These findings indicate positive and significant contribution of training, promotion and compensation on employee’s performance in Weights and Measures Agency in Tanzania.  In addition, career training, promotion and compensation had positive association towards employee’s performance with the correlational result of career training had positive and promotion (r = .733**, p = 0.000), training and career compensation was (r = .589**, p = 0.000), and compensation and promotion were (r = .556**, p =0.00).

Table 4.13: Summary of Findings

	SN
	Hypothesis
	Result
	Remarks

	1
	Perceived career training has positive and significant contribution towards employee’s performance in Weights and Measures Agency in Tanzania.
	(β =.382, p = .017)
	Accepted

	2
	Perceived career promotion has positive and significant contribution towards employee’s performance in Weights and Measures Agency in Tanzania.
	(β =.305, p = .018)
	Accepted

	3
	Perceived career compensation and remuneration has positive and significant contribution towards employee’s performance in Weights and Measures Agency in Tanzania.
	(β =.679, p = .018
	Accepted

	4
	There is positive association between perceived career training, promotion and compensation towards employee’s performance in Weights and Measures Agency in Tanzania
	Training vs promotion (r= .733**, p = 0.000); training vs compensation (r = .589**, p = 0.000); and compensation vs promotion (r = .556**, p = 0.00)
	Accepted


Source: Researcher, (2022)

5 CHAPTER FIVE

CONCLUSIONS, IMPLICATIONS AND RECOMMENDATION

5.1 Introduction

This is a final chapter, which represents the key conclusion, implications on the main issues and recommendations. This study examined the contribution of perceived career developments towards employee’s performance in Weights and Measures Agency in Tanzania. The specific objectives of the study  were; i) to assess the contribution perceived career training towards employees performance in Weights and Measures Agency in Tanzania; ii) to examine the contribution of perceived career promotion towards employees performance in Weights and Measures Agency in Tanzania; ii) to examine the contribution of perceived career compensation and remuneration towards employees performance in Weights and Measures Agency in Tanzania; and ii) to assess the association between perceived career training, promotion and compensation towards employees performance in Weights and Measures Agency in Tanzania. The study was quantitative where explanatory research design used to test the developed hypothesis.  The study targeted employees found in Weights and Measures Agency in Tanzania. The total population of employees was about 470 employees whereby out of these 214 employees was taken as a sample size. 
5.2 Summary of Major Findings 

This part addresses the main findings and conclusion of the study which is organized based on specific research objectives of this study as described below:
5.2.1 The  Contribution of Career Training and on Employees Performance

To address the first specific objective, which was to examine the contribution of career training on employee’s performance hypothesis was developed.  The study therefore assessed whether perceived career training have positive and significance contribution on employee’s performance in Weights and Measures Agency in Tanzania.  Findings revealed that the perceived career training was positive and significant contribution on employee’s performance with score (β =.382, p = .017).  In estimating the required relationship, the results yielded a p values less than 0.05. These findings confirm that perceived career training has positive and significant contribution on employee’s performance in Weights and Measures Agency in Tanzania.  The study concludes that perceived career training has positive and significant contribution towards employee’s performance in Weights and Measures Agency in Tanzania.

5.2.2 The Contribution of Perceived Career Promotion on EP 

To address the first specific objective, which was to examine the contribution of perceived career promotion on employee’s performance it was hypothesized that perceived career promotion has positive and significant contribution towards employee’s performance in Weights and Measures Agency in Tanzania. The study therefore assessed whether perceived career promotion have positive and significance contribution on employee’s performance in Weights and Measures Agency in Tanzania.  It was found that perceived career promotion was found with (β =.305, p = .018) which indicates positive and significant relationship between promotion and employee’s performance in Weights and Measures Agency this is because the p values were also less than 0.05. These findings conclude that perceived career promotion has positive and significant contribution on employee’s performance in Weights and Measures Agency in Tanzania.  
5.2.3 The Contribution of Career Compensation on Employees Performance 

To address the first third objective, which was to examine the contribution of perceived career compensation on employee’s performance it was hypothesized that perceived career compensation has positive and significant contribution towards employee’s performance in Weights and Measures Agency in Tanzania. The study therefore examined whether perceived career compensation have positive and significance contribution on employee’s performance in Weights and Measures Agency in Tanzania.  It was found that perceived career compensation had (β =.679, p = .018) indicating positive and significant contribution on employee’s performance in Weights and Measures Agency in Tanzania. This study concludes that perceived career compensation has positive and significant contribution on employee’s performance in Weights and Measures Agency in Tanzania. 
5.2.4 Association between  Training, Promotion and Compensation 

This study analysed the association between perceived career training, promotion and compensation towards employee’s performance in Weights and Measures Agency in Tanzania.   Findings revealed that career training had positive and significant association with career promotion (r = .733**, p = 0.000) meanwhile the correlation between career training and career compensation was (r = .589**, p = 0.000). In addition, the correlation between compensation/remuneration and career promotion was also positive and significant with (r = .556**, p = 0.000). Therefore, the study confirmed that the association between perceived career training, promotion and compensation towards employee’s performance in Weights and Measures Agency in Tanzania was positive and significant and thus the stated hypothesis was accepted. 

5.3 Conclusions
In this study the following was evidenced: Training, promotion and compensation were found with positive and significant contribution on employees’ performance. Therefore, the practical implication is that in Weights and Measures Agency in Tanzania training, promotion and compensation should be provided to increases employee’s performance. In addition, training, promotion and compensation found with positive and significant association on contributing employees’ performance. Therefore, the practical implication is that these variables (training, promotion and compensation) should both be employed on enhancing employee’s performance in Weights and Measures Agency in Tanzania.  From these findings this study is important to researcher and academicians. They can learn and apply result in this study. Specifically, they will gain knowledge in section such as data collection instrument, validity and reliability, selection of variables and sampling procedure which may enlighten researchers in the methodological aspects. 
5.4 Recommendations
5.4.1 The Contribution of Career Training and on Employees Performance

These findings confirm that perceived career training has significant contribution on employee’s performance in Weights and Measures Agency in Tanzania.  The study recommended that employees in WMA should be trained for increasing their capability in terms of skills and knowledge.  Managements in Weights and Measures Agency in Tanzania should consider training as continuous process for capacitating employees to enhance their performance. 
5.4.2 The Contribution of Perceived Career Promotion on EP 
Findings revealed that there is significant relationship between promotion and employee’s performance in Weights and Measures Agency. The study recommends that career promotions should be encouraged to enhance employee’s performance in Weights and Measures Agency in Tanzania.  Managements in Weights and Measures Agency in Tanzania should increase career promotions for better result in the organization.
5.4.3 The Contribution of Career Compensation on Employees Performance 

It was found that perceived career compensation had significant contribution on employee’s performance in Weights and Measures Agency in Tanzania. This means that compensating employees in Weights and Measures Agency in Tanzania increased their performance, thus the study recommended that employees should be compensated to increase their performance. 

5.4.4 Association between Training, Promotion and Compensation 

This study analysed the association between perceived career training, promotion and compensation towards employee’s performance in Weights and Measures Agency in Tanzania.   Findings revealed that the association between perceived career training, promotion and compensation towards employee’s performance in Weights and Measures Agency in Tanzania was positive and significant. Therefore managements should use career training, promotion and compensation simultaneously to increase employee’s performance in Weights and Measures Agency in Tanzania.
5.4 Recommendations for Future Research

This study was done in Weights and Measures Agency in eight regions in Tanzania, 

others can conduct by looking at remaining regions. Likewise, this study was employed only in Weights and Measures Agency in Tanzania, other studies can be conducted by involving other institutions apart from in Weights and Measures Agency. Furthermore, this study did not use intervening variables other studies can be conducted by involving intervening variables.  
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APPENDICES

Appendix 1:
Survey Questionnaire on career developments on employee’s performance in Weight and measures agency in Tanzania

Dear respondent, this survey aims at contribution of career developments on employee’s performance in Weights and Measures Agency in Tanzania. You are kindly requested to respond to the questions by describing your perception using factors provided. The all collected data given will be strictly confidential and only utilized for academic purpose at the Open University of Tanzania. 

SECTION A: General Information

Please put an appropriate answer by filling and ticking the correct answer

	1. Your Age?

( 20-29 years

(30 – 39 years

( 40 – 49 years             

( 50 – 60 years 
	2. Highest education attained?

( Primary Education   

( Ordinary level Secondary Education 

( High level Secondary Education 

(Non-Degree Education – Diploma level/Certificate 

( Bachelor Degree 

( Post graduate education               

	3. Occupation…………………………………………………
	

	4. What is your gender?

( Male                   ( Female
	5. Region......................

	6. Experience in the This agency?

(1-5 years

( 6 – 10 years 

(11-15 years 

( 16 – 20 years 

(Above 20 years
	7. Experience in the current region

(1-5 years

( 6 – 10 years 

(11-15 years 

( 16 – 20 years 

(Above 20 years


SECTION B: 
Contribution of Perceived Career Developments on Employees Performance on WMA in Tanzania

i)Perception Career Developments

On the following statements you are requested to indicate by circling an appropriate answer based on your level of disagreement or agreement the statements listed below. The rating scale range from 1-5 where 1 = strongly disagree (SD), 2 = disagree (DA), 3 = neutral (N), 4 = agree (A) and 5 = strongly agree (SA)

	CODE
	Items
	SD
	D
	N
	A
	SA

	
	Career training 
	
	
	
	
	

	CT1
	On job and off job training to staff is encouraged 
	1
	2
	3
	4
	5

	CT2
	Training is given through workshop
	1
	2
	3
	4
	5

	CT3
	There is coaching and mentoring 
	1
	2
	3
	4
	5

	CT4
	Training is given through seminars
	1
	2
	3
	4
	5

	
	Career promotion
	
	
	
	
	

	CP1
	Agency promote staff after attaining higher education
	1
	2
	3
	4
	5

	CP2
	Staff are valued, recognized and respected after attaining higher education
	1
	2
	3
	4
	5

	CP3
	Promotion is done immediately after accomplishing higher education
	1
	2
	3
	4
	5

	CP4
	Power and responsibility are provided to staff after promotion
	1
	2
	3
	4
	5

	
	Career compensation/remuneration
	
	
	
	
	

	CC1
	Remunerations are increased to staff immediately after promotion
	1
	2
	3
	4
	5

	CC2
	Staff are provided with other allowances such as housing, communication etc. after promotion
	1
	2
	3
	4
	5

	CC3
	Staff is provided with other rewards after promotion eg. appreciation, recognition etc.
	1
	2
	3
	4
	5

	
	Employees Performance
	
	
	
	
	

	EP1
	I tolerate temporary stress at work eg angry boss
	1
	2
	3
	4
	5

	EP2
	I late at work to finish a task without demanding pay
	1
	2
	3
	4
	5

	EP3
	I help co-workers to accomplish a task
	1
	2
	3
	4
	5

	EP4
	I perform with innovation and creativity
	1
	2
	3
	4
	5

	EP5
	I feel responsible to provide good customers services
	1
	2
	3
	4
	5

	EP6
	I feel accountable for success of weight and measure agency
	1
	2
	3
	4
	5


Appendix 2. Sample Size from a given Populations
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	N
	S
	N
	S
	N
	S
	N
	S
	N
	S

	10
	10
	100
	80
	280
	162
	800
	260
	2800
	338

	15
	14
	110
	86
	290
	165
	850
	265
	3000
	341

	20
	19
	120
	92
	300
	169
	900
	269
	3500
	246

	25
	24
	130
	97
	320
	175
	950
	274
	4000
	351

	30
	28
	140
	103
	340
	181
	1000
	278
	4500
	351

	35
	32
	150
	108
	360
	186
	1100
	285
	5000
	357

	40
	36
	160
	113
	380
	181
	1200
	291
	6000
	361

	45
	40
	180
	118
	400
	196
	1300
	297
	7000
	364

	50
	44
	190
	123
	420
	201
	1400
	302
	8000
	367

	55
	48
	200
	127
	440
	205
	1500
	306
	9000
	368

	60
	52
	210
	132
	460
	210
	1600
	310
	10000
	373

	65
	56
	220
	136
	480
	214
	1700
	313
	15000
	375

	70
	59
	230
	140
	500
	217
	1800
	317
	20000
	377

	75
	63
	240
	144
	550
	225
	1900
	320
	30000
	379

	80
	66
	250
	148
	600
	234
	2000
	322
	40000
	380

	85
	70
	260
	152
	650
	242
	2200
	327
	50000
	381

	90
	73
	270
	155
	700
	248
	2400
	331
	75000
	382

	95
	76
	270
	159
	750
	256
	2600
	335
	100000
	384


Note:
“N” is population size


“S” is sample size.

Source: Krejcie and Morgan (1970)

Appendix 3: Range of Cronbach's coefficient
	Reliability
	Range

	Unreliable
	α≤ 0.30

	Barely reliable
	0.30 < α ≤ 0.40

	Slight reliable
	0.40 < α ≤ 0.50

	Reliable (most common range)
	0.50 < α ≤ 0.70

	Very reliable
	 0.70 < α ≤ 0.90

	String reliable
	α > 0.90


Wu et al (2012) 
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