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ABSTRACT

This study sought to assess the effect of rewards on job satisfaction among police
officers in Arusha City. The study was guided by three objectives: to determine
effect of salary on job satisfaction among police officers in Arusha City, to assess
effect of promotions on job satisfaction among police officers in Arusha City and to
determine the effect of employee benefits on job satisfaction among police in
Arusha City. The study applied quantitative approach which involved descriptive
case study design. The study used 194 sample obtained from a population of 500
police officers working at Arusha Central. Simple random sampling was applied.
Structured questionnaires were used to collect data. Descriptive statistics, correlation
and multiple linear regression were used to analyses data. The study found that
salary is statistiscally postively and significantly related to police officers job
satisfaction. Promotion is statistiscally postively and significantly related to police
officers job satisfaction and lastly the study found that benefit is is statistiscally
postively and significantly related to police officers job satisfaction. The study
recommends that the ministry of home affairs in Tanzania should improve on
financial compensation and increase employee salary in order to boost police officers
job satisfaction and enhance performance of police officers. Promotion opportunity
should be carried out objectively, and offered to competent police officers at the right
time as that can improve job satisfaction in the work place and lastly the Ministry of
Home affairs in Tanzania and Police management should  review the welfare
packages types and rates for the police members of staffs, to increase their level of
motivation and job satisfaction.

Key words: Rewards, Salary, Promotion, Benefits and Job satisfaction
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CHAPTER ONE

INTRODUCTION

1.1 Overview
This chapter consists of the background of the research problem, statement of the
problem, general and specific objectives, research questions, the scope of the study,

limitation of the study, the significance of the study, and organization of the study.

1.2 Background to the study

The general objective of Human Resource Management is to ensure that
organizations are able to achieve their goals through utilization of efforts, knowledge
and skills of employees (Mishra, Shukla, & Sujatha, 2021). Hence, organizational
effectiveness depends on presence of highly motivated and satisfied employee. Job
satisfaction is an important determinant for influencing employees’ behavior at work.
It helps to influence employee productivity while keeping employees engaged and
motivated (Collings, Wood, & Szamosi, 2018).

Police constitute fundamental public employee in public sector organizations. The
International Labour Organization (ILO) categorizes Police Force as an essential
service on which life and properties of the public depend on (ILO, 2019). Police
officers perform security function, which involves protection of life and properties of
individuals and organizations from potential threats such as theft and violence
(Andvig & Fjeldstad, 2008). Police are expected to discharge their functions in a
professional manner without discriminating and favoring people on basis their social,

political and economic status in the society (Tanzania Police, 2015).



Job satisfaction in police force can be achieved if police officers are adequately
compensated and satisfied with their jobs (Lokesh, Patra, & Venkatesan, 2016). This
is because police officers work under occupational hazards such physical hazards,
accident hazards, chemical hazards, biological hazards and psychological trauma.
These hazards are encountered when police officers discharge assigned duties such
as chasing and arresting alleged criminals, directing traffic, investigating cases and
patrolling (ILO, 2000).

Despite their importance in promoting security, Police Force across the world face
myriad of job related challenges. Police understaffing is a global challenge. In 2006,
the United Nations Survey on Crime Trends and Operation of Criminal Justice
Systems (UN-CTS) recommended a ratio of 300 police officers per every 100,000
people (United Nations Office of Drugs and Crime, 2010). On the contrary, in 2008
the average number of armed personnel per people served was 458: 100,000. In 2018
the average number of armed personnel per people served was 396:100,000 (Institute
for Economics and Peace, 2019). This challenge also affects several countries in the
world. For instance, in Canada every 185 police officers serve every 100,000 people.
This implies that 1 police officer serves every 541 people. This crisis of understaffed
Police Force is coupled with long working hours and inadequacy of resources as
many young people are not interested to join Police because of difficult in climbing
the ladder to higher ranks in promotions (D'amore, 2019).

Similarly African countries face shortage of police officers to effectively combat
crimes (Owoeye, 2020). In South Africa’s excessive crime rate is attributed to among
other factors including shortage of police officers in the streets (Independent Online,

2019). Apart from the problem of shortage of personnel, police in African countries



also experience occupational stress because of being not promoted accrdingly. A
study by Jonyo (2015) shown that police officers in Kenya experience occupational
distress which result from heaving workload, poor housing arrangements, lack of
fairness in promotions, negative attitude from the society, frequent transfers, poor
remuneration and long working hours. As a result police officers engage in
mulpractices. This paper will focus on the effect of promotion towards police

performance.

Furthermore, currently the world is facing the challenge of the global pandemic of
COVID 19 which has not only expose police officers to the risk of severe sickness
and death but also has provided potential lope holes for domestic based crimes such
as child abuse and gender based violence (Interpol, 2020). Such life threatening
working conditions result to negative consequences. Police officers in several
countries experience mental health problems leading to suicide tendencies. In 2018, 8
police officers in Ontario, Canada committed suicide (D'amore, 2019). In United
States, reports indicate that number of police officers who committed suicide exceed
those who died in duty in 2019. Statistics show that while 228 police officers
committed suicide, 132 died in duty in the year. This problem is attributed to
working long hours in combating severe crimes (Davis, 2019). Consequently, police
officers opt to leave Police Force for more rewarding and balanced careers (D'amore,
2019). Similarly, in Tanzania police officers perform their work under severe
conditions. There is a challenge of understaffing. In 2013 the Deputy Minister of
Home Affairs indicated that the country had a ratio of 1 police officer per 1,150

people which is contrary to the international standard of 1 police officer per 300



people (Mateja, 2014). Other challenges include inadequate equipment and
insufficient training to perform their tasks effectively. For instance, a study by
Lukumay et al. (2019) indicates that traffic police officers in Tanzania work under
shortage of resources to deal with road accidents. Moreover, another study by Mateja
(2014) indicates Tanzanian Police Officers face myriad of challenges in prevention
of crimes. Such challenges include insufficient budget, shortage of resources, and
unfair treatment from other police officers, low salaries, poor working and living
conditions, poor performance appraisal systems, unfair promotion and biased
employee selection methods.

Consequently, police officers in various countries experience job dissatisfaction. For
instance, Miller et al.(2009)have shown that police officers in USA have reported
lowest level of job satisfaction. Similarly, a study by Sadiq (2022) has shown that
police officers in Pakistan have experienced job stress and dissatisfaction during
COVID-19 pandemic.

Similarly, in a study by Lukosi (2015) has shown that police officers in Tanzania
experience the problem of job dissatisfaction. Similarly, Mkenga (2020) has shown
that police officers are dissatisfied about salaries and working conditions. As a result,
they tend to engage in misconduct practices such as corruption, abuse of due process
and favoritism (Common Wealth Human Rights Initative, 2006). Police Department
has been ranked as one of the most corrupt public service in Tanzania (US
Department of State, 2013; Transparency International, 2013; Transparency
International, 2019). Apart from corruption police officers tend to engage in practices
such as partial absenteeism by leaving work before the required time, poor

performance, frequent complaining about the job, quitting the job and low level of



commitment (Lukosi, 2015). More importantly, police officers in Arusha have
expressed their dissatisfactions towards working conditions which cause others to
quit (Nkwame, 2008). Moreover, junior police officers in the region live under poor
housing conditions while in actual fact they play a big role in accomplishing police
operations (Omar, 2018). These data suggest that junior police officers in Tanzania
in general and Arusha region in particular work under dissatisfactory working
conditions which do not only undermine motivation but also influence professional
malpractices. Hence, there is a need to conduct a study to identify determinants of

job satisfaction among traffic police officers in Arusha.

1.3 Statement of the Problem

Police constitute fundamental public employees in public sector organizations. Police
officers provide essential services whose life and property of the public depend on
(ILO, 2019). Despite their importance, police officers in different regions of
Tanzania including Arusha experience job dissatisfaction work under insufficient
resources, low salaries, poor working condition while living in poor housing
(Nkwame, 2008; Mateja, 2014; Omar, 2018). As a result police officers engage in
unprofessional malpractices such as corruption, faviouratism and obstruction of
justice (US Department of State, 2013; Transparency International, 2013;
Transparency International, 2019). This trend raises a question on whether or not
junior police officers are satisfied with terms and conditions of employment.
Therefore, there is a need for empirical inquiry to determine factors influencing job
satisfaction among police officers. Previous studies by Lukosi (2015), Mkele (2016)

and Lukumay et al. (2019) investigated human resource management in police force



in Tanzania. However, none of the studies analyzed determinants of job satisfaction.
Hence, this study sought to fill the gap by identifying determinants of job satisfaction

among junior police officers particularly in Arusha City.

1.4 Objectives of the Study
The main objective of this study was to assess the influence of monetary rewards on

job satisfaction among traffic police officers in Arusha City four specific objectives
were achieved.
i.  To determine effect of salary on job satisfaction among traffic police officers
in Arusha City.
ii. To assess effect of promotions on job satisfaction among traffic police
officers in Arusha City.
iii.  To determine the effect of employee benefits on job satisfaction among traffic

police in Arusha City.

1.5 Research Questions

This study has answered four research questions.

i.  What is the effect of salary on job satisfaction among traffic police officers in
Arusha City?

ii.  What is the effect of promotions on job satisfaction among traffic police
officers in Arusha City?

iii.  What is the effect of employee benefits on job satisfaction among traffic

police in Arusha City?



1.6 Significance of the Study

The study is beneficial to police department of Arusha City and the ministry
responsible for managing human resources in Police Force Tanzania. The police
department on Arusha City will gain understanding about factors which are
necessary to motivate junior police officers to work effectively. Moreover, the
Ministry responsible will gain understanding about human resource needs of police
department in Arusha. Consequently, the ministry can use findings of this study to
improve working conditions for junior police officers.

Secondly, the study findings also provide significance contribution to the literature of
Human Resource Management in Tanzanian public service. As stated earlier,
previous studies by Lukosi (2015), Mkele (2016) and Lukumay et al.(2019)
investigated human resource management in police force in Tanzania. However,
none of the studies identified determinants of job satisfaction. Hence, this study will
add new knowledge by identifying determinants of job satisfaction among junior

police officers in Arusha City.

1.7 Organization of the Dissertation

This proposal was organized in five chapters. Chapter one presents introduction to
the study. The chapter includes background to the study, statement of the research
problem, research objectives, research questions and significance of the study.
Chapter two presents literature review. The chapter includes conceptual definitions,
critical review of supporting theories, empirical analysis of relevant studies,
identification of research gaps, description of variables and statement of hypothesis.

Chapter three presents research methodology. The chapter includes research strategy,



study population, description of study area, sampling design, and variables
measurement procedures, methods of data collection and data processing and
analysis.

Chapter four is about presentation and discussion of findings while chapter five is

about summary of findings, conclusions and recommendations.



CHAPTER TWO
LITERATURE REVIEW
2.1 Overview
This chapter presents literature review. The chapter includes conceptual definitions,
critical review of supporting theories, empirical analysis of relevant studies,

identification of research gaps, description of variables and statement of hypothesis.

2.2 Conceptual Definitions
This study was based on the concept of job satisfaction, monetary rewards and

working environment.

2.2.1 Monetary Rewards

Monetary rewards include pay, bonuses, and health insurance, allowance, pension
and transportation facilities. A bonus is an additional compensation which is given to
an employee as a motivation after either meeting or exceeding performance targets
(Zaraket & Saber, 2017). Pension is an income which is paid to employee after
retirement (Zaraket & Saber, 2017). Monetary rewards are powerful mechanisms for
motivation of employees in performing jobs (Aguinis, Joo, & Gottfredson, 2013).

Moreover, monetary rewards influence job satisfaction (Wagas & Saleem, 2014).

2.2.2 Salary
Salary is a form of remuneration which is paid to employees in exchange for labour
power rendered to an organization. Salary is paid in fixed intervals of monthly

payments. Such monthly payments represent one-twelfth of the annual salary
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(Agustiningsih et al., 2016). Salary has direct relationship on employee performance
and job satisfaction (Malik, Danish, & Munir, 2012). If employees feel that salary
paid is not sufficient, they tend to feel negative about the job. On the other hand if
employees percieve that salary paid is adquate, they tend to feel positive about the
job (Malik, Danish, & Munir, 2012). This means the higher the salary the higher the

job satisfaction (Naji, 2014).

2.2.3 Promotion

Promotion happens when an employee within an organization advances in terms of
position, pay, status, responsibilities and status. It involves improvement in job
position, status and prestige as well as increase in responsibilities and pay (Mahyudi
et al., 2019). Promotion is done in order to motivate employees for higher
performance, increase job satisfaction, attract and retain competent employees,
recognize and reward efforts of employees, fill up vacancies from within an

organization, promote interests in training and development (Malik et al., 2012).

2.2.4 Employee Benefits

Employee benefits play an increasingly important role in the lives of employees and
their families and have a significant influence on job satisfaction, employee
performance and organizational performance in general. Employee benefits include
health insurance, pension benefits, unemployment insurance, workers’ compensation,
maternity allowance, and disability insurance (Hina, Zamir, & Nudrat, 2014).
Employee benefits are stimulators for job satisfaction. For instance, a survey

conducted by Employee Benefit Research Institute (EBRI) in United States of
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America (USA) has revealed that employers who offer benefits package are in a
more comptitive advantage of achieving job satisfaction and employee retention than

the employers who do not priortize benefits (EBRI, 2016).

2.2.5 The Concept of Job Satisfaction

The key concept of this study was job satisfaction. The concept of job satisfaction
has been widely defined in the literature of human resource management. According
to Azeem (2010), job satisfaction is a positive emotional state resulting from the
assessment of job experiences encountered by an employee. However, this definition

does not indicate the aspects of positive emotions.

Another definition is provided by Rabbanee, Yasmin, and Al Mamun (2012) who
have defined as an employee’s attitude resulting from balancing and synopsis of likes
and dislikes about the job. Job satisfaction is determined by factors such as job
position, pay, promotions, work environment and work relationships. This definition
is clearer than the previous because it mentions specific aspects for measuring job
satisfaction. Hence in this study job satisfaction will be measured using five
constructs. They include job position, pay, promotions, working environment and

work relationships.

2.3 Critical Review of Supporting Theories
This study was guided by three theories. They included hierarchy of human needs

theory, two factor theory and expectancy theory.
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2.3.1 Hierarchy of Human Needs Theory

The study was guided by hierarchy of needs theory developed by Abraham Maslow
is a published work titled A theory of human motivation (Maslow, 1943). The theory
assumes that human beings have wide range of needs which are arranged
hierarchically in five levels based on importance (Maslow, 1943). The first level
includes physiological or biological needs. These are needs which come first because
they are necessary for survival. Examples include food, water and air. After
satisfying physiological needs, the next level includes safety needs which are
important for human protection. Human beings need to be protected from danger and
threats.

The following level is composed of social or belonging needs. Human beings desire
to be loved socially acceptance by peers and colleagues. Next to belonging needs are
esteem needs which are related to self-respect and desire to be respected, recognized
and appreciated by others. The last and highest level of needs constitutes self-
actualization needs which in which human beings aspire to realize individual’s
potential, self-development and creativity (Mosley, Mosley & Pietri, 2015).

The theory has received criticism from various scholars. King-Hill (2015) asserts that
while all human beings have needs, achievement of such needs varies across age
groups, societies and individuals. For instance, King-Hill (2015) provide differences
between collective and indivialized societies. The theory of hierarchy of human
needs is more applicable in individualized societies where individuals have liberty to
determine their priorities and life choices. However, the theory may not be relevance

in African societies were collective needs surpass individual needs.
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Despite such criticism the hierarchy of human needs theory was relevant in analysis
of job satisfaction. For instance, Stawasz (2019) applied Maslow’s hierarchy of
needs theory to assess job satisfaction at the Cardinal Tien Hospital. Hence, this
study applied the hierarchy of human needs theory to assess effects of benefits on job
satisfaction. As it is asserted by Masalow (1943) physiological and security needs are
the most important needs that motivate human beings. Provision of employee
benefits help to achieve physiological and security needs and hence influencing job

satisfaction.

2.3.2 Two-Factor Theory

The second theory used in this study was two-factor theory of motivation. The theory
was developed by Frederick Herzberg who conducted a research using a sample size
of 200 respondents including accountants and engineers, to explore determinants of
job satisfaction and motivation. The study found that employees are motivated by
two sets of factors which include motivation factors and hygiene factors. Factors
which cause job satisfaction are motivational factors such as work achievement,
promotions, recognition and responsibility. On the other hand, hygiene factors are
causes of employee dissatisfaction. They included salary, supervisors, interpersonal
relations and working conditions (Frazier, 2005; Griffin, 2008). Therefore, based on
this theory determinants of job satisfaction included work achievement, promotions,

recognition and responsibility.
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2.3.3 Expectancy Theory

This study was also guided by expectancy theory developed by Vroom in 1964. It
asserts that performance of an individual is motivated by three components including
expectancy, instrumentality and valence. Expectancy is based on the assumption that
efforts directed in performing certain action are expected to attain expected results.
Instrumentality is built by the assumption that an individual will receive rewards
where efforts meet performance expectations. Valence is the anticipation placed on
rewards of an outcome of performance. Individuals expect to earn rewards such as
salary raise, bonuses and promotions (Vroom , 1994). Expectancy theory is useful for
providing understanding of job satisfaction. Job satisfaction is the difference between
the performance produced by employees and rewards such as salary increase, bonus
and promotions. If the rewards reflect the work performed, employees tend to be
satisfied. However, if the rewards do not reflect the work performed, employees tend
to be dissatisfied. Expectancy theory was applied to assess the level of job
satisfaction.

Hence this study applied expectancy theory to assess the effects of promotions on job
satisfaction. Employees expect to grow in the organization. One of the areas of
employee growth and development is promotions. Employees are likely to be
satisfied with their jobs when they receive promotions on the prescribed time. When
employees have worked for a long time in organization without promotions, they

tend to feel stagnant and stuck. The perception lowers job satisfaction.
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2.4 Empirical Analysis of Relevant Studies
This section presents an empirical review related to the proposed study. The review

was done according to research objectives.

2.4.1 Effects of Salaries on Job Satisfaction
The first objective of the study was to analyze the influence of monetary factors on
job satisfaction among police officers in Arusha City. This sub-section presents

empirical studies which have shown monetary factors influencing job satisfaction.

2.4.1.1 Studies at the Global Level

Studies done at the global level have shown the significance of monetary factors on
job satisfaction. According to 2017 report on trends in global employee engagement,
pay fairness of a major factor for influencing employee engagement (Aon Hewitt,
2017). These findings entail that fairly paid employees are satisfied employees.
Satisfied employees are likely to actively engage in efforts towards achievement of

organization’s goals.

Another survey by Glassdoor Economic Research (2015) has shown that 50% of the
respondents who earn more than $120,000 per year stated that were satisfied with
their job. On the contrary 15% of respondents who earn more than $30,000 per year
indicated they were not satisfied with their job. This study therefore concluded that
there is significance association between high pay and job satisfaction among

employees.

One limitation of the studies by Aon Hewitt, (2017) and Glassdoor Economic

Research, (2015) is that they did not specify professional backgrounds of the
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respondents. Hence the findings of the study are not adequate to generalize to
specific professional contexts. Hence there is a need to conduct further studies on
influence of monetary factors on job satisfaction in specific professions such as

police force.

2.4.1.2 Studies Done in Africa

A study by Oni-Ojo, Salau, Dirisu and Waribo (2015) assessed the attitude of
workers towards incentive and job satisfaction among manufacturing industry in
Ikeja and Victoria Island in Lagos in Nigeria. The study used a sample size of 127
respondents and collected data using closed ended questionnaire. Data was analyzed
using descriptive statistics and Pearson correlation. The study found that monetary
incentives such as salary, bonuses and other entitled benefits are important for
improving employee performance, influencing employee motivation and job
satisfaction. In terms of strengths, this study has provided important insight on
monetary factors which influence job satisfaction. These findings will guide
formulation of questionnaire instrument as well as discussion of findings. Another
merit of this study is found in data analysis methods. The use of descriptive statistics
(especially arithmetic mean) has helped to researchers to describe monetary factors
for job satisfaction. The use of Pearson correlation has helped to establish statistical
correlation between monetary incentives and job satisfaction. The study by Oni-Ojo
et al. (2015) has one shortcoming. It has indicated the population from which the

sample size of 127 respondents was drawn.
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A study by Tembur (2017) investigated factors affecting job performance in national
police service in Nairobi county in Kenya. The study stated to have employed a
sample size of 80 respondents who were selected from the population of 300 police
officers, and collected data using questionnaire and interview. Data was analyzed
using descriptive statistics including frequencies and percengates. The study found
that compensation influenced job satisfaction. However the study did not identify

compensation attributes that influence job satisfaction.

This review has noted two shortcomings from the study by Tembur (2017). First of
all, there is a mismatch between the sample size stated in the methodology and the
actual sample size presented in the findings section. While the study claimed to
selected a sample size of 80 respondents, the findings section indicates a sample size
of 100 respondents. The study found that compensation influence job satisfaction
among police officers in Nairobi county. The second weakness of this study is that it
did not present analysis and discussion of findings for interview data. Hence, this
study has methodology shortfalls which can be addressed by conducting further

studies on job satisfaction among police officers.

2.4.1.3 Studies Done in Tanzania

In Tanzania, studies have attempted to investigate the impact of monetary factors in
job satisfaction. Mwengu(2015) investigated the impact of rewards on performance
of police officers in Kondoa District. The study involved a sample size of 33
respondents drawn from the population of 97 police officers working in Kondoa

District. The study collected data using questionnaire and analyzed data using
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frequencies and percentages. The study found that rewards such as salary, bonuses
and allowances are important for job satisfaction, which in turn positively influence
performance of police officers. This review has noted one shortcoming from the
study by Mwengu (2015). The study did not use appropriate data analysis methods. It
aimed at investigating the effects of reward on performance. By nature, this study
demanded correlational data analysis tools such as Pearson Correlation Coeffiecient
or Regression Analysis. On the contrary the study only used frequencies and
percentages which did provide statistical analysis on the extent to which rewards

affect performance.

In similar vein, Sikunala(2016) conducted an empirical analysis of employee
perception on motivation mechanism among police force in Katavi. The study
involved a sample size of 34 respondents and collected data using both questionnaire
and interviews. The study revealed that salary was a major factor which affect job
satisfaction among police officers. The study also revealed that improvement of
salaries and allowances will result to increased job satisfaction and improvement of
performance. This review acknowledges that the study by Sikunala (2016) have
provided an important contribution towards understanding monetary factors which
influence job satisfaction among police officer. However, the study has one shortfall.
While the research stated to have used both questionnaire and interviews to collect
data, the findings for interview data were not presented. Hence, the study has a

mistmach between the stated and actual data collection methods.

Another study is the study by Nyamubi, (2017) who investigated determinants of

job satisfaction among teachers in government schools in Kilimanjaro and Lindi
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regions. The study collected data using Focus Group Discussions (FGDs). The study
found that teachers stated to be satisfied with monetary incentives such as adquate
salaries, transfer and leave allowances. The study has provided important insights on
monetary factors that influence job satisfaction. Howevr, the study by Nyamubi
(2017) has not shown the sample size of the respondents involved in the FGDs.
Hence, the sampling procedures are questionnable. Moreover, the study findings do
not reflect all responses from FDGs because covergence and divergence patterns of

responses are not shown.

On the contrary to the above, other studies done in Tanzania have reported
contrasting results. For instance a study by A study by Mpembeni, et al. (2015)
assessed motivation and satisfaction among these Community Health Workers
(CHWSs) in Morogoro region. The study found that CHWs are not motivated by
monetary incentives because they seek to serve community. They are rather
motivated by working conditions. This study has provided an important insight that

employees are not always motivated by monetary factors.

2.4.2 Effects of Promotions on Job Satisfaction
The second objective of this study was to assess the effects of promotions on job

satisfaction.

2.4.2.1 Global Context
At the global level, studies done in various countries have investigated the effects of
promotions on job satisfaction. Malik et al. (2012) assessed the impact of pay and

promotions on job satisfaction among higher education institutions in Pakistan. The
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study applied non-random sampling and stratified sampling to select 200 respondens.
Data were collected by using questionnaires. Analysis of data was done through
regression. The study findings indicate that promotion has significance on job
satisfaction. The study by Malik et al. (2012) has methodological weaknesses. The
first weakness is observed in sampling. While the study asserted that stratified
sampling was used in selection of respondents, the researchers have not shown the
starta from which respondents were selected. Secondly, Malik et al. (2012) have not
indicated the population from which 200 respondents were selected.

Another study by Razak, Sarpan and Ramlan (2018) assessed the influence of
promotions on job satisfaction in Makassar in Indonesia. The study employed cross-
section design. Data were collected using interviews, observations, questionnaire and
secondary sources. Findings from hypothesis testing have shown that promotion has
positive influence on job satisfaction.

The study by Razak, Sarpan and Ramlan (2018) has methodological flaws. First, the
researchers have not shown findings for data collected from interviews, observations
and secondary sources. Secondly, the researchers have not shown the population

from which the sample size was selected.

2.4.2.2 Africant context Review

Garba and Idriss ( 2021) studied on the efects of promotion on job satisfaction in
tertiary institutions in Sokoto State, Nigeria. Non-probability random sampling
technique and multiple regression analysis were applied and 205 questionnaires were
administered to the sample respondents to collect data for the study, the

questionnaire was structured based on 5-points Likert scale. A purposive selection of
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two tertiary institutions was made, one federal institution and one state institution.
Result shows that promotion has positive influence on job satisfaction and
organizational goal attainment. The study recommends that promotion opportunity
should be carried out objectively and offered to competent staff at the right time as
that can improve job satisfaction in the work place

Kelechi, (2018) studied on the effect of recognition and promotion on employees’
job satisfaction of Selected Outsourced Service Providers in Jos, Plateau State,
Nigeria.

This research sought to examine the effect between recognition and promotion on
employees' job satisfaction of selected outsourced service providers in Jos Plateau
State. A survey research design was adopted. The population of the study was 541
employees which consisted of all the employees of the five (5) selected outsourced
service providers in Jos, Plateau State. The sampling technique used was census. A
total of 541 copies of the questionnaire were distributed; out of which a total number
of 448 (82%) were properly filled and returned. Data was analyzed using simple
linear regression analysis and Pearson product moment correlation test the
relationship between recognition, promotion and job satisfaction. The findings of this
study revealed that Recognition (R 2 = 0.558, p<0.05) and Promotion (R 2 = 0.683,
p<0.05) have positive significant effect on employees' job satisfaction of selected
outsourced service providers in Jos, Plateau State.The study concluded that
recognition and promotion factors had a significant positive effect on employees' job
satisfaction of the outsourced service providers in Jos, Plateau State. It is therefore

recommended, that management of these outsourced companies improve on
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recognition and promotion in order to reduce the level of dissatisfaction among

employees.

2.4.2.3 Tanzania Context Review

Saria, (2019) studied on the role of compensation on job satisfaction: a case study
of Tanzania breweries limited in Dar es Salaam, Tanzania. This study aimed at
investigating the role of compensation on job satisfaction. The case of Tanzania
Breweries Limited, Dar-es salaam. The sample of the study comprised of 164
respondents from two categories of employees; management and non-managerial.
The case study research design was used in this study. Interview method, questioners
and documentary review were use in data collection. The study revealed that

compensation had influence on job satisfaction at TBL.

2.4.3 Effect of employees benefit on police officers job satisfaction in Arussha
The effect of employees benefit on police officers job satisfaction was also reviewed
based on global or world wide review, african context review and tanzania context

review.

2.4.3.1 World Wide Context Review

White, Kyle, & Schafer (2022) studied on Police officers’ job satisfaction in USA.
They examined front-line police officers’ job satisfaction in mid-sized municipal
departments in the Midwestern United States. They 2019 cross-sectional survey of
seven police departments (N = 234) to examine the relationships between officers’

job satisfaction and their public service motivations (PSM), perceptions of person-
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environment fit with three referent groups — top managers, supervisors, and
coworkers — and their perceptions of self-legitimacy. The results suggest that
organizational fit with top managers, PSM, and officers’ self-legitimacy are all
positively related to job satisfaction, explaining nearly half of the variance in the
sample. Using multiple regression models, we explore the potential mediating effects
of fit on PSM but find little support for this proposition. Among individual-level
control variables that were assessed, only tenure was significantly (negatively)

related to job satisfaction.

2.4.3.2 African Context Review
Gau, (2019) studied on Assessment of the Sources of Police Job Satisfaction in USA.

The study adds to this burgeoning area of research by assessing the role of internal
and external dimensions of the work environment, as well as views of fairness and
effectiveness, on the job satisfaction of police officers. Based on survey data from a
midsized municipal police department in Florida, the multivariate analysis reveals a
number of successful predictors of job satisfaction, especially for those officers with
a street-level assignment. A second analysis, based on qualitative coding of open-
ended survey questions, finds differences in positive and negative features of the
occupation across varying levels of satisfied and dissatisfied respondents.
Implications of these findings for police practitioners and researchers are discussed

Ndolo (2020) studied on the Effect of Compensation on Performance of Kenya
Police Officers. This study was based on descriptive research design. Simple
random sampling technique was deployed and the sample was determined to be 283

employees of the National Police Service in Nairobi. The study relied on primary
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data which was gathered using a closed ended questionnaire. The study used both
descriptive statistics and inferential statistics whereby descriptive statistics were used
to analyze frequencies, percentages, means and standard deviations. Inferential
statistics on the other hand were used to analyze correlation and regression analysis
to establish the relationship among the study variables. The findings revealed that
there is a significant relationship between salary and benefits and performance, r
(0.745); p-value < 0.01. The findings revealed that there is a significant
relationship between working environment and employee performance, r (0.875); p-
value < 0.01. The findings also revealed that 76.4% of variation in employee
performance is attributed by working environment. The findings revealed that there
is a significant relationship between growth v opportunities and employee
performance, r (0.842); p-value < 0.01.

Dachapalli (2016) studied on whether a relationship existed between the variables of
job satisfaction and organizational commitment within the South African police
services. Data were collected using questionnaires, administered to a sample of 103
respondents, received 71% response rate from a population of 140 employees and
used the simple random sampling technique. Data were analyzed using both
descriptive and inferential statistics. No statistically significant correlation was found
between the dimensions of job satisfaction and organizational commitment. The
ANOVA test showed a significant difference in normative commitment among the
age, home language and ethnic groups. The ANOVA test revealed significant
differences among the biographical variables and the job satisfaction dimensions.
The findings of this study indicated no relationship between job satisfaction and

organizational commitment
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2.4.3.3 Tanzania Context Review

Tindwa (2018) studied on the relationship between financial rewards and satisfaction
level of employees with respect to their salary and position and to examine the
importance of job satisfaction on employees. The data were collected through
questionnaire, analyzed by way of descriptive analysis as the questions were
distributed and analyzed through percentage. The study establish that financial
rewards has a very big role to play in a job satisfactions as well as financial rewards
within the force is not good, The research recommends that satisfaction of employees
is essential in improving employees’ work performance. Ability to perform is not
enough for effective performance. Employees have to satisfy their need for them to

realise their maximum potential.

2.5 ldentification of Research Gaps

As stated earlier, previous studies by Lukosi (2015), Sikunala (2016), Mkele (2016)
and Lukumay et al. (2019) investigated human resource management in police force
in Tanzania. However, none of the studies provided a comprehensive analysis on
determinants of job satisfaction among police officers. Lukosi (2015) analyzed the
effects of job satisfaction on performance of police officers at police headquaters in
Tanzania.The study found that working envronment influnce performance and job
satisfaction. However, the study focused on one factor for job satisfaction. Hence,
there is a need to do further studies to determine not only environmental factors also

monetary factors influencing job satisfaction.

In similar vein, Sikunala (2016) conducted an empirical analysis of employee

perception on motivation mechanism among police force in Katavi. The study
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revealed that salary was a major factor which affect job satisfaction among police
officers. However the study only pointed monetary factors influencing job

satisfaction. Hence, it has left a gap on monetary factors influencing job satisfaction.

A study by Mkele (2016) analyzed factors contributing to labor turn-over in
Tanzania Police Force in Morogoro. While the study revealed that labour turn-over is
attributed to unsatisfactory compensation and work environment, this study focused
in Morogoro region. Hence the findings cannot be generalized to other regions such
as Arusha. A study by Lukumay et al.(2019) investigated experiences of police
traffic officers in Dar es Salaam. The study found that police officers work under
scarcity of facilities and resources which lower motivation. This study only provides
insights into possible environmental factors that can influence job satisfaction.
Moreover the study only focused on Dar es Salaam region. Hence there is a need to

do further studies in other regions such as Arusha.

Therefore, on bases of the aforementioned knowledge gaps, the current study sought
to analyze factors influencing job satisfaction among police officers in Arusha City.
Unlike the previous studies, this study has expanded the knowledge by analyzing not

only monetary factors but also environmental factors influencing job satisfaction.
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2.6 Conceptual Framework

Independent variable Dependent Variable

JOB
SATISFACTION
AMONG POLICE

PROMOTION

EMPLOYEES
BENEFITS

Figure 2.1 Conceptual Framework
Source : Researcher (2022)

2.7 Characteristics of Variables
From the conceptual framework, the independent variables were developed based on

the theory of expectancy which asserts that employees anticipate receiving certain
rewards as a result of performing assigned duties. Such rewards can be in form of
salary raise, bonuses and promotions (Vroom, 1994). Hence the independent variable
on monetary factors (adequate salaries, timely allowance, timely promotions and
adequate budget for operations) was based on the assumption of the expectancy

theory.

Dependent variable will be job satisfaction. The facets of dependent variable were

adopted from the definitions provided by Rabbanee, Yasmin, and Al Mamun , (2012)
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and Beehr, et al., (2006) which both define job satisfaction in five facets including

work itself, supervision, coworkers, pay, and promotion opportunities.

2.8 Statement of Hypothesis
Hi; Salary has a positive relationship effect on job satisfaction
H.: Promotion has a positive relationship effect on job satisfaction

Hs: Benefit has a positive relationship effect on job satisfaction
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Overview

This chapter presents research methodology of the study. The chapter includes
research philosophy, research approach, sampling procedures, data collection, data

analysis and ethical considerations.

3.2 Research Philosophy

This study was based on positivism research philosophy which assumes that social
world is understood in an objective way. Positivism seeks to establish explanatory
association between variables and predict effects and outcomes. In ontology sense,
philosophy is based on the assumption that a single reality exists. Researcher is
required to remain objective and should not interact with research participants (Park,
Konge, & Artino Jr, 2020). Positivism philosophy assumes that data is generated
objectively through experiments, surveys. In order to ensure objective truth, data
should be analyzed using statistical, mathematical and laboratory experiments (Park,
Konge, & Artino Jr, 2020). Positivism philosophy was appropriate for this study
because it guided assessment of the effects of monetary rewards on job satisfaction
of traffic police officers in Arusha City. This was accomplished through application

of statistical methods in testing hypothesis in order to generate the objective reality.

3.3 Research Approach
Positivism uses deductive approach which helps to test hypothesis and draw

inferences. Deductive approach focuses on identification of variables and
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measurement of variables through experimental methods and statistical analysis
(Park et al., 2020). Deductive approach uses qualitative research methods to generate
knowledge. Deductive approach is based on hypothesis testing using objective
methods. In this study deductive approach involved the use of random sampling to
select respondents, developing hypothesis, using structured questionnaires in data

collection and statistical procedures in data analysis.

3.4 Research Design

This study applied descriptive case study research design. Kothari (2004) informs
that descriptive research design allows a research to produce detailed understanding
of the research problem. Therefore, case study design has facilitated detailed
analysis of determinants of job satisfaction among traffic police officers in Arusha
City. Traffic police officers are selected as a case study because Despite traffic police
officers in different regions of Tanzania including Arusha engage in unprofessional
malpractices such as corruption, faviouratism and obstruction of justice (US
Department of State, 2013; Transparency International, 2013; Transparency
International, 2019). This tendency has raised question on whether or not traffic
police officers are satisfied with their terms and conditions of employment. Hence,
the proposed study endeavored to analyze determinants of job satisfaction among

police officers in Arusha City.

3.4.1 Area of Study
This study was conducted in Arusha City. Arusha City is located in Arusha Region.

Traffic police officers are selected as a case study because traffic police officers
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engage in unprofessional malpractices such as corruption, faviouratism and
obstruction of justice (US Department of State, 2013; Transparency International,
2013; Transparency International, 2019). Hence, this study has provided
understanding monetary rewards have significant effects on job satisfaction among

traffic police officers working in Arusha City.

3.4.2 Population and Sample Size

The study was based on the population of 500 police officers working at Arusha
Central Police.

A sample size of 222 respondents was derived using the formula of sample size

proposed by Israel(2009)

B N
"TIEN ()

Where n= sample size
N= Population which is 500 police officers at Arusha Central Police Station

e2= margin error which is 0.05 (5%)

500
n= -
1 + 500 (0.052)

n=22222

Therefore, the study involved a sample size of 222 respondents drawn from the
population of 500 police officers working at Arusha Central Police. However, only
194 respondents participated in this study. The remained 28 respondents declined

late to participate
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3. 4. 3 Sampling Procedures

Simple random sampling was used to select respondents in order to allow selection
of a representative sample. Moreover, probability sampling is unbiased. Hence, it
will help to create a sample size which is a precise representation of the actual
population (Thompson, 2012). Specifically, simple random sampling was used to
select respondents. According to Thompson (2012) simple random sampling allows
every element of the population to have an equal chance of being selected in a
research study. Simple random sampling will allow selection of respondents without

bias.

Simple random sampling was administered by using three procedures. First of all, a
sampling frame was created. The sampling frame included a list of 500 police
officers in Arusha City. Then table of random numbers was used to randomly select a

sample size 222 respondents from the population of 500 police officers.

3.4 Data Collection Methods

Questionnaire was used to collect data from sampled traffic police officers.
Questionnaire was preferred because they are not only easy to distribute to a larger
sample but also they guarantee anonymity of respondents and reduce researcher’s
bias on data (Mitchell and Jolley, 2012; Gratton and Jones, 2010). A self-
administered standardized questionnaire form was used to collect data. The
questionnaire was constructed by using 5 point Likert scale which will range from
Strongly Disagree, Disagree, Undecided, Agree and Strongly Agree.

The questionnaire instrument of this study was composed of four sections. The first

section included questions about demographic information of respondents such as
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gender, education level and year of service in police force. The second section
included questions about the first research question on the extent of job satisfaction
among traffic police officers. The third section included items for the second
research question on monetary factors influencing job satisfaction. The fourth section
will include items for the third research question on influence of working

environment on job satisfaction. The questionnaire form is appended in Appendix |.

3.5 Data Analysis

Data collected for research questions were analyzed by using both descriptive and
inferential statistics. Initially data were analyzed using mean to indicate the level of
agreement on monetary factors that affect job satisfaction. Afterwards, multiple
linear regression analysis was employed to test the level of significance influence of
salaries, promotions and employee benefits on job satisfaction. Regression analysis is
a statistical technique which is applied to investigate relationship between variables
which are represented by X and Y. Where independent variable stands for X,
dependent is represented by Y. Vairble X is termed as the predictor or regressor and
variable Y is termed as the response variable. Regression analysis can be in form of
either simple linear or multiple linear regression analysis. Simple linear regression
analysis tests a single regressor. Multiple regression analysis tests more than one
regressor (Montgomery, Peck, & Vining, 2012). Regression analysis is done by
hypothesis testing of probability to determine whether there is evidence to reject null
hypothesis (Ho). The probability is interpreted by the p-value (0.05) which shows the
level of statistical significance of the independent variable on dependent. If the p-

value is less than 0.05 the results are considered highly statistical significance. This
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means the null hypoth is rejected and the alternative hypothesis (H1) is confirmed
(Nahm, 2017). Simple linear regression analysis was used to test null hypothesis
which states there is no significance relationship between monetary rewards and job

satisfaction among police officers in Arusha City.

3.6 Regression Model

Y, = 3 + [3 SALARY + [3 PROM + [3 BENFT + o
Where;

Y = dependent variable representing Job satisfaction

B = salary, B,=promotion p; - benefits

R0 = is the independent variable's constant value. The regression coefficients of
independent variables of X in relation to Y are 31, 32 and R3

e = the error term in a statistical model is represented by the letter e. (residual). It
achieves statistical perfection by distinguishing between the theoretical value of the

model and the actual observed result. Kenton, Kenton, Kenton, Kenton, Kent (2019).

3.6.1 Testing Assumptions of MLR Model

A single dependent variable and two or more independent variables are used in a
multiple regression model. It's a statistical method for constructing a mathematical
relationship between two or more independent variables at the same time, and it's
calculated using the equation. It is based on the assumptions that the dependent and
independent variables are linear, that the data is Multicollinieality in nature, and that

autocorrelation is low. The researchers employed statistical tests such as the
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coefficient of multiple determinations (R?) and the F-test to verify the MLR model's
assumption. The R%as metric is used to assess a relationship's strength. By connecting
the dependent and independent variables, you can see if the data follows the linearity
assumption. It also reveals the model's actual characteristics.

The F-test is used in multiple regressions to measure the significance of partial
regression coefficients; it compares linear model fits by checking multiple models at
once. The explained sum of squares increases when an independent variable is added
to the regression equation after all other independent variables have been taken into
account, resulting in a rise in F-statistics in multiple regressions. The F-test is used to
determine whether or not the population size has a normal distribution. Because the
residual error is uniformly distributed, it should be in the range of zero to one.
According to the authors, statistical tests are especially important in ensuring the
validity of the model to be used in any study including multiple linear regressions
(Gujarat, 2004). He claimed that R values like r all are between 0 and 1, suggesting
that one fitted regression line explains 100% of the variation in the dependent
variable and that 0 means the model does not explain any of the variation between

the independent and dependent variables.

3.7 Data cleaning and processing
3.7.1 Pilot Study Results

To determine how familiar the scales were with the respondents, a pilot study was
required. There were 10 responses among Police officers, however they weren't
included in the study itself. Each of them received a questionnaire to complete. All

completed questionnaires were then examined and double-checked. Data were
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entered into SPSS and run to check early findings. Results indicated the instrument
was suitable. This occurred as a result of the scales being confirmed. Following the
pilot study, it was suggested that demographic data be shown last to increase the
likelihood that respondents would provide an accurate response before providing

biographical information.

3.7.2 Error Check

All information entered by survey respondents was reviewed for accuracy. Then, the
correctness of the data set and the questionnaires were cross-checked by a second
experienced individual to ensure that all data had been recorded correctly. Errors
were discovered and fixed. In order to identify entries outside the scale response
range, further descriptive statistics error checking was performed. For instance, the
dependent variable scale was JOBSAT which included 5 items, whereas the
independent variables SALARY had 6 items scale, PROM has 9 item scale and

BENFIT has 8 item scale

3.7.3 Missing Data
The missing data were located using SPSS Missing Value Analysis (MVA). Excel
was used to perform the imputation because the scales of the independent and

dependent variables were both less than 5%, which suggested random missing data.

3.8 Regression Assumptions
Ordinary Least Square (OLS) regression assumptions are typically taken into account

in a basic regression equation. The key presumptions were examined to ensure that
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the data met the requirements for analysis in order to meet the goals of the regression
analysis. Five underlying presumptions of the Ordinary Least Square were examined
(Green, 2008; Park, 2011). These include multicollinearity, homoscedasticity,

outlier, linearity, and normalcy.

3.8.1 Linearity Assumption

The relationship between the independent variables must be linear for regression to
occur. For each increment of the predictor, the mean value of the outcome variables
follows a straight line. Using P-P plots to determine where they fall along the

diagonal line, this assumption is verified.

3.8.2 Normality Assumption

The linear regression model presupposes a normally distributed distribution for the
regression residuals (differences between observed and predicted values). Checking
for normalcy is done using the histogram. The bell-shaped distribution of residuals,
with a mean near to 0 and an SD close to 1, should be seen, demonstrating a normal

distribution of residuals.

3.8.3 Outlier Assumption

Regression makes the assumption that residual values outside of the histogram's 3 are
outliers. Tabachnick and Fidell (2007), who contend that any number outside the
range of |3| constitutes an outlier, endorse this. Typically, outliers skew estimations
of parameters like mean. Outliers may also alter the sum squares in order to appear

outlier-like. Typically, sum squares are employed to calculate the standard error.
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Therefore, the standard error is probably also impacted if the sum square is biased.
Bias in the confidence interval. Once a problem is discovered, the case value must be

deleted.

3.8.4 Homoscedasticity Assumption

Regression makes the assumption that the error term's variance is consistent for all
values of the independent variables. To determine if points are evenly distributed
rectangularly across all values of the independent variables, one must plot the
standardized residuals (also known as scatter plots) vs the projected values. The data
iIs homoscedastic if the scatter plots have a cone-shaped pattern. Using the Ahmad
Daryanto plugin for SPSS, a heteroscedasticity robust standard error is employed to

regulate it.

3.8.5 Multicollinieality Assumption

Multiple regressions make the assumption that the data are not multicollinear and
that there is no significant correlation between the independent variables. The
presence of multicollinearity was examined using the Variance Inflation Factor (VIF)
values. Finding the factors that are contributing to the multicollinearity danger and
eliminating them with a VIF mean cuff threshold of 5 are potential solutions (

Craney & Surles, 2002).

3.9 Validity

Face and content validity were checked to ensure the questionnaire instrument is

clear and it includes questions related concepts of the research study. Initially, face
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validity was done to ensure that the questionnaire has clear questions. Face validity
was performed by consulting six professionals of human resource management.
Then, content validity was checked by consulting seven academicians of human
resource management who will be sourced from the members of academic faculty of
the University of Arusha. The results of face and content validity has provided the
base for refinement of the questionnaire instrument prior commencement of data

collection.

3.10 Reliability

Reliability is used to measure the extent to which the extent to which research
instruments produce similar results even after they are replicated consistently.
Reliability is ensured by repeating testing a similar study population over time.
Reliability is also ensured by consistency of responses (Heale & Twycross, 2017).
Reliability of the questionnaire was tested by following two procedures. The first
procedure involved a pilot study which was done through administration of the
questionnaire to a sample size of 30 police officers who were drawn from the
population of 500 traffic police officers working in Moshi district.

Secondly, reliability of the questionnaire instrument was tested by using the
Cronbach’s Alpha technique by the aid of SPSS. According to Polit and Beck (2008),
reliability of 0.6 is regarded as minimum and reliability score of 0.75 at least
regarded as excellent (Polit & Beck, 2008). Therefore, reliability score of at least
0.75 was considered to conclude that the questionnaire instrument is reliable.

Reliability results are presented in Table 3.1.
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Table 3.1 Variable Reliability Results

VARIABLE Number of ltems Cronbach’s Alpha Interpretation
Salary 6 .847 Reliable
Promotion 9 915 Reliable
Benefit 8 762 Reliable
Job satifaction 5 .883 Reliable

Source: Researcher (2022)

3.7 Ethical Considerations

This study was conducted within the framework of research ethics of the Open
University of Tanzania. First of all, the researcher guaranteed the right to informed
research consent. Prior participation in this research, permission was requested from
the Arusha Central Police Station head office. The researcher ensured that

respondents are informed about objectives of the study prior their participation

before commencement of data collection.

Secondly, the researcher study ensured confidentiality and privacy of research
participants. Names of respondents were not disclosed in the dissertation report.

Furthermore, respondents were not mandated to mention their names in the

questionnaire forms.
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CHAPTER FOUR

FINDINGS ANALYSIS AND DISCUSSION

4.1 Overview

The findings on the effect of rewards on job satisfaction in Tanzania police force:
the case of traffic police officers in Arusha city are presented and discussed in this
chapter. This study had three objectives: (i) to determine effect of salary on job
satisfaction among traffic police officers in Arusha City, (ii) To assess effect of
promotions on job satisfaction among traffic police officers in Arusha City and (iii)
To determine the effect of employee benefits on job satisfaction among traffic police
in Arusha City.

The sample characteristics are described in Section 4.2. The study variables based on
indicators are described in Section 4.3. The descriptive statistics, reliability, and
correlation among study constructs are shown in Section 4.4. In Section 4.5, the
regression results are presented, followed by Outliers, Normality, Linearity and
Homoscedasticity Regression Assumptions Testing Results for Ethics are presented 4.6

and lastly discussion of the findings in 4.7

4.2 Descriptive Statistics for Sample Characteristics

Age distribution Table 4.1 shows that majority of the respondents was middle aged
employees 30 - 39 who count of almost more than 40% of all respondents. They are
followed up by 20-29 years groups who count about nearly 40%.Therefore the
sample reveals that majority of respondents are middle aged and young generation

police officers between the ages of 20 and 39. The oldest group are less counting
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jut 5%. Therefore conclusively it can be said that police officers are young and
middle aged generations hence still energetic for the job But also if not satisfied are

easily to leave the police force and join other economic activities.

Male participants Table 4.1 appears the majority of the sample distribution. They
count above 80% of all police officers respondents in this study. Therefore the
range between male and female is so big from female participants. They count less

than 20% .Therefore, it reveals that police force still is male dominant force

On education category, Table 4.1 shows that majority of respondents are either
secondary education leavers or certificate and diploma holders. The secondary
leavers account nearly 40% while certificate and diploma holder both are just above
20%. Bachelor degree holder and master’s holders altogether are less than 20%.
Therefore the police force is well structured having few educated as senior leaders

and majority who perform daily police duties in the field.

Experience shows that majority of respondents have been at Police force long

enough. Above 10 years who account for nearly 70%.
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Table 4.1 Descriptive Statistics for the Sample

SIN Frequency % Mean Std. Dev.

Age 1.8866 .86229
1 20-29 years 74 38.1
30-39 years 78 40.2
40-49 years 32 16.5
50-59 years 10 5.2
2 Gender 1.1959 .39790

Male 156 80.4
Female 38 19.6
Education Level 3.2784 1.25291
Secondary Education 73 37.6
Certificate of Technical Education 43 22.2
Diploma 39 20.1
Bachelor Degree 29 14.9
Master Degree 10 5.2
Position 1.8763 .33010
Senior 24
Junior 170

4 Experience 3.6289 48436
4-10 years 72 371
More than 10 years 122 62.9

Source: Field Data (2022)

4.3 Descriptive Statistics for the Variables Results
Four three independent variables were analyzed namely incentives, effect of salary,
effect of promotion and efect of benfits and job satisfaction as dependent variable.

(Means, standard deviation, maximum and minimum scores) were analyzed.
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4.3.1 Descriptive Statistics for the Effects of Salary Results

For the effect of salary on police officers job satisfaction scale, descriptive statistics
(mean, standard deviation, minimum, and maximum scores) were computed (Table
4.2). If I am paid adequate salary | will not be tempted to take bribes received the
highest scores (M = 4.8041, SD =.43522), followed by my overall level of pay is
satisfactory (M = 4.7990, SD = .41450). The item with the lowest score on Effects
of salary was If | am paid adequate salary | will be committed to my job (M =
4.7474, S.D = .44735), followed by If | am paid adequate salary | will serve police

force until the retirement age (M = 4.7526, SD = .44445)

Table 4.2 Descriptive Statistics for the Effects of Salary Results

Std.
N Minimum Maximum Mean Deviation

| am satisfied with my current

194 3.00 5.00 4.7680 46960
salary
If I am paid adequate salary |
will not be tempted to take 194 3.00 5.00 4.8041 43522
bribes
If I am paid adequate salary |

194 3.00 5.00 47474 44735

will be committed to my job

If | am paid adequate salary |

will serve police force until the 194 3.00 5.00 4.7526 44445
retirement age

My overall level of pay is
satisfactory

The pay raise | have typically
received in the past was good

194 3.00 5.00 4.7990 41450

194 3.00 5.00 4.7732 43201

Source: Data Analysis (2022)
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4.3.2 Descriptive Statistics for the Effect of Promotion Results

For the effect of promotion on police officers job satisfaction scale scale, descriptive
statistics (mean, standard deviation, minimum, and maximum scores) were generated
(Table 4.3). | have been promoted timely during my stay in the police force scored
the highest (M = 4.6856, SD = .46549), followed by If I am promoted on time | will
love my police job (M = 4.6804, SD = .47848). | am satisfied with the overall
promotion practice of the police force received the lowest score on the effect of
rewards on police job satisfaction (M = 4.0309, S.D = .80095) that was followed by
If 1 am promoted on time | will be committed to my police job (M = 4.1701, SD =

37670)

Table 4.3 Descriptive Statistics for the Effect of Promotion Results

Std.
N Min Max Mean  Deviation
I 1 am promoted on time 1 will 194 3.00 500 46804 47848
love my police job
If I am promoted on time | will 104 4.00 500 41701 37670

be committed to my police job

If I am promoted on time I will

remain working as a police 194 4.00 5.00 4.1856 .38976
officer until retirement age

If | am promoted on time | will

have positive relationship with 194 4.000 5.000 4.65979  .475004
my Supervisors

Promotion practice of the police
has no impact on my motivation
Promotion practice by police has
no impact on my decision to stay 194 4.00 5.00 4.6340 48295
or leave the Bank.

The current promotion practice

of the police secures my career 194 4.00 5.00 4.6031 49052
development needs.

I have been promoted timely

194 4.00 5.00 4.1907 .39389

during my stay in the police 194 4.00 5.00 4.6856 46549
force

I am satisfied with the overall

promotion practice of the police 194 2.00 5.00 4.0309 .80095
force

Source: Data Analysis (2021)
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4.3.3 Descriptive Statistics for the Effect of Benefit Results

The effect of benefit on police officers job satisfaction scale was computed using
descriptive statistics (mean, standard deviation, minimum, and maximum scores)
(Table 4.4). 1 am satisfied if | am paid annual leave allowance scored the highest on
the effect of benefit (M = 4.2756, SD = .54839), followed by | am satisfied if I
receive my allowance for extra working hours on time (M = 4.1753, SD = .38117). |
am satisfied if | receive my salary increase for promotions on time received the
lowest score on effect of benefit on police officer job satisfaction (M = 2.2887, S.D
= 1.24225) followed by | am satisfied if | receive allowance for attending advanced

studies to further my career (M = 2.9021, SD = 1.42723).

Table 4.4 Descriptive Statistics for the Effect of Benefit Results

Std.
N Min Max Mean  Deviation

I am satisfied if | receive my
allowance for extra working 194 4.00 5.00 4.1753 38117
hours on time

I am satisfied if 1 am provided

with adequate budget for field 194 3.00 5.00 4.0876 51662
operations

I am satisfied if | am awarded
bonus for performing effectively
| am satisfied if | am paid annual
leave allowance

I am satisfied if | am paid
compensation allowance for 194 1.00 5.00 35103 1.16174
occupational injuries

I am satisfied if | can access and

use my pensionable fund 194 1.00 5.00 3.6134  1.15621
whenever | want

I am satisfied if | receive
allowance for attending

194 3.00 5.00 4.0361 48151

194 3.00 5.00 4.2756 .54839

advanced studies to further my 194 1.00 5.00 2.9021 142723
career

| am satisfied if | receive my

salary increase for promotions 194 1.00 5.00 2.2887  1.24225
on time

Source: Data Analysis (2022)
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4.3.4 Descriptive Statistics for the Dependent Variable Police officers Job
Satisfaction Results

For the Dependent Variable Police officers Job Satisfaction scale, descriptive
statistics (mean, standard deviation, minimum, and maximum scores) were obtained
(table 4.5). 1 like my police supervisor received the highest score (M = 3.6959, SD
=.87881), followed by I like doing the things I do at work (M = 2.9175, SD =1.15323). |
enjoy working with my co-police officers received the lowest score on the scale of
police force job satisfaction (M = 1.9948, SD = 1.15842), followed by my police job is

enjoyable (M =2.2371, S.D = 1.31766).

Table 4.5 Descriptive Statistics for the Dependent Variable Police officers Job
Satisfaction Results

Std.
N Min Max Mean Deviation

My police job is enjoyable 194 1.00 5.00 2.2371 1.31766
I enjoy working with my co-

. . 194 1.00 5.00 1.9948 1.15842
police officers
I like my police supervisor 194 2.00 5.00 3.6959 .87881
| feel a sense of pride in doing

L. 194 1.00 5.00 2.6856 1.15579

my police job
I like doing the things | do at
work 194 1.00 5.00 2.9175 1.15323

Source: Data Analysis (2022)

4.4 Variables Descriptive Statistics, Reliability and Correlation Analysis
Descriptive statistics were computed for reward using the cut-off points suggested in

Albdour & Altaraweh (2014), adjusted to 7-point rating levels. Results (Table 4.7)
indicate that salary mean score was high (M = 4.7741, S.D = .35027). Effect of

effect of promotion mean score was found as well (M = 4.4267, SD =. 17633).
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Effect of benefit mean score was found to be moderate (M = 3.5986, SD = .40643).
The dependent variable job satisfaction was positive and low (M = 2.7062, SD
=.71030). Therefore salary scored highest mean score, followed by promotion while
benefit was moderate and lastly the dependent variable of job satisfaction was found
to have low mean score

Pearson coefficient correlation was done on the independent variables versus the
dependent variable to test for connections using the original cut offs of Albdour and
Altarawneh (2014). Salary was found to have positive correlated with job satisfaction
(r =.209 " p < .01). Promotion was also found to have a positive correlation with
job satisfaction (r = .160", p < .05). Benefit was found to have a positive correlation
with police officers job satisfaction (r = .474", p < .001).

Scale test for reliability analysis was carried out to determine the internal
consistency of the measurements scales. Cronbach’s alphas (Table 4.7) in the
diagonal show good internal consistency for the salary variable (.847), promotion
variable (.915), benefit variable ( .762), and the dependent variable job satisfaction

(.883) (George and Mallery, 2014).

Table 4.7 Descriptive Statistics Results for Reliability and Correlation Analysis

STD.
MEAN DEV.
SALARY Pearson Correlation 47741 .35027 .847
PROM Pearson Correlation 4.4267 17633 .056 915
BENFT  Pearson Correlation 3.5986 40643  .084 310" 762
JOBSAT  Pearson Correlation 2.7062 71030  .209™ 160" 4747

.883

**_ Correlation is significant at the 0.01 level (2-tailed).
*, Correlation is significant at the 0.05 level (2-tailed).

*p < 0.05 (two — tailed), **p< 0.01 (two — tailed) ***p < 0.001 (two — tailed)
Note: SALARY — Employees salary, PROM — Promotions, BENFT — Benefit, JOBSAT — Job
satisfaction

Source: Data Analysis, (2022)
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4.5 Multiple Linear Regression Analysis Results

The effect of Reward (independent variables) on job satisfaction was estimated using
multiple regression analysis (dependent variable). Tables 4.8-4.10 present the

findings.

Table 4.8 summarizes the model, with the corrected R? statistics (.253) being of
particular importance. This means that 25.3% of the difference in job satisfaction can
be attributed to reward

The findings of the analysis of variance (ANOVA) are shown in Table 4.9. It's also
referred to as model fit outcomes. The F-statistics and their related sig. value are of
particular interest in this table. The F-statistics is 21.497 percent (p < 0.001),
according to the results. The findings support the model's prediction that "the model
has power to predict job satisfaction from reward scores.” As a result, it appears that

the model may accurately predict job satisfaction based on reward

Table 4.8 Model Summary

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 .503° .253 242 .61856
a. Predictors: (Constant), BENFT, SALARY, PROM

b. Dependent Variable: JOBSAT
*p < 0.05 (two — tailed), **p< 0.01 (two — tailed) ***p < 0.001 (two — tailed)

Source: Data Analysis, 2022
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Table 4.9 ANOVA Results

Sum of
Model Squares df Mean Square F Sig.
1 Regression 24.675 3 8.225  21.497 .000°
Residual 72.697 190 .383
Total 97.373 193

a. Dependent Variable: JOBSAT
b. Predictors: (Constant), BENFT, SALARY, PROM

Source: Data Analysis, 2022

The coefficients of the regression model are presented in Table 4.10. The coefficients

demonstrate that salary predicts job satisfaction positively, with a standardized (B =

346, p < 0.001) value. The findings also suggest that promotion positively

statistically and significantly has the power to affect job satisfaction (B =..034 p <

0.001). Benefit likewise is statistically, significantly and positively predicts job

satisfaction (B = .798, p < 0.001).

Table 4.10 Regression Coefficients

Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
Model B Std. Error Beta t Sig.  Tolerance  VIF
1 (Constant) 1.634 1.490 1.097 .000
SALARY .346 128 170 2.708 .000 .992 1.008
PROM .034 .266 .008 129 .000 .903 1.107
BENFT .798 116 457 6.912 .000 .900 1.112

a. Dependent Variable: JOBSAT

*p < 0.05 (two — tailed), **p< 0.01 (two — tailed) ***p < 0.001 (two — tailed)

TRANSF = Transformational Leadership, TRANS = Transactional Leadership, LSZF = Liaises faire

Leadership AUTO = Autocratic Leadership and EP = Employees Performance

Source: Data Analysis, 2022
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4.6 Outliers, Normality, Linearity and Homoscedasticity Regression
Assumptions Testing Results for Ethics

The distribution of residuals is represented by a bell-shaped curve in the histogram
(figure 4.1). (Mean is close to 0 and SD close to 1, evidencing of a normal
distribution of residuals). In addition, residuals plot along the diagonal line, as seen
in Figure 4.2. As a result, there isn't much departure from the usual. The histogram
(Figure 4.1) reveals that some of the residual values are within the 3 cutoff,
indicating that there are no outliers. Any value outside the cutoff of |3|, according to
Tabachnick and Fidell (2007), is an anomaly.

The diagonal dots in Figure 4.3 are speeded up along the diagonal line, indicating
that the data is linear.

The case residual dots are dispersed rectangularly about zero (0) in Figure 4.3,
implying homoscedacististy (equality of variance). As a result, there is no reason to

suspect heteroscedasticity (unequal variance in the data).

Histogram
Dependent WVariable: JOBSAT

Mean = 2 79E-15
z0— — — d. Dew. = 0992
L M="194
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_/7 1 \

Frequency

T T L] T
-= ] -1 o “ =2 3

Regression Standardized Residual

Figure 4.1 Histogram

Source: Data Analysis (2022)
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MNormal P-P Plot of Regression Standardized Residual
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Figure 4.2 Normal P-Plots for the Standardized Residual Variables
Source: Data Analysis (2022)
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4.7 Discussion of the Findings

The goal of the study was to examine on the effect of rewards on police force job
satisfaction at Arusha. Data were analyzed using descriptive statistics, as well as
correlation and multiple regression analysis. The discussion elaborates the findings
information as created by data analysis and compares or contrasts the current
findings with what has been discovered in prior relevant studies, all while focusing
on the study objectives. Each finding's contribution is displayed. As a result, it
facilitates a clear and in-depth knowledge of the effect of rewards such as salary,

promotion and benefit on police force job satisfaction

4.7.1 To determine effect of salary on job satisfaction among traffic police
officers in Arusha City

The study found that salary is statistiscally postively and significantly related to
police officers job satisfaction. This study found that most of the respondents said
that salary can enhance job satisfaction of traffic police officers in Arusha. These
findings are consistent with previous findings by Mwengu (2015) investigated the
impact of rewards on performance of police officers in Kondoa District and found
that rewards such as salary are important for job satisfaction, which in turn positively

influence performance of police officers.

This study also found that adquate salary can enhance job satisfation through
improvement of loyalty of traffic police. These findings are in agreement with
previous study by Sutawijaya and Pertiwi, (2017) who also found that payment of

adquate salaries can influence employee loyalty towards their jobs. Glassdoor
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Economic Research (2015) also found that that 50% of the respondents who earn
more than $120,000 per year stated that were satisfied with their job. On the contrary
15% of respondents who earn more than $30,000 per year indicated they were not
satisfied with their job. This study therefore concluded that there is significance

association between high pay and job satisfaction among employees.

This study also found that adquate salary can enhance job satisfation through
improvement of retention of traffic police officers.These findings are in line with
previous findings by Schuck and Rabe-Hemp (2018) who found increasing salaries
of police officers is associated with improvement of retention of police officers in
police forces in the United States of America. However Oni-Ojo, Salau, Dirisu and
Waribo (2015), Mwengu(2015) and Tembur (2017 found that monetary incentives
such as salary, bonuses and other entitled benefits are important for improving
employee performance, influencing employee motivation and job satisfaction. In
terms of strengths, this study has provided important insight on monetary factors
which influence job satisfaction. Moreover Sikunala(2016) revealed that salary was a
major factor which affect job satisfaction among police officers. The study also
revealed that improvement of salaries and allowances will result to increased job
satisfaction and improvement of performance. Also Nyamubi, (2017) upported the
finding of this study by showing that teachers stated to be satisfied with monetary
incentives such as adquate salaries, transfer and leave allowances. The study has

provided important insights on monetary factors that influence job satisfaction.

Contrary to the above finding and other suported scholars yet researcher like

Mpembeni, et al. (2015) found that that CHWSs are not motivated by monetary
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incentives because they seek to serve community. They are rather motivated by
working conditions. Therefore from the above findings salary seem to be one of the
best and attractive tool for motivation and subsequently job satisfaction. Although it
should be taken as only salary can achieve job satisfaction rather there should be a

combination of multiple reward strategies.

4.7.2 To assess effect of promotions on job satisfaction among traffic police
officers in Arusha City

This study found that promotion is statistiscally postively and significantly related to
police officers job satisfaction. This study found that promotions have effect on job
satisfaction of traffic police officers through job commitment, loyalty, and
cultivating working relationships. These findings are similar to previous and
supported by Lukosi (2015) who found that police officers in Tanzania are motivated
by promotions. Timely promotions result to increase in salary and enhance job
satisfaction. Supporting these findings Malik et al. (2012) , Razak, Sarpan and
Ramlan (2018) and Garba and Idriss (2021) found that promotion has significance on
job satisfaction. Tindwa (2018) also found that financial rewards has a very big role
to play in a job satisfactions as well as financial rewards within the force is not good,
The research recommends that satisfaction of employees is essential in improving
employees’ work performance. Ability to perform is not enough for effective
performance. Employees have to satisfy their need for them to realise their maximum

potential.
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However Over the past five years, offering timely promotions of police officers has
been a challenge in Tanzania. As it is shown by (Elwini, 2019) despite the fact that
guidelines require promotion of police officers after every three years,
implementation of such guidelines has not been consistent. Adding to that , Ndolo
(2020) also insisted most on working condition to have the most effect on job
satisfaction over promotion. Findings revealed that there is a significant relationship
between salary and benefits and performance, the findings also revealed that there is
a significant relationship between working environment and employee job

satisfaction.

4.7.3 To determine the effect of employee benefits on job satisfaction among
traffic police in Arusha City

This study found that benefit is is statistiscally postively and significantly related to
police officers job satisfaction. Supporting this finding Donohue and Heywood
(2016) report positively significant estimates for such variables as paid vacation and
sick pay but no significance for any of the remaining benefits: child care, pension,
profit sharing, employer provided training/education and health insurance. Uppal
(2018) uses a measure comprised of the number of fringe benefits employees receive
and finds that this is positively related to job satisfaction.

Adding to that Abdelmoula and Boudabbous (2019) in their study project on fringe
benefits and employees job satisfaction in Nigerian port authority, found that a
correlation exists between perceived fringe benefits, motivation, job satisfaction, and
commitment. The correlation that exists in this study among perceived workers

motivation, job satisfaction, and organizational commitment corresponds.
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Satisfaction might be found in "sacrificial labor,” otherwise referred to as labor of
love. Uppermost in our minds should be the quest for self-actualization described by
Maslow. In reference to the research study on fringe benefits and employees job
satisfaction in the public sector, there is need for further review of different types of
fringe benefits as practiced in both private and public sector, the management should
also review the welfare package of the members of staffs, to increase their level of
motivation and job satisfaction.

However, Heywood et al. (2016) use the 1991 — 1994 waves of the British
Household Panel Study finding that pensions negatively impact job satisfaction in
cross section estimates. Finally, Luchak and Gellatly (2002) study the impact of
pension accrual on job satisfaction using a dedicated sample of 429 employees in a
large, unionized public utility company in Canada. They posit that as employees’
pensions increase in value over their job tenure, workers may feel more vulnerable to
job loss since firms may opportunistically lay off employees to reduce pension
liabilities. The authors use this hypothesis to explain their result that pension accrual

decreases job satisfaction.
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CHAPTER FIVE

SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS

5.1 overview

This chapter provides summary of findings, conclusions and recommendations.

5.2 Summary of Findings

The main objective of this study was to assess the influence of rewards on job
satisfaction among police officers in Arusha City. At the end of the study, three
specific objectives were achieved. They include to determine to determine effects of
salary on job satisfaction among police officers in Arusha City, to assess effects of
promotions on job satisfaction among  police officers in Arusha City, and to
determine the effects of employee benefits on job satisfaction among police in
Arusha City.

Salary was found to be the most effective on police job satisfaction scoring high
mean score and also regression coefficient results. Participants expressed that salary
is more effective however still not absolutely effective. They indicated in a very low
score that If | am paid adequate salary | will be committed to my job and If I am
paid adequate salary | will serve police force until the retirement age. It means
although salary has a strong relationship with job satisfaction still not adequately
provided to police officers.

Promotion also was found to have a positive, statistically and significantly
relationship with job satisfaction of police officers. Police officers based on their

performance and good conduct are due to promotion after three working years like
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any other civil servants in Tanzania. Yes, promotion has shown a positive
relationship with job satisfaction however the study revealed that majority are not
promoted on time.

Benefits as a variable of rewards was found to have a positive, statistically and
significantly related to police officers job satisfaction. Benefits like pension, free
uniform, paid utility bills, certification pay are termed to attract police officers to
have morale and eventually job satisfaction. However the study found that although
benefit was positively , statistically and significantly related to police officers job

satisfaction still those benefits were not paid on time and still they are too low.

5.3 Conclusions

On basis of findings of the first reward variable of salary, this study concludes that
monetary rewards through adequate salary have effects on improvement of level of
job satisfaction among police officers working at Arusha Central Police.
Furthermore, improvement of salary can enhance retention of police officers working
at Arusha City.

On basis of findings of the second variable promotion, this study concludes that
promotion opportunities have significant effect on improvement of job satisfaction of
traffic police officers working at Arusha City. Furthermore, this study concludes that
timely and fair promotions can cultivate healthy relationship between subordinate
traffic police officers and supervisors.

On basis of third reward variable benefit, this study concludes that employee benefits
can potentially play a crucial role on improving job satisfaction among police

officers at Arusha City.
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Based on findings this study concludes that police officers in Arusha Central Police
have low level of job satisfaction which is evident in lack of satisfaction with
salaries, promotions, working environments, relationships with supervisors and
allowances although they were found literary to have a positive effect only when

they are executed.

5.4 Recommendations

Salary plays an important role in the job satisfaction of the employees. For them, the
service quality, organizational performance and job satisfaction can all be increased
if police officers are given good salaries, which are a great motivator as well as
employee job satisfaction. The study recommended that the ministry of home affairs
in Tanzania should improve on financial compensation and increase employee
salary in order to boost police officers job satisfaction and enhance performance of
police officers

Having received a promotion in the past 3 years leads to increased job satisfaction,
even while controlling for the worker's current wage, wage rank within her peer
group, and wage growth. Police officers who believe a promotion is possible in the
next 3 years is highly to show job satisfaction. Therefore this study recommends that
promotion opportunity should be carried out objectively and offered to competent
police officers at the right time as that can improve job satisfaction in the work place
The inverse relationship between benefits and job satisfaction cannot be overlooked.
The results indicated a positive and significant relationship between fringe benefits
and job satisfaction. In reference to this research study finding, fringe benefits and

employees job satisfaction in the public sector need further review of different types



61

of fringe benefits as practiced public sector especially with police force, the
ministry of Home affairs in Tanzania and Police management should review the
welfare packages types and rates for the police members of staffs, to increase their

level of motivation and job satisfaction.

5.5 Recommendations for Further Studies

The study only looked at effect rewards on police officers job satisfaction. Therefore
this study suggests a further comparative research on reward management in other
home affaires apparatuses in Tanzania like prison, immigrations and rescue and fire
brigades forces. This will enables to attain a comprehensive reward packages that is

attractive to effect highly job satisfaction



57

REFERENCES

Adeola, M. M., & Adebiyi, S. O. (2016). Employee Motivation, Recruitment
Practices and Banks Performance in Nigeria. International Journal of
Entrepreneurial Knowledge,2(4), 70-94.

Abdelmoula, L., & Boudabbous, S. (2019). Drivers of the Professional Accountants’
Satisfaction in Tunisian Context. International Journal of Academic Research
in Accounting, Finance and Management Sciences, 9(2), 183-197.

Afzal, F., Mahmood, K., Sherazi, S., Sajid, M., & Hassan, M. (2013). Effect of
Human Resource Planning on Organizational Performance of Telecom
Sector. Information and Knowledge Management,3(2), 173-182.

Agbozo, G. F., Owusu, I. S., Hoedoafia, M. A., & Atakorah, Y. B. (2017). The Effect
of Work Environment on Job Satisfaction: Evidence from the Banking Sector
in Ghana. Journal of Human Resource Management,5(1), 12-18.

Al-Qudah, M., Osman, A., Ab Halim, M. S., & Al-Shatanawi, H. A. (2014). The
Effect of Human Resources Planning and Training and Development on
Organizational Performance in the Government Sector in Jordan.
International Journal of Academic Research in Business and Social
Sciences,4(4), 79-85.

Andrew, W. M. (2013). Factors Influencing Performance of Commercial Banks in
Kenya. A Case Study of Kenya Commericial Bank, Bungoma City. Nairobi:
The University of Nairobi.

Andvig, J., & Fjeldstad, O. (2008). Crime, Poverty and Police Corruption in

Developing Countries. Bergen: Chr. Michelsen Institute.



57

Aon Hewitt. (2017). 2017 Trends in Global Employee Engagement. Global anxiety
erodes employee engagement gains. Illinois : Author.

Armstrong, M. (2009). Armstrong's Handbook of Human Resource Management
Practice. London: Kogan Page.

Azeem , S. M. (2010). Job Satisfaction and organizational committment among
employees in the Sultanate of Oman . Psychology,1, 295-299.

Babbie, E. (2008). The Basics of Social Research. Belmont: Thomson Higher
Education.

Bank of Tanzania. (2017). Tanzania Financial Stability Report. Dar es Salaam:
Author.

Bank of Tanzania. (n.d.). Directory of Banks Operating in Tanzania. Retrieved from
bot.go.tz: https://www.bot.go.tz/BankingSupervision/RegisteredBanks.asp

Beehr, T. A., Glaser, K. M., Beehr, M. J., Beehr, D. E., Wallwey, D. A., & Erofeev,
D. (2006). The nature of satisfaction with subordinates: Its predictors and
importance to supervisors. Journal of Applied Social Psychology,36, 1523—
1547.

Bhattacharyya, D. K. (2006). Human Resource Planning. New Delhi: Excel Books.

Botham-Edighoffer, A. (2006). The New Human Resources Management of the
United Nations. A Study of the Reform Process between 1985 and 2005.
Berlin: Freie Universitat Berlin.

Boumans, N.P.G., de Jong, H.J., & Janssen, S.M. (2012). Age-Differences in Work
Motivation and Job Satisfaction. The Influence of Age on Relationships
between Work Characteristics and Workers” Outcomes. The International

Journal of Aging and Human Development and Workers’ Outcomes, 73 (4).



57

Bowling, N. A., Wagner, S. H., & Beehr, T. A. (2018). The Facet Satisfaction Scale:
an Effective Affective Measure of Job Satisfaction Facets. Journal of
Business and Psychology,33, 383-403.

Bratton, J., & Gold, J. (2012). Human Resource Management: Theory & Practice.
London: Macmillan International Higher Education.

Brown, M., Kaine, S., Dolle-Samuel, C., North-Samardzic, A., McLean, P., Johns,
R., ... Plimmer, G. (2012). Managing Employee Performance and Reward.
Concepts Practices and Strategies. Second Edition. New York: Cambridge
University Press.

Bushiri, C. P. (2014). The Impact of Working Environment on Employees'
Performance: The Case of Institute of Finance Management. Unpublished
Master Dissertation. Dar es Salaam: The Open University of Tanzania.

Bwambo, R. E. (2015). Assessment of Career Development Practices in Commercial
Banks in Tanzania: The Case of NMB Wami Branch. Unpublished Master
Dissertation. Morogoro: Mzumbe University.

Chironga, M., Cunha, L., Grandis, H., & Kuyoro, M. (2018). Roaring to life: Growth
and innovation in African retail banking. New York: McKinsey & Company.

Common Wealth Human Rights Initative. (2006). The Police, the People, the
Politics: Police Accountability in Tanzania. Accra: Author.

Common Weath Human Rights Initiative. (2014). CHRI 2014 Report. A Force for
Good? Improving the Police in Kenya, Tanzania and Uganda. Accra: Authr.

CRDB Bank. (2018). CRDB Bank Plc Annual Report 2018. Dar es Salaam: Author.

Crowe. (2018). Report Highlights 2018 Crowe Bank Compensation and Benefits

Survey. Chicago: Author.



57

Crowe. (2019). 2019 Crowe Bank Compensation and Benefits Survey Report
Highlights. Chicago: Author.

D'amore, R. (2019, October 9). ‘What’s going on is not sustainable’: Police officers
in Canada at 10-year low. Retrieved from globalnews.ca:

https://globalnews.ca/news/6006258/police-officers-canada-statistics-2019/

Dachapalli, L. A. P. (2016). An investigation into the levels of job satisfaction and
organizational commitment amongst South African police services

employees. Problems and Perspectives in Management, 14(3), 76-84.

Daud, N. (2016). Determinants of Job Satisfaction: How Satisfied Are the New
Generation Employees in Malaysia? Procedia - Social and Behavioral
Sciences,219(2016), 208-213.

Davis, H. (2019, January 4). Police officer suicide rate more than doubles line-of-
duty deaths in 2019, study shows. Retrieved from foxnews.com:
https://www.foxnews.com/us/texas-police-officer-suicide-rate

Deb, T. (2009). Managing Human Resources and Industrial Relations. New Delhi:
Excel Books.

Deloitte. (2012). Human resources benchmark for banks. London: Author.

Eurofound and ILO. (2019). Working conditions in a global perspective. Geneva:
Publications Office of the European Union, Luxembourg, and International
Labour Organization.

Euromoney. (2013). Global Private Banking and Wealth Managament Survey 2013.

London: Author.


https://globalnews.ca/news/6006258/police-officers-canada-statistics-2019/

57

EY. (2018). Global Banking Outlook 2018. Pivoting toward an innovate-led
strategy. London: Author.

Frazier, D. P. (2005). Job Satisfaction of International Educators . Dissertation.com:
Florida.

Frederick, N. K. (2014). Factors Affecting Performance of Commercial Banks in
Uganda A Case for Domestic Commercial Banks. Proceedings of 25th
International Business Research Conference, (pp. 1-19). Cape Town.

Gau, J. M. (2019). An Empirical Assessment of the Sources of Police Job

Satisfaction. Police

Quarterly. https://doi.org/10.1177/1098611119875117

Glassdoor Economic Research. (2015). Does Money Buy Happiness? The Link
Between Salary and Employee Satisfaction. Washington D.C: Author.
Gratton, C., & Jones, I. (2010). Research methods for sports studies. New York:
Routledge.

Gregory , 1. (2003). Ethics in Research . New York : Continuum.

Griffin , R. W. (2008). Fundamentals of Management. USA: Cengage Learning.

Groves, R. M., Fowler, Jr, F. J., Couper, M. P., Lepkowski, J. M., Singer, E., &
Tourangean, R. (2009). Survey Methodology. New Jersey: John Wiley &
Sons Inc.

Guest, D. E. (1987). Human Resource Management and Industrial Relations. Journal
of Management Studies,24(5), 503-521.

Heale, R., & Twycross, A. (2017). Validity and reliability in quantitative studies.

Evid Based Nurs,18(3), 66-67.


https://doi.org/10.1177/1098611119875117

57

Hegar, K. W. (2012). Modern Human Relations at Work. London : Cengage
Learning.

Hohle , E. A., & Teichler, U. (2013). Determinants of Academic Job Satisfaction in
Germany. In P. J. Bentley , H. Coates, |. Dobson, L. Goedegebuure, & V. L.
Meek, Job Satisfaction around the Academic World (pp. 125-143). New York
: Springer.

Hussen, E. S. (2017). “Succession Planning Practices and Challenges at
Commercial Bank of Ethiopia. Master Research Paper. Addis Ababa
University: Addis Ababa.

ILO. (2000). International Hazard Datasheet on Occupation. Police/ Law
Enforcement Officer. Geneva: Author.

ILO. (2019). The Scope of Essential Services: Laws, Regulations and Practices.
Geneva: International Labour Office.

Independent Online. (2019, August 28). Opinion: Police are Outgunned and
understaffed. Retrieved from iol.co.za:
https://www.iol.co.za/mercury/opinion/opinion-police-are-outgunned-and-
understaffed-31387832

Institute for Economics and Peace. (2019). Global Peace Index 2018. New York:
Author.

Interpol. (2020, April 6). Preventing Crime and Protecting Police: INTERPOL'S
COVID 19 global threat assessment. Retrieved from interpol.int:
https://www.interpol.int/en/News-and-Events/News/2020/Preventing-crime-

and-protecting-police-INTERPOL-s-COVID-19-global-threat-



57

Ismail, M., & Velnampy, T. (2012). A Case Study Approach to Human Resource
Planning -HRP- in Weaving Industry of Maruthamunai. Researchers World ,
Journal of Arts, Science & Commerce,l11(1), 122-130.

Israel, G. D. (2009). Determining Sample Size. Florida: University of Florida.

Jonyo, E. D. (2015). Effects of Occupational Stress on Work Performance of Police
Officers in Nakuru Police Division, Kenya. I0SR Journal of Computer
Engineering,17(6), 61-88.

Kamndaya, S. (2019, January 31). Banks steadily stabilising. Retrieved from
thecitizen.co.tz: https://www.thecitizen.co.tz/news/Banks-steadily-
stabilising/1840340-4959772-15gwvb4/index.html

Karia, A., Omari, S., Mwanaongoro, S., & Ondieki, A. (2016). The role of human
resource planning on performance of public water utilities in Tanzania.
African Journal of Business and Management,2(1), 72-77.

Kelechi, G. Effect of Recognition and Promotion on Employees’ Job Satisfaction of

Selected
Outsourced Service Providers In Jos, Plateau State, Nigeria.

Kemboi, P. C., & Moronge, M. (2016). Determinants of employee job satisfaction in
public security sector in Kenya: A case of national police service. Strategic
Journal of Business & Change Management,2(30), 659-688.

Kemboi, P. C., & Moronge, M. (2016). Determinants of Employee Job Satisfaction
in Public Security Sector in Kenya: A Case of National Police Service. The
Strategic Journal of Business and Change Management,3,(2)30, 659-688.

Kothari , C. R. (2004). Research Methodology . New Delhi: New Age International.



57

Kuluchumila, R. C. (2014). Preparation and Development of Secondary School
Heads: What should be done in Tanzania? British Journal of Education,2(2),
9-39.

Kusa, G. B., & Oronge, V. O. (2013). Determinants Of Financial Performance Of
Commercial Banks In Kenya. International Journal of Economics and
Financial Issues,3(1), 237-252.

Liu, D., Wu, Y., Jiang, F., Wang, M., Liu, Y., & Tang, Y. (2021). Gender
Differences in Job Satisfaction and Work-Life Balance among Chinese
Physicians in Tertiary Public Hospitals. Frontiers in Public Health, 9. doi:
10.3389/fpubh.2021.635260

Lokesh, L., Patra, S., & Venkatesan, S. (2016). Job Satisfaction among Police
Personnel: A Socio-Demographic Study. Global Journal of Interdiscplinary
Social Sciences,5(4), 56-62 .

Lokesh, L., Patra, S., & Venkatesan, S. (2016). Job Satisfaction among Police
Personnel: A Socio-Demographic Study. Global Journal of Interdiscplinary
Social Sciences,5(4), 56-62.

Lukosi, E. D. (2015). Employees' Job Dissatisfaction and Organizational
Performance in Tanzania Police Force: The Case Study of Tanzania Police
Force Headquaters (Master Dissertation). Dar es Salaam: The Open
University of Tanzania.

Lukumay, G. G., Outwater, A. H., Mkoka, D. A., Ndile, M. L., & Seveman, B.
(2019). Traffic police officers’ experience of post-crash care to road traffic

injury victims: a qualitative study. BMC Emergency Medicine,19(51), 1-11.



57

Lyimo, R. G. (2015). An Assesment of the Contribution of Employee Motivation in
Providing Quality Customer Service in the Banking Sector. A Case of Akiba
Commericial Bank Plc, Tanzania. Unpublished Master Dissertation. Dar es
Salaam: The Open University of Tanzania.

Mateja, M. (2014). Assessing Crime Prevention by Police Force: A Case Chamwino-
Dodoma (Master Dissertation). Dar es Salaam: The Open University of
Tanzania.

Matibwa, H., Ayugi, J., & Ndekwa, A. (2018). Recruitment And Selection Criteria
Of NMB Bank PLC Branches In Mbeya Region: An Assessment Of
Influence On Performance In Financial Institutions In Tanzania. Journal of
Business Management and Economic Research,2(28), 1-10.

Mbiu, A. K., & Nzulwa, J. (2018). Influence of Human Resource Planning on
Employee Productivity in County Governments in Kenya. The Strategic
Journal of Business and Change Management,5(4), 193-214.

Merga, H., & Fufa, T. (2019). Impacts of working environment and benefits
packages on the health professionals’ job satisfaction in selected public health
facilities in eastern Ethiopia:using principal component analysis. BMC Health
Services Research, 1-8.

Mhando, E. J. (2016). Challenges of Implementing OPRAS Among Public Secondary
School Teachers in Arusha City Council (Master Dissertation). Morogoro:
Mzumbe University.

Millan, J. M., Hessels, J., Thurik, R., & Aguado, R. (2013). Determinants of job
satisfaction: a European comparison of self-employed and paid employees.

Small Bus Econ, (2013) 40, 651-670.



57

Mitchell, M., & Jolley, J. M. (2012). Research Designs Explained. Boston: Cengage
Learning.

Mkama, B. M. (2013). The Assessment of Banking Succession Planning in Ensuring
Its Continuity: A Case of Mkombozi Commercial Bank Plc. Unpublished
Master Dissertation. Dar es Salaam: The Open University of Tanzania.

Mkele, S. Y. (2016). Factors Contributing to Labor Turn-over in Tanzania Police
Force. A Case of Police Force Morogoro Municipal (Master Dissertation).
Morogoro: Mzumbe University.

Mohamedi, B. M. (2013). Impact of Employee Motivation on Job Performance in
Tanzania Banking Sector. A Case Study of Tanzania Postal Bank Head Office
and Metropolitan Branch. Unpublished Master Dissertation. Dar es Salaam:
The Open University of Tanzania.

Montgomery, D. C., Peck, E. A., & Vining, G. G. (2012). Linear Regression
Analysis (5th Edition.). New York: John Wiley & Sons.

Moyo, N. J. (2015). The Contribution of Human Resource Planning in Public
Institutions Performance. A Case Study of Mlele District (Master
Dissertation). Dar es Salaam: The Open University of Tanzania.

Mpembeni, R., Bhatnagar, A., LeFevre, A., Chitama, D., Urassa, D. P., Kilewo, C., .
.. Semu, H. (2015). Motivation and Satisfaction Among Community Health
Workers in Morogoro Region, Tanzania: Nuanced Needs and Varied
Ambitions. Hum Resour Health, doi:10.1186/s12960-015-0035-1.

Mwengu, G. 1. (2015). The Impact of Rewards on Police Officers' Performance: A
Case of Kondoai District. Unpublished Master Dissertation. Morogoro:

Mzumbe University.



57

Nahm, F. S. (2017). What the P values really tell us. Korean Journal of Pain,30(4),
241-242.

Ndolo, Y. M. (2020). Effect of Compensation on Performance of Kenya Police

Officers: A
Case of Nairobi County (Doctoral dissertation, United States International
University-Africa).

Ngowi, P. A. (2014). Assessment of Employee Performance in Commerical Banks in
Tanzania: A Case of Stanbic Bank Tanzania Limited. Unpublished Master
Dissertation. Dar es Salaam: The Open University of Tanzania.

Nkwame, V. M. (2008, March 30). Tanzania: Police Paid Tsh 1,000 Per Day When
in Major Operations. Retrieved from allafrica.com:
https://allafrica.com/stories/200803311548.html

Nyamubi, G. J. (2017). Determinants of Secondary School Teachers’ Job
Satisfaction in Tanzania. Education Research International, 1-7.

Omar, H. (2018, April 8). New Era Downs for Police. Retrieved from
https://www.dailynews.co.tz/news/new-era-dawns-for-police.aspx:
https://www.dailynews.co.tz/news/new-era-dawns-for-police.aspx

Oni-Ojo, E. E., Salau, O. P., Dirisu, J. I., & Waribo, Y. J. (2015). Incentives and Job
Satisfaction: Its Implications for Competitive Positioning and Organizational
Survival in Nigerian Manufacturing Industries. American Journal of
Management,15(2), 74-87.

Osuagwu, E. S. (2014). Determinants of Bank Profitability in Nigeria. International

Journal of Economics and Finance,6(12), 46-63.



57

Palanisamy, G., Mane, A. S., Meera, S. N., & Rao, M. S. (2017). Determinants of
Profit and Profitability of Rwanda Commercial Banks: A Profit Function
Approach. International Journal of Business and Applied Sciences,6(2), 26-
41.

Pamela, A., & Worlu, G. (2017). Human Resource Planning and Organizational
Performance in Oil and Gas Firms in Port Harcourt. International Journal of
Advanced Academic Research, 3(9), 110-129.

Polit, D. F., & Beck, C. T. (2004). Nursing Research: Principles and Methods. New
York: Lippincott Williams & Wilkins.

Polit, D. F., & Beck, C. T. (2008). Nursing Research: Generating and Assessing
Evidence for Nursing Practice. 8th Edition. Philadelphia: Williams &
Wilkins.

Ponto, J. (2015). Understanding and Evaluating Survey Research. J Adv Pract
Onco,6(2), 168-171.

Rabbanee, F. K., Yasmin, S., & Al Mamun , A. (2012). Determinants of Job
Satisfaction: A Study on Bangladesh Perspective. Research Journal of
Commerce & Behavioural Science,1(8), 28-32.

Rane , D. B. (2011). Employee Job Satisfaction: An Essence of Organization . HRM
Review, XI (7), 10-16.

Raphael, G. (2018). Measuring efficiency, effectiveness and performance of
Tanzanian commercial banks: A two stage analysis. European Journal of
Business and Management,5(7), 206.

Robins, S. (2009). Addressing the challenges of law enforcement in Africa. Pretoria:

Institute of Security Studies.



57

Sanders, D. (2019, November 13). World's Biggest Banks 2019. Retrieved from

gfmag.com: https://www.gfmag.com/magazine/november-2019/worlds-

biggest-banks-2019

Saria, G. F. (2015). The role of compensation on job satisfaction: a case study of

Tanzania
breweries limited in dar es salaam, Tanzania (doctoral dissertation, Mzumbe
University).

Saunders, M., Lewis, P., & Thornhill, A. (2009). Research Methods for Business
Students. London: Prentice Hall.

Sauro, J., & Lewis, J. R. (2012). Quantifying the User Experience. Practical
Statistics for User Researcher. Amsterdam: Elsivier.

Sharma, A. K. (2005). Text Book of Sampling and Attributes. New Delhi: Discovery
Publishing House.

Sharp, J. M. (2016). Job Satisfaction in Law Enforcement Officers According to
Generational Cohorts (PhD Dissertation). Minnesota: Walden University.

Sikunala, E. (2016). Analysis of Employee's Perception on Motivation Mechanism in
Public Service: Empirical Evidence from Katavi Police Force. Unpublished
Master Dissertation. Dar Es Salaam: The Open University of Tanzania.

Singh, K. (2007). Quantitative Social Research Methods . London: Sage Publication.

Singleton, R. A., & Straits, B. C. (2009). Approaches to social research (5th ed.).
New York: Oxford University Press.

Staki, F. E. (2018). Effects of Human Resource Practices on Organizational

Performance. A Case of Veta in Dar es Salaam and Morogoro Regions.


https://www.gfmag.com/magazine/november-2019/worlds-biggest-banks-2019
https://www.gfmag.com/magazine/november-2019/worlds-biggest-banks-2019

57

Unpblished Master Dissertation. Dar es Salaam: The Open University of
Tanzania.

Survey Monkey. (n.d). Sample size calculator. Retrieved from surveymonkey.com:
https://www.surveymonkey.com/mp/sample-size-calculator/

Tanzania Invest. (2019). Tanzania Banking. Retrieved from tanzaniainvest.com:
https://www.tanzaniainvest.com/finance/banking

Tanzania Police. (2015). Human Rights, Gender and the Role of Police in
Democratic Elections. Training Manual. Dar es Salaam: Author.

Tembur, A. (2017). Factors Affecting Job Performance in National Police Service. A
Case Study of Nairobi Area County. Unpublished Master Dissertation.
Nairobi: The Management University of Africa.

Tindwa, W. M. (2018). The effects of Financial Rewards on employee’s Job

Satisfaction of General Duties Police in Manyara Region (Doctoral dissertation, The

Open University of Tanzania).

Tomazevi¢, N., Seljak, J., & Aristovnik, A. (2014). Factors Influencing Employee
Satisfaction in the Police Service: The Case of Slovenia. Ljubljana:
University of Ljubljana.

Transparency International. (2013). Global Corruption Barometer 2013. Berlin:
Author.

Transparency International. (2019). Global Corruption Batometer Africa 2019. Cape
Town: Author.

United Nations Office of Drugs and Crime. (2010). Twelfth United Nations Congress

on Crime Prevention and Crime Justice . Vienna: Author.



57

US Department of State. (2013). 2013 Investment Climate Statement-Tanzania.
Washington, DC: Author.

Vroom, V. H. (1994). Work and Motivation. San Fransisco: Jossy Bass Inc.

Wang, X., & Hofe, R. (2007). Research Methods in Urban and Regional Planning.
Berlin: Springer-Verlag.

White, D. R., Kyle, M. J., & Schafer, J. A. (2022). Police officers’ job satisfaction:
combining public service motivation and person-environment fit. Journal of
Crime and Justice, 45(1), 21-38.

World Finance. (2019). Banking in 2019. Retrieved from worldfinance.com:

https://www.worldfinance.com/banking-guide-2019/



57

APPENDICES

APPENDIX I: QUESTIONNAIRE

My name is Gloria William. | am a student from the Open University of Tanzania.
Currently I am collecting data for my research which aims to determine factors
influencing job satisfaction among police officers in Arusha City. Being a police
officer, your opinion is important to provide reliable data for this research. Kindly fill
the form by putting a tick (V) in the bracket to indicate the best response that applies
to your opinion for each question.

SECTION ONE: PROFILE OF THE RESPONDENT
What is your gender?
1:Male[ ] 2:Female[ ]

How old are you?

1:18-24 years[ ] 2: 25-35years[ ]

3:36-50 years [ ] 4:51-60 years[ ]

How many years have you been serving as a traffic police?
1:Lessthanlyear[ ] 2:1-3years[ ] 3:Morethan3years[ ]
What is your education Level?

1: Primary Education [ ] 2: Secondary Education [ ]
3: Professional Certificate [ ] 4: Diploma Education [ ]
5: Bachelor Degree [ ] 6: Master Degree [ ]

SECTION TWO: RESEARCH QUESTIONS

Research Question 1: What is the effect of salary on satisfaction with your job

(Please circle tick the response that applies to your opinion)

Strongly | Disagree | Neutral | Agree | Strongly
SALARY ITEMS SCALE Disagree Agree
1 2 3 4 5
1 I am satisfied with my current salary
2 If | am paid adequate salary | will not be
tempted to take bribes
3 If 1 am paid adequate salary | will be
committed to my job
4 If 1 am paid adequate salary | will serve

police force until the retirement age

My overall level of pay is satisfactory

The pay raise | have typically received in

the past was good
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Research question 2: What is the effect of promotion on satisfaction with your job?

(Please circle tick the response that applies to your opinion)

Strongly | Disagree | Neutral | Agree | Strongly
PROMOTION ITE SCALE Disagree Agree
1 2 3 4 5

If I am promoted on time | will love my
police job

If 1 am promoted on time | will be
committed to my police job

If I am promoted on time | will remain
working as a police officer until retirement
age

If I am promoted on time I will have
positive relationship with my supervisors

Promotion practice of the police has
no impact on my motivation

Promotion practice by police has no
impact on my decision to stay or leave
the Bank.

The current promotion practice of the
police secures my career development
needs.

| have been promoted timely during
my stay in the police force

satisfied with the overall

promotion practice of the police force

I am

Research question 3: What is the effect of employee benefits on satisfaction with
your job? (Please circle tick the response that applies to your opinion)

BENEFIT Items scale

Strongly | Disagree | Neutral | Agree | Strongly
Disagree Agree
1 2 3 4 5

I am satisfied if | receive my allowance for
extra working hours on time

I am satisfied if | am provided with adequate
budget for field operations

| am satisfied if | am awarded bonus for
performing effectively

I am satisfied if | am paid annual leave
allowance

I am satisfied if 1 am paid compensation
allowance for occupational injuries

I am satisfied if | can access and use my
pensionable fund whenever | want

| am satisfied if | receive allowance for




57

attending advanced studies to further my
career

I am satisfied if | receive my salary increase
for promotions on time

POLICE JOB SATISFACTION

Strongly | Disagree | Neutral | Agree | Strongly
Disagree Agree
1 2 3 4 5

My police job is enjoyable

| enjoy working with my co-police
officers

I like my police supervisor

| feel a sense of pride in doing my police
job

| like doing the things | do at work
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