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ABSTRACT

This study examined the effect of extrinsic motivation on government agencies performance; a case of Tanzania rural and urban roads agency Simiyu Region. The was guided three specific objectives; to determine the effect of financial incentives, employee’s promotion and the employees job security on   government agencies performance. Positivist philosophy was employed in this study while quantitative research approach was used. Explanatory design was adopted while stratified random sampling was employed as sampling technique. A sample size of 103 was sampled from a population of 160 TARURA employees. Structured questionnaires were used to collect data. Descriptive Statistics and multiple regression analysis were used as data analysis tools. Based on the findings the study recommends that Agencies should design incentive programs that align with performance goals while also fostering job satisfaction through recognition, professional development, and opportunities for career growth. Also, it is recommended to ensure that promotions are based on merit and align with employees' skills and career goals. Lastly, it is recommended to balance job security with performance management practices that maintain accountability and drive continuous improvement.
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CHAPTER ONE

INTRODUCTION

1.1 
Overview

This chapter provides an overview of the study's history, problem statement, objective, research questions, significance, scope, and organizational structure.

1.2 
Background of the Study

Employee performance is greatly influenced by extrinsic motivation, which is fuelled by external rewards like money incentives, recognition, promotions, and job security. This is especially true for government organizations (Deci et al., 2017). Inadequate motivating tactics are a common cause of performance issues in the public sector, which includes Tanzanian government organizations. The Rural and Urban Roads Agency (TARURA) in Simiyu Region is no exception, where factors like limited financial incentives, unclear promotion pathways, and inconsistent recognition programs may hinder employee performance and service delivery. Understanding how these external rewards impact the workforce’s productivity is essential for improving government agency effectiveness in infrastructure development (Kessy, 2021).

Government agencies in Tanzania, particularly in rural and urban areas, face unique challenges in motivating employees due to budget constraints, bureaucratic processes, and a lack of performance-based rewards (Mfaume & Lugalla, 2022). Despite policies aimed at improving public service performance, the absence of robust extrinsic motivation strategies has led to underperformance in key sectors, including road maintenance and infrastructure projects (Komba & Mvungi, 2023). Therefore, investigating the effects of extrinsic motivation on the performance of government employees at TARURA in Simiyu Region is vital for enhancing both employee engagement and overall service delivery in road management and rural infrastructure development.

Globally, the effect of extrinsic motivation on government agencies' performance has been widely studied, with findings suggesting that external rewards like financial incentives, promotions, and recognition are crucial for enhancing employee productivity and commitment in the public sector. According to Malik et al. (2020), financial rewards significantly improve employee motivation and job satisfaction in government organizations, leading to higher levels of service delivery and efficiency. This is particularly true in developed nations where structured bonus systems and merit-based promotions are key motivators for government employees. The study highlights that a well-designed extrinsic motivation system can reduce turnover and absenteeism, common challenges in government agencies.

According to Ali and Akram (2021), government employees in Pakistan respond positively to extrinsic rewards, particularly monetary incentives, which directly influence their performance and job satisfaction. The study found that employees who receive regular financial rewards are more likely to be committed to their tasks and de A study by Al-Hawari and Al-Madani (2022) found that financial incentives, including bonuses and salary increases, significantly enhance employee performance in Jordanian government agencies. The research indicated that employees who perceive their rewards as fair and adequately linked to their performance are more motivated to improve their work outcomes. This finding aligns with the global understanding that monetary rewards can effectively drive performance when implemented consistently and transparently.  

In African perspective, according to Olowe and Akinbode (2023), financial incentives such as salaries, bonuses, and allowances significantly impact employee performance in Nigerian government agencies. Their research found that timely and adequately structured financial rewards boost employee motivation and productivity. Employees who perceive their financial incentives as fair and aligned with their performance goals are more likely to be engaged and committed to their work.  While Hailu and Mulugeta (2023) investigated the effects of non-monetary extrinsic motivators, such as public recognition and awards, on employee performance. Their findings suggest that recognition plays a crucial role in enhancing employee morale and performance. Employees who receive regular acknowledgment for their contributions are more motivated and engaged, whereas a lack of recognition can lead to dissatisfaction and reduced productivity.

In Tanzania Kigoda and Njozi (2023) found that financial rewards, such as performance-based bonuses and salary increments, significantly enhance employee performance in Tanzanian government agencies. Their study indicates that employees who receive financial incentives feel more valued and are more motivated to meet their performance targets. The research highlights that structured and transparent reward systems are crucial for improving job satisfaction and productivity. While Mwita and Ndege (2022) examined the impact of non-monetary rewards, including public recognition and appreciation, on employee performance. Their findings suggest that regular recognition of employees' efforts positively affects morale and motivation. The study emphasizes that a culture of recognition and appreciation can lead to increased engagement and better performance outcomes, while a lack of recognition can result in decreased motivation and job satisfaction.

Tanzania Rural and Urban Roads Agency (TARURA) was established in 2017 under the President’s Office. The creation of TARURA was part of a broader government effort to improve road infrastructure and management in both rural and urban areas of Tanzania. TARURA is responsible for planning, designing, constructing, maintaining, and managing rural and urban roads. Its goal is to enhance transportation infrastructure to support economic growth and development. TARURA plays a crucial role in Tanzania’s development strategy by improving road infrastructure, which is essential for economic activities, access to services, and regional development.

This study utilised expectancy theory (Vroom, 1964) where by variables like financial incentives, promotion and job security were examined on how they affect Tanzania Rural and Urban Agency performance. Balanced Scorecard (BSC) by Kaplan & Norton (1992) was used for TARURA performance 
1.3 
Statement of the Research Problem

Recent studies indicate that insufficient financial rewards can lead to decreased motivation and productivity among employees in government agencies (Muziri & Mwangangi, 2024). Employees who perceive their financial incentives as inadequate may lack the motivation to perform at their best.

Recognition and appreciation for employees’ contributions are crucial for maintaining high levels of motivation and job satisfaction. However, it appears that TARURA may not have a robust system for acknowledging employee efforts, which can lead to reduced morale and performance (Kamwenda & Msafiri, 2023). Also, Concerns about job security can lead to decreased employee commitment and performance. Studies have found that employees who feel insecure in their roles may exhibit lower levels of productivity and engagement (Mwinyi & Shija, 2024).

Mwanjala et al. (2023) study examines how performance management systems influence the effectiveness of government agencies in Tanzania. It finds that regular performance reviews and feedback mechanisms significantly improve agency efficiency and accountability. While Haji (2023)  explored the impact of leadership styles on government agency performance. It concludes that transformational leadership is positively correlated with higher performance levels, while transactional leadership has a neutral to negative effect. Further, Jumbe (2024) investigated the role of employee motivation in government agencies. It highlights that both intrinsic and extrinsic motivation factors contribute to enhanced job performance and overall agency effectiveness.

Based on the above study’s findings, this study focused on the effect extrinsic motivation variables in order to fill the gap whereby financial incentives, promotion and job security effect on TARURA performance were examined. 

1.4 
Objectives of the Study

 1.4.1 
General Objective

The general objective of this study was to examine the effect of extrinsic motivation on government agencies performance in Tanzania; a case of Rural and Urban Roads Agency   Simiyu Region

1.4.2 
Specific Objectives

i.  To determine the effect of financial incentives on   government agencies performance 

ii. To determine the effect of employee’s promotion on   government agencies performance

iii.  To examine the employees job security on   government agencies performance

1.5 
Significance of the Study

The significance of the study on the effect of extrinsic motivation on government agencies' performance, specifically focusing on the Rural and Urban Roads Agency in the Simiyu Region, can be explained as follows. To government officials and policy makers this study provides evidence-based insights into how extrinsic motivation strategies impact employee performance, aiding in the formulation of policies and incentive programs. To agency management this study offers practical recommendations for improving performance management practices by incorporating effective extrinsic motivation techniques.

Furthermore, this research emphasizes to workers the value of extrinsic incentives in raising job happiness and productivity, which can result in a more inspired and involved workforce. Additionally, this study adds to the body of information on extrinsic motivation in the setting of government agencies, which benefits the academic and research communities and serves as a foundation for future investigations and theoretical advancements. 

1.6 
Scope of the Study

 The study is focused specifically on the Simiyu Region in Tanzania. It examines the performance of the Rural and Urban Roads Agency within this region, which allows for a localized analysis of extrinsic motivation impacts. The research is cantered on the Rural and Urban Roads Agency, a government organization responsible for road infrastructure and maintenance. This scope allows for an in-depth exploration of extrinsic motivation within a specific governmental context. The study exclusively investigates extrinsic motivation, which includes factors such as monetary rewards, bonuses, promotions, and other tangible incentives. It does not cover intrinsic motivation or other non-monetary motivational aspects. The research focuses on various performance metrics relevant to the agency’s operations, such as productivity, project completion rates, employee efficiency, and service delivery quality. It aims to link these metrics with extrinsic motivation strategies. The research covers 6 months’ time frame within which data were collected and analysed. This period is critical for understanding the immediate and short-term effects of extrinsic motivation on performance. The study targets employees of the Rural and Urban Roads Agency in the Simiyu Region. It examines their responses to extrinsic motivation efforts and their perceived impact on their job performance.

1.7 
Organization of the Study

The study is divided into five chapters. The study's introduction, problem description, research aims, research questions, and study significance are all included in the first chapter. The literature review, comprising theoretical and empirical reviews, definitions of important words, and conceptual framework, is covered in chapter two. Research approaches, research design, study area, study population, sample plan, measurement of important variables, data collection techniques, study validity and reliability, data analysis, and study limitations are all covered in detail in chapter three. Research findings and discussion are covered in chapter four, while summary, conclusion, and recommendation are covered in chapter five

CHAPTER TWO

LITERATURE REVIEW

2.1 
Overview 

The review of the literature on the connections between organizational growth and employee motivation is presented in this chapter. It contains theoretical and empirical literature as well as definitions of important terms. Give the two theories that were selected to support the study in the theoretical literature, and in the empirical literature, talk about other researchers who had thoughts that were almost exactly the same as this one. Finally, this chapter addresses the conceptual framework of the study and the research gap.

2.2 
Definition of Key Concepts

2.2.1 
Extrinsic Motivation

Extrinsic motivation is defined by Ryan and Deci (2020) as behavior motivated by outside benefits like money, notoriety, accolades, or grades. Unlike intrinsic motivation, which comes from internal urges to engage in activities for their own reason, this type of drive originates from outside the individual. According to Rigby and Przybylski (2021), extrinsic motivation, on the other hand, is the result of people being driven to carry out an action in order to receive a reward or stay out of trouble, indicating the impact of outside forces on Behavior. Extrinsic motivation, as used in this study, is the desire to perform a behavior or activity for rewards from outside sources or to avoid unfavourable outcomes rather than out of intrinsic interest or self-satisfaction. Examples of extrinsic motivators include monetary incentives, recognition, promotions, or avoiding punishment. This type of motivation stems from factors outside the individual, with the focus being on achieving a separable outcome rather than enjoyment or fulfilment from the activity itself.

2.2.2
 Financial Incentives 

Dessler (2021) defines financial incentives as monetary rewards given to employees or individuals to motivate them to perform specific tasks or achieve particular goals. These incentives can include bonuses, commissions, and profit-sharing. While Armstrong (2021) defines financial incentives as monetary rewards given to employees or individuals to encourage desired behaviors or outcomes. They can take the form of short-term incentives, like bonuses, or long-term incentives, such as stock options or pension plans. In this study financial incentives are monetary rewards offered to individuals or employees to motivate specific behaviors, improve performance, or achieve particular goals. These incentives can include bonuses, commissions, profit-sharing, or salary increases, and are designed to encourage productivity, efficiency, and alignment with organizational objectives. Financial incentives serve as external motivators, aiming to enhance effort and outcomes by directly linking financial compensation to measurable achievements.

 2.2.3 
Employees Promotion 

Werther and Davis (2020) define employee promotion as the process by which an employee is assigned to a higher rank within the organization. This change is typically accompanied by additional responsibilities, a higher salary, and an increase in status within the company. While Mathis and Jackson (2020) state that employee promotion refers to moving an employee to a higher-level position within the organization, typically as a result of excellent job performance, qualifications, or potential. Promotions are often used as a means of motivating employees to improve performance. The term "employee promotion" in this study refers to a worker's elevation to a higher position inside an organization, usually with more responsibility, power, and pay. Promotions are intended to recognize an individual's achievements and potential and are frequently granted based on performance, experience, credentials, or seniority. This upward movement is used as a motivational tool to encourage professional growth, loyalty, and higher productivity among employees.

2.2.4
 Employees Job Security 

Cascio and Aguinis (2022) explain job security as the degree to which employees feel confident about the continuity of their jobs and the absence of factors that may lead to involuntary unemployment, such as layoffs, downsizing, or organizational restructuring. While Noe et al. (2022) defines job security as the confidence employees have in the stability and permanence of their job positions. This security can result from legal protections, company policies, or the nature of the industry in which they work. In this study employee job security refers to the level of confidence employees have in the stability and continuity of their employment, without the risk of involuntary job loss. It is influenced by factors such as organizational health, economic conditions, industry trends, and individual performance. Job security provides employees with assurance that their position is secure for the foreseeable future, minimizing concerns about layoffs, downsizing, or termination.

2.2.5 
TARURA Organizational Performance 

 Nyakunga (2021) defines TARURA’s organizational performance as the agency’s effectiveness in constructing, maintaining, and managing rural and urban road networks in Tanzania. This performance is measured by the extent to which TARURA achieves its goals of improving road connectivity and infrastructure quality, which is crucial for economic development and public service delivery. While Mushi (2020) describes TARURA’s organizational performance as the capability of the agency to execute road projects efficiently while adhering to budget constraints, timelines, and safety standards. It also involves stakeholder satisfaction, especially in rural and urban communities benefiting from improved road infrastructure. In this study, TARURA Organizational Performance refers to how well the Tanzania Rural and Urban Roads Agency (TARURA) develops, maintains, and manages rural and urban road networks in order to fulfill its goal. It is measured by factors such as the quality of road infrastructure, timely completion of projects, budget adherence, resource utilization, and stakeholder satisfaction. TARURA's performance also includes its impact on improving road accessibility, contributing to economic growth, and enhancing public service delivery in Tanzania.

2.3 
Theoretical Literature Review

An essential part of academic research that summarizes current ideas and conceptual frameworks connected to a study topic is a theoretical literature review. It ought to be carried out in order to lay the groundwork for the investigation by examining and summarizing the theoretical foundations that direct the investigation. This review identifies gaps in current knowledge, highlights relevant theoretical models, and provides a context for the research questions or hypotheses. It is essential for framing the study within the broader scholarly discourse, ensuring that the research is grounded in established theory, and justifying the chosen methodology. Conducting a thorough theoretical literature review helps to ensure that the research contributes to existing knowledge and addresses relevant theoretical issues (Creswell & Creswell, 2018; Bryman, 2016). In this study the expectancy theory and Balance scorecard were used. 

2.3.1
 Expectancy Theory 

 Expectancy Theory, a prominent theory in motivation, was primarily developed by Victor Vroom (1964). The theory posits that an individual's motivation to engage in a particular behaviour is determined by the expected outcome of that behaviour.

Victor Vroom's Expectancy Theory is based on several key assumptions. Vroom assumes that individuals make rational decisions to maximize their personal satisfaction. This means they weigh the expected outcomes of their actions and choose the behaviour that they believe will yield the highest reward or benefit (Vroom, 1964). Also, it is assumed that individuals have certain expectations about their ability to perform a task successfully. This expectation influences their motivation to put in the effort. If they believe that their efforts will lead to successful performance, they are more likely to be motivated (Vroom, 1964). Moreover, the theory assumes that individuals believe their performance will lead to specific outcomes. This belief, called instrumentality, affects their motivation. If people think that high performance will result in desirable rewards or outcomes, they are more likely to be motivated to perform well. Further, Vroom's theory assumes that the value or importance individuals place on the rewards or outcomes influences their motivation. Different rewards have different values to different people, so motivation varies based on how much an individual values the expected rewards. Finally, the theory postulates that expectancy the conviction that effort will result in performance instrumentality the conviction that performance will lead to reward—and valence the appeal of the reward are the three factors that determine motivation. The degree of motivation is determined by how these factors interact (Vroom, 1964).

Application of the theory is that in the context of TARURA, expectancy refers to employees’ belief that their efforts will lead to successful job performance. For extrinsic motivation to be effective, employees must perceive a clear connection between their level of effort and the achievement of desired performance outcomes. it should be ensured that employees in TARURA believe that their hard work and efforts will indeed result in successful project completion and improvements in road infrastructure. This belief can be fostered through proper training, resource provision, and setting clear performance goals (Meyer, & Allen, 1997).

The theory has been applied by explaining on the implementation of a reward system where employees are clearly informed that high performance will be rewarded with bonuses, promotions, or other extrinsic incentives. This system should be transparent and consistently applied to reinforce the connection between performance and rewards (Judge, & Bono, 2001).

in addition, the Vroom expectancy theory have been applied to conduct surveys or assessments to understand what rewards are most valued by TARURA employees. Ensure that the rewards offered align with these preferences, whether they are monetary bonuses, additional leave, or other benefits (Locke, & Latham, 2002).

Lastly, by applying Expectancy Theory, TARURA can design a motivation strategy that aligns with Vroom’s model to enhance employee performance. Ensuring that employees perceive a clear link between their efforts, performance outcomes, and valued rewards can significantly improve their motivation and, consequently, the overall performance of the agency (Ssemakula, 2022).

There are various advantages to using Victor Vroom's Expectancy Theory to examine how extrinsic incentive affects government agency performance, as at the Tanzania Rural and Urban Roads Agency (TARURA) in the Simiyu Region. Expectancy theory, in the first place, focuses on how people believe their efforts will affect their performance and the rewards they will subsequently obtain. This personalized viewpoint aids in adjusting motivational tactics to suit personal requirements and convictions, which may result in more productive motivational techniques. Customized incentive programs that directly address employees' perceptions of the relationship between their efforts, performance, and incentives are made possible by TARURA's understanding of how each person views this relationship (Latham & Pinder, 2005).

Secondly, the theory provides a clear framework for linking effort to performance. By emphasizing expectancy, it highlights the importance of employees’ belief in their ability to succeed and the impact of their effort on job performance. In TARURA, focusing on improving employees' confidence in their ability to achieve goals can increase motivation. This can be achieved through training programs and resource allocation that enhance employees' skills and capabilities (Judge, & Bono, 2001).

Third, Expectancy Theory clarifies how the perceived value of rewards (valence) influences motivation. This helps in understanding that not all rewards are equally motivating, and employees’ preferences must be considered when designing incentive systems. For TARURA, conducting assessments to identify which rewards are most valued by employees ensures that extrinsic motivation strategies are aligned with employees’ preferences, leading to more effective motivation (Locke, & Latham,  (2002).

While Victor Vroom's Expectancy Theory offers valuable insights into motivation, it also has limitations when applied to understanding the effect of extrinsic motivation on government agency performance, such as at the Tanzania Rural and Urban Roads Agency (TARURA) in the Simiyu Region. First, Expectancy Theory assumes that individuals make rational decisions based on their expectations of outcomes. However, this may not always reflect real-world behaviour, where emotional, social, and cognitive factors can influence motivation and performance. Employees at TARURA might not always act rationally or make decisions purely based on expected rewards. Factors such as job satisfaction, organizational culture, and personal values can also play significant roles.

Secondly, Expectancy Theory primarily focuses on extrinsic motivation and may undervalue the role of intrinsic motivation such as personal satisfaction and sense of achievement which can also significantly impact employee performance. In TARURA, employees might be motivated by intrinsic factors like job satisfaction or a sense of contributing to public service, which are not fully addressed by Expectancy Theory (Deci, & Ryan, 2000).

Third, the theory simplifies the complex process of motivation by focusing on a linear relationship between effort, performance, and rewards. In reality, motivation is influenced by various interacting factors, including organizational dynamics and individual differences. TARURA’s performance may be influenced by a complex interplay of organizational culture, management practices, and external factors beyond the straightforward expectancy-reward relationship (Wood, & Locke, 1987).

Fourth, the theory simplifies the complex process of motivation by focusing on a linear relationship between effort, performance, and rewards. In reality, motivation is influenced by various interacting factors, including organizational dynamics and individual differences. TARURA’s performance may be influenced by a complex interplay of organizational culture, management practices, and external factors beyond the straightforward expectancy-reward relationship (Wood, & Locke, 1987).

2.3.2 
Balance Scorecard 

Kaplan and Norton (1992) devised the Balanced Scorecard idea.  The Balanced Scorecard is a strategic management tool that was developed by Kaplan and Norton. It balances financial and non-financial measures from four perspectives: financial, customer, internal business processes, and learning and growth. This allows for a comprehensive view of an organization's performance.

The Balanced Scorecard theory developed by Kaplan and Norton is predicated on a number of fundamental presumptions that support its usefulness as a tool for strategic management. These are the principal hypotheses. First, the Balanced Scorecard assumes that a comprehensive view of organizational performance requires more than just financial metrics. It posits that performance should be evaluated from multiple perspectives to provide a balanced view. Organizations should assess performance not only through financial outcomes but also by considering customer satisfaction, internal processes, and employee learning and growth (Kaplan, & Norton, 1992).

Secondly, the theory assumes that for an organization to achieve its strategic goals, its performance measures and activities must be aligned with its strategic objectives. The Balanced Scorecard helps in translating strategy into actionable objectives and measures. he Balanced Scorecard provides a framework to ensure that all levels of the organization are aligned with its strategic goals, thus translating strategic objectives into operational terms.

Third, the Balanced Scorecard is predicated on the idea that many viewpoints have causal links with one another. For instance, enhanced customer satisfaction ought to follow process changes internally, and improved financial performance ought to follow. By identifying and managing these cause-and-effect relationships, organizations can create strategies that drive improvements across all perspectives.

Fourth, the theory assumes that measuring performance from multiple perspectives provides a more balanced view, helping organizations avoid over-reliance on financial measures alone, which may not capture all aspects of performance. Organizations are encouraged to develop metrics across four perspectives financial, customer, internal business processes, and learning and growth to gain a holistic view of performance.

Last, The Balanced Scorecard assumes that feedback and learning are integral to strategy execution. It is designed to help organizations continuously improve by providing feedback on strategy implementation and performance. The Balanced Scorecard facilitates ongoing review and adjustment of strategies based on performance data, supporting adaptive learning and continuous improvement.

The Tanzania Rural and Urban Roads Agency (TARURA) in the Simiyu Region is one government agency that uses the Balanced Scorecard (BSC) to analyze the impact of extrinsic motivation on performance. The BSC integrates performance measures from various perspectives to provide a comprehensive picture of how extrinsic motivation affects organizational outcomes. First, assess how extrinsic motivation impacts financial performance metrics such as budget adherence, cost efficiency, and return on investment. For TARURA, this could involve measuring the cost-effectiveness of projects and how motivated employees contribute to better financial management. For example, in evaluation whether motivated employees are more likely to complete road projects within budget and on time, leading to cost savings and improved financial performance (Ittner, & Larcker, 2003).

Secondly, to measure the impact of extrinsic motivation on customer satisfaction and stakeholder engagement. For TARURA, this involves evaluating how motivated employees improve service delivery to the community, such as the quality and timeliness of road construction and maintenance. For example, in tracking customer satisfaction surveys and community feedback related to TARURA’s services to determine if motivated employees provide better service and enhance stakeholder relationships (Neely, Gregory, & Platts, 1995).

Third, the Balanced Scorecard framework allows TARURA to integrate these perspectives to provide a holistic view of how extrinsic motivation impacts performance. By linking extrinsic motivation to specific measures in each perspective, TARURA can better understand the overall effect on organizational performance and make informed decisions to enhance motivation and performance. For example, Using a balanced scorecard approach to ensure that extrinsic motivation strategies are aligned with financial goals, customer satisfaction, internal processes, and employee development. This integrated approach helps in identifying areas for improvement and ensuring that motivational strategies contribute to overall organizational success (Malina, & Selto, 2001).

The Tanzania Rural and Urban Roads Agency (TARURA) in the Simiyu Region is one government agency that uses the Balanced Scorecard (BSC) to analyze the impact of extrinsic motivation on performance. The BSC integrates performance measures from various perspectives to provide a comprehensive picture of how extrinsic motivation affects organizational outcomes. By evaluating extrinsic motivation through multiple lenses financial impact, customer satisfaction, process efficiency, and employee development TARURA can gain a well-rounded understanding of how motivation affects overall performance (Neely, Gregory,  & Platts,  1995).  

Also, the Balanced Scorecard helps ensure that performance measures are aligned with the strategic objectives of the organization. This alignment ensures that extrinsic motivation strategies are directly contributing to achieving the agency’s strategic goals. For TARURA, this means that motivation initiatives can be directly linked to strategic objectives such as improved road infrastructure, cost efficiency, and stakeholder satisfaction, thereby making motivational efforts more purposeful and effective (Ittner,  & Larcker, 2003).

Additionally, The Balanced Scorecard helps the firm as a whole communicate strategic objectives and performance standards in a clear and concise manner. It helps in translating high-level strategies into actionable objectives and measures that all employees can understand and follow. TARURA can use the Balanced Scorecard to effectively communicate how extrinsic motivation initiatives fit into broader organizational strategies, ensuring that employees understand their roles and contributions towards achieving strategic goals (Bourne, Mills, Wilcox, & Neely, 2000).

Last, the Balanced Scorecard incorporates mechanisms for feedback and learning, allowing organizations to adapt their strategies based on performance data. This supports continuous improvement and responsiveness to changes. TARURA can leverage the Balanced Scorecard to regularly review and adjust extrinsic motivation strategies based on performance metrics and feedback, leading to ongoing enhancements in employee motivation and overall performance (Malina, & Selto, 2001).

While the Balanced Scorecard (BSC) theory offers a comprehensive framework for performance management, it also has some weaknesses that could impact its application to the study of the Effect of Extrinsic Motivation on Government Agencies' Performance: A Case of Tanzania Rural and Urban Roads Agency (TARURA), Simiyu Region. Here are some key weaknesses. First, The BSC can be complex to implement, particularly in government agencies where resources and expertise might be limited. The need for alignment across multiple perspectives (Financial, Customer, Internal Business Processes, Learning and Growth) can result in a cumbersome process, requiring significant effort and coordination (Niven, 2008).

Secondly, the BSC emphasizes measurement and tracking of performance metrics, which can sometimes overshadow the focus on actual improvement. There is a risk that the process becomes more about reporting and less about making meaningful changes to enhance performance (Kaplan, & Norton, 2001). 

Third, the BSC framework might lead to an overemphasis on quantitative performance metrics, which can be particularly challenging in the context of extrinsic motivation. Extrinsic motivation is often difficult to quantify, and focusing too heavily on numbers might neglect qualitative aspects like employee satisfaction and morale (Ittner,  & Larcker, 2003).

Fourth, the BSC might struggle to effectively capture the impact of extrinsic motivation on performance due to the indirect nature of the relationship. This difficulty in establishing clear cause-and-effect links can hinder the accurate assessment of motivational strategies (Bourne, Neely, Mills, & Platts, 2003). 

Lastly, Implementing and maintaining the Balanced Scorecard can be resource-intensive. It requires ongoing training, data collection, and analysis, which might be particularly challenging for government agencies with limited budgets and manpower (Kaplan, & Norton, 2004)

2.3.3 
Maslow Theory of Needs 

The psychologist Maslow proposed his theory of requirements, also referred to as Maslow's Hierarchy of requirements, in 1943. This approach includes variables for financial incentives and job stability. 

There are presumptions in Maslow's hierarchy of needs theory. Needs are hierarchical, to start. According to Maslow's 1943 theory, human needs are ranked from lowest to highest. Lower-level wants, such as safety and physiological requirements, must be met before higher-level needs, such as esteem and self-actualization, can be taken care of. Secondly, People move progressively through the levels of needs. Once a lower need is satisfied, individuals naturally seek to fulfil the next level of needs (Kenrick et al., 2010). Third, Lower-level needs have a stronger influence on behavior until they are sufficiently satisfied. Only after these basic needs are met can higher-level needs, such as self-esteem and self-actualization, become motivating factors (Maslow, 1954).

Fourth, the highest human motivation is to realize one's potential and engage in personal growth, creativity, and self-fulfillment (Maslow, 1970). And last, the strength of needs may vary depending on the individual’s life experiences and circumstances, which can influence the order or prioritization of needs (Neher, 1991).

The application of Maslow's Hierarchy of Needs Theory to the effect of employees' job security on TARURA's organizational performance can be explained briefly as follows. First, job security as a safety need. Maslow places job security within the safety needs, which is the second level of his hierarchy. TARURA employees, when assured of job security, have their basic safety needs fulfilled, reducing fear of job loss and increasing their focus on productive work. Research shows that satisfying these safety needs enhances employee well-being, reducing anxiety and improving performance (Gordon, 2021). 

Secondly, motivation for higher-level need. Once job security is ensured, TARURA employees can progress to satisfy higher-level needs, such as belonging (teamwork), esteem (recognition), and self-actualization (growth and creativity). A motivated workforce, according to Maslow, will be more innovative and engaged, contributing to better organizational performance (Hopper, 2020).

Third, positive impact on organizational performance. Meeting job security needs fosters loyalty and commitment. At TARURA, employees who feel secure are more likely to contribute effectively to organizational objectives like road infrastructure development and management, leading to higher performance outcomes (Rahman & Sabina, 2023).

Maslow theory of hierarchy of needs has strengths. Maslow’s theory emphasizes both physiological and psychological aspects of human motivation, providing a comprehensive understanding of how various needs influence behaviour. This holistic approach is useful in workplace settings to address different motivational drivers (McLeod, 2020).

Also, the theory can be applied across different fields, including education, health care, and business management. For example, organizations can use Maslow’s framework to improve employee motivation by ensuring basic needs like safety and self-actualization are addressed (Jerome, 2013). Moreover, Maslow highlights the importance of self-actualization, encouraging individuals and organizations to promote creativity, innovation, and personal development, which is particularly relevant in modern work environments (Gordon, 2021).

However, the theory suffers some critiques. Critics argue that Maslow’s hierarchy lacks strong empirical evidence, as not all individuals follow the sequential order of needs. Research has shown that people may prioritize needs differently depending on their circumstances (Wahba & Bridwell, 1976). Moreover, the theory is often criticized for being culturally biased, as it assumes that all individuals value self-actualization equally. In some cultures, social or community needs might take precedence over personal growth (Hofstede, 2011). Last, Maslow’s hierarchy has been criticized for oversimplifying human motivation. Some scholars suggest that human needs are more complex and interrelated than the strict hierarchy suggests (Kenrick et al., 2010).

2.4 
Empirical Literature Review

Examining previous research on the effects of extrinsic motivation on government agency performance is part of an empirical review based on particular objectives for the study of the Effect of Extrinsic Motivation on Government Agencies' Performance: A Case of Tanzania Rural and Urban Roads Agency (TARURA), Simiyu Region.

2.4.1
The Effect of Financial Incentives on TARURA Organizational Performance 

In order to improve employee innovation performance, Malahim et al. (2023) examined the implementation of financial incentives utilizing the framework of monetary and non-monetary incentives. The case study included Islamic banks in Jordan.  The goal of the study was to perform an analytical and systematic review. 73 respondents filled out questionnaires as part of a survey procedure, and data was collected using partial least squares (PLS) analysis. The study employed simple linear regression (SLR) to evaluate the impact of incentives on performance. The study's findings showed that both monetary and non-monetary incentives had a statistically significant positive impact on performance. Islamic banks must examine their system of ethical and monetary rewards in order to set up a fair incentive program that improves employee performance and adds value. However, the study lacks the exploration into how cultural and organizational context-specific factors within Jordanian Islamic banks influence the effectiveness of monetary and non-monetary financial incentives on employee innovation performance.

The effect of financial incentives in employee job motivation, satisfaction, performance, and turnover: data from Pakistan was investigated by Ahmad, Maochun, and Rehman (2019).  Pakistanis working in the textile and telecommunications industries make up our sample. Out of the 1000 questionnaire replies, we gathered data on 600 of them. With the exception of job turnover, all of the stated variables are positively significant, according to our path analysis using the responses we obtained. We discovered that a monetary incentive can help to maintain an employee's motivation and satisfaction. Financial incentives, on the other hand, deter staff turnover, which not only reduces organizational expenses but also aids in the retention of human resources. However, the study is limited on examination of how industry-specific characteristics in Pakistan impact the effectiveness of financial incentives on employee motivation, satisfaction, and performance.

A case study was conducted by Ihemereze et al. (2023) to examine the effects of financial incentives on worker performance in the Nigerian automobile industry.  The study finds patterns and differences in how industry workers perceive financial incentives through a careful analysis of 120 completed surveys. The results show how well-informed individuals are on the components and aspects of financial incentives and how they comprehend how these factors affect their productivity at work. The study's limited focus on the Nigerian automobile industry, however, makes it difficult to extrapolate its conclusions to other sectors of the economy or other geographical areas.

In 2023, Akudugu, Mavis, and Akudugu conducted a case study of the Ghana Revenue Authority in the Northern Region to investigate the effects of incentives on employee performance.  For the study, a total of 120 employees were taken into account. A straightforward random sampling method was used to choose a sample size of 92 employees. A questionnaire on a five-point Likert scale was used to gather data. The study's findings demonstrate that both financial and non-financial incentives have a high degree of importance, demonstrating their statistical significance in predicting worker performance. Employee performance is strongly impacted by incentives, according to regression research, which also indicates a strong positive linear association.  Nevertheless, the study's scope is limited to Ghana's Northern Region, which may mean that it ignores differences in the incentives' effects on other areas or industries inside the nation.

In 2022, Mfikwa, Kisawike, and Golyama conducted research on the effect of monetary rewards on workers' productivity in Tanzania, using the Iringa Municipal Council as a case study.  The study used a quantitative research methodology and a randomly chosen sample size of 339 employees from the Council's entire workforce of 2,215 personnel. Multiple linear regression analysis, as well as other descriptive and inferential statistics, were used to examine the gathered research data. The results showed that financial incentives had a small but positive impact on Iringa Municipal Council employees' performance. The study suggests that future research concentrate on evaluating the impact of incentives on workers' performance in central government institutions and alternative local government forms, such as district and rural councils. The study's narrow emphasis on Iringa Municipal Council, however, may prevent it from adequately capturing the range of effects that financial incentives have on various Tanzanian municipalities.
 2.4.2 The Effect of Promotion on TARURA Organizational performance 

The impact of job promotion and training on work motivation and how it affects job performance: A 2020 study by Haryono, Supardi, and Udin examined evidence from Indonesia.  The study was carried out in the South Lampung Regency National Education Office with 215 respondents. The research design employs a quantitative survey method, and the basis for data analysis is provided by the structural equation model (SEM) with Amos 24. The results of the study show that: (a) training and promotion positively and significantly impacted job motivation; (b) training and promotion positively and significantly impacted job performance; and (c) work motivation had no appreciable effect on mediating the relationship between training and job promotion and job performance. Promotions are a more direct and substantial factor in improving employee job performance than training, although efforts to improve employee job performance will be more successful if employees earn promotions. However, the study focused on training and career development in Indonesia, so it's possible that it overlooked the ways in which these factors influence job performance in other cultural or economic contexts.

Albloush et al. (2020) conducted research on how organizational politics affected workers' productivity in Jordan.  The Greater Amman Municipality (GAM), in Jordan, provided data from 22 directorates of regions' employees' performance for this study. Information gathered via in-person interviews with eleven directors of administrative divisions in GAM region directorates. The results of the interviews indicate that many employees perform poorly or not at all. This poor performance is a result of the negative aspects of OP, as nearly all respondents noted that OP practices are widespread at GAM because many employees, particularly those in high positions, take advantage of their status to further personal agendas or appease superiors in order to receive specific training, which gives workers the impression that the workplace is unfair and unjust. Future research directions and limitations are also given. The study's focus on organizational politics in Jordan, however, may have obscured the ways in which these dynamics affect worker performance in various organizational or geographical contexts.

Ratemo, Bula, and Felistus (2021) conducted research at the Kenya Forestry Research Institute's headquarters in Muguga, Kiambu County, on employee performance and job promotion.  Descriptive research design and positivist philosophy were employed in the study. The Kenya Forestry Research Institute served as the analysis's unit. The 178 employees of the Kenya Forestry Research Institute in Muguga were the target population. 121 responders were chosen as a sample using stratified random sampling. To gather primary data, a semi-structured questionnaire was employed. To make sure the data collection tool is trustworthy, a pilot study was carried out. Thematic analysis was used to analyze the qualitative data. The frequency distribution, percentages, mean, and standard deviation were the main topics of descriptive statistics. Multivariate regression analysis and the Pearson correlation coefficient are two elements of inferential statistics. The Kenya Forestry Research Institute's staff performance is significantly impacted by job promotion methods, according to the study. Additionally, the study discovered that job promotions help people learn new abilities. In order to enhance employees' total competency skills, the study advises that the Kenya Forest Research Institute Headquarter take into account employees' leadership qualities, attitudes, and prior performance while promoting employees. The study, however, focuses on the Kenya Forestry Research Institute's Muguga headquarters, which could not accurately represent the wider effects of job promotions on worker performance in other Kenyan institutions or regions.

Mziwao and Mbogo (2022) conducted research on the impact of job satisfaction on an organization's performance, using Mkombozi Bank in Dar es Salaam as a case study.  A descriptive research study with a sample size of thirty workers was conducted. Most of the study's data was collected via semi-structured questionnaires. The study analyzed the relationship between the measures of workers' job satisfaction and the effectiveness of the organization using analytical descriptive statistical methodologies. The statistical tools used for the study analysis were inferential statistics, specifically multi-regression and the correlation matrix. The study's conclusions show that there is little to no correlation between worker job satisfaction and organizational success. Depending on the study's findings, management will need to realize that worker job satisfaction and organizational success are related. Even if it was shown that this correlation was weak, other factors and the measurement techniques used simply contradicted it. It is recommended that management use these findings as a wake-up call to consider and improve employee job satisfaction elements in their attempts to enhance organizational performance. 

The special focus on work satisfaction at Mkombozi Bank, which offers in-depth insights into its implications on organizational performance, is Mziwao and Mbogo (2022)'s strength. However, the study's limited applicability to other banks or industries is its shortcoming.

2.4.3
The Effect of Employees Job Security on TARURA Organizational performance

The quartet of sustainable job security, job performance, organizational commitment, and motivation in an emerging economy with a focus on Northern Cyprus was the subject of research by Kayar and Yeşilada (2024).  It examines the mediating roles of organizational commitment and motivation on the link between perceived job security and sustained performance by analyzing and contrasting data from 582 bank workers in the public and private sectors. The study discovered that organizational commitment and motivation favorably mediate the association between job security and sustained work performance. Furthermore, there are differences between the public and private sectors in the benefits of job security for organizational commitment, motivation, and, ultimately, for long-term work performance. The results of this study can serve as a guide for labor employment strategies in developing nations that seek to establish long-term economic structures.

However, Kayar and Yeşilada's (2024) thorough examination of a variety of interrelated elements in a growing economy is its strongest point; on the other hand, its exclusive focus on Northern Cyprus may limit the findings' applicability to other rising economies.

Al-dalahmeh, Khalaf, and Obeidat (2018) investigated how job satisfaction functions as a mediator between employee engagement and organizational performance: the example of IT workers in the Jordanian banking industry.  A total of 429 valid responses from a questionnaire-based survey were subjected to regression analysis and a quantitative research design. The findings demonstrated that three aspects of IT employee engagement vigor, absorption, and dedication significantly impacted organizational performance and that employee engagement had a major impact on IT staff performance. The findings also demonstrated that job satisfaction was positively and considerably impacted by IT employee engagement, with vigor having the largest impact. Furthermore, it was discovered that organizational performance was strongly and favorably impacted by job satisfaction. Al-Dalahmeh, Khalaf, and Obeidat's (2018) study is strong because it thoroughly examines how job satisfaction influences the relationship between employee engagement and organizational performance. However, the study's narrow focus on IT workers in the Jordanian banking industry may limit its generalizability.

 Al-Harazneh, Al-Oweidat, and Nashwan (2024) investigated how job security affected Jordanian nurses' performance at work. A cross-sectional, comparative, descriptive design was used in the investigation. Two public and two private hospitals hosted the study. It was straightforward to recruit 156 nurses as a sample for the research. Data were gathered using the Six-Dimension Scale of Nursing Performance and the Job Security Questionnaire. The findings indicated that the job security score had a rather high-performance value. Al-Harazneh, Al-Oweidat, and Nashwan's (2024) study is strong because it examines the relationship between job security and job performance, particularly for Jordanian nurses. Its limitation is that it may not account for the effects that differ in other healthcare settings or geographical areas.

The mediating function of organizational identity between job security and leadership was examined by Ali, Hussain, and Khan (2020) using instructors in private institutions in Punjab, Pakistan.  Smart partial least squares structural equation modeling (Smart-PLS-SEM) is used to examine data. Low job security affects a lot of teachers, which has an impact on them both personally and professionally. The criteria employed in this study to assess teachers' job security include leadership, organizational identity, and the role that organizational identification plays as a mediator between job security and leadership. A total of 32 items, including varying quantities of questions pertaining to each factor, were distributed to 150 teachers working in various private institutions in Punjab for this study. The findings demonstrated that the factors can account for teachers' job security to a considerable extent. Regression and validity analysis, however, demonstrate that they are accurate indicators of the employees' (teachers') job security. 

Job security as a predictor of work alienation among Egyptian travel agency employees was researched by Zaki and Al-Romeedy (2018).  A questionnaire survey of workers in Egyptian travel businesses was used to gather primary data. The findings showed that employees at Egyptian travel businesses had a moderate degree of work alienation and a moderate degree of job security. The degree of feeling of work alienation was also found to be negatively and considerably impacted by job stability. Furthermore, this study showed that the degree of estrangement was unaffected by any demographic factor. Yet, factors related to the workplace (such as wealth and work experience) affect how alienated one feels. Lastly, this study offered managers of travel companies some crucial insights on how to improve job security and lessen the sense of alienation at work. 

However, the strength of Zaki and Al-Romeedy (2018) is its exploration of job security as a predictor of work alienation within a specific industry, providing targeted insights, while its weakness is the focus on Egyptian travel agencies, which may not generalize to other industries or countries.

Iji and Okpa (2019) conducted research on job security and working hours. an examination of their connection to the productivity and well-being of commercial bank employees in Nigeria's Cross River State.  For this study, a survey research design was adopted. 232 samples were selected from five banks and their branches in Cross River State using the purposive and proportional sampling technique. The questionnaire served as the data gathering tool. The relevant frequency distribution, tables, charts, and Pearson Product Moment Correlation at 0.05 confidence level were used to code and analyze the field data. Out of the 232-instrument distributed only 213 were return without missing items or mutilation and these number were used for analysis. The findings showed that while job security and the wellbeing and performance of commercial bank employees in Cross River State, Nigeria, do not significantly correlate, there is a statistically significant relationship between working hours and these variables. Thus, the study suggests, among other things, that Bank management implement flexible work schedules for staff members to enhance their comfort levels.

Michael (2020) examined factors influencing organizational performance: the case of Tanzania police force.  Cross-sectional design was used as the study design. Survey was conducted using questionnaire to collect data from 108 respondents. Results indicated that, factors that affect performance of TPF were; leadership supervisory skills, provision of rewards, bonus and incentives, effective implementation of the staff performance goals for appraisal systems, job security, training, promotion, working environment, and recognition. It was also found that, efficiency, effectiveness, and legitimacy of TPF performance was at moderate level in a community. Further, findings suggest that, motivation factors explain moderate of the TPF performance. Rewards, bonus and incentives, and salary and allowances were significant predictors of TPF performance. There was significant relationship between motivation and TPF performance. The study recommends that, the government should make sure work place equipment and barracks accommodations are abundantly available.

However, the strength of Michael (2020) is its in-depth examination of factors affecting organizational performance within the Tanzania Police Force, offering valuable insights into a specific public sector organization, while its weakness is the limited focus on this single institution, which may not be applicable to other sectors or countries.
2.5
Research Gap

Recent studies suggest that while extrinsic motivation positively influences employee performance, its effectiveness in public institutions depends on how well the reward systems align with employees’ expectations (Vallerand, 2021). Moreover, Ng’eni (2023) highlights the limited exploration of motivation theories in the public sector in Sub-Saharan Africa, particularly in governmental agencies.

Most research on extrinsic motivation has focused on the private sector or large public enterprises, particularly in developed countries. There is a lack of comprehensive studies that examine the specific impact of extrinsic motivators (such as salaries, bonuses, and job security) on the performance of government agencies like TARURA in Tanzania. Existing research tends to generalize findings from the private sector, without accounting for the unique dynamics and constraints present in government agencies (Ng’eni, 2023).

While motivation theories such as Herzberg's Two-Factor Theory and Expectancy Theory are widely applied in the literature, their relevance and practical application in the Tanzanian public sector remain underexplored. There is a need to study how extrinsic motivators impact performance in the socio-economic and cultural context of Tanzania, specifically in rural and urban infrastructure management agencies like TARURA. This lack of localized research creates a gap in understanding how extrinsic rewards influence employee performance in different Tanzanian regions (Mwita, 2020).

Another significant knowledge gap is related to how performance is measured in government agencies like TARURA. While much of the existing literature focuses on performance metrics in the private sector (e.g., productivity, profitability), the performance of government agencies may be assessed through different criteria, such as public service delivery and infrastructure development. Understanding how extrinsic motivation affects these specific outcomes in TARURA has not been adequately addressed in the literature (Mtey, 2022).

Most studies on extrinsic motivation and performance in government agencies are cross-sectional, meaning they capture data at a single point in time. This approach limits the understanding of how extrinsic motivators influence employee performance over the long term. Government agencies, especially in sectors like road infrastructure management, may see fluctuating performance levels due to factors like changing policies, budgets, and leadership styles. By conducting a longitudinal study or incorporating a time-sensitive element into the research design, your study could address the gap in understanding the sustained impact of extrinsic motivation on employee performance (Nyika, 2021)

2.6
Conceptual Framework
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Figure 2.1:
Conceptual Framework 

Source:Researcher (2024)

2.7 
Hypotheses 

2.7.1 
The Effect of Financial Incentives on TARURA Performance 

Expectancy Theory posits that individuals are motivated to act based on their expectations of outcomes (Vroom, 1964). In the context of financial incentives, this theory suggests that employees are more likely to engage in behaviors that lead to desirable financial rewards. According to Vroom, the motivation to work harder is influenced by the expectancy (belief that effort will lead to performance), instrumentality (belief that performance will lead to rewards), and valence (value placed on the rewards).

H1: Financial Incentives have a positive relationship with on   Government Agencies Performance 

2.7.2
The Effect of Employees Promotion on TARURA performance 

Vroom’s Expectancy Theory (1964) suggests that employees are motivated to perform well if they believe that their efforts will lead to desired outcomes (e.g., promotions) and if they value these outcomes. In TARURA, if employees perceive that their performance can lead to promotions, they may be more motivated to improve their performance. This theory emphasizes the relationship between effort, performance, and reward, suggesting that promotions can be a strong motivator for enhancing performance.

H2: Employees Promotion has a positive relationship with on   Government Agencies Performance 

2.7.3 
The Job Security on TARURA performance

Maslow's Hierarchy of Needs Theory: Job security aligns with the "safety needs" in Maslow’s hierarchy, which posits that employees must feel secure in their employment to reach higher levels of motivation and contribute effectively. In TARURA, if employees feel secure in their jobs, they are likely to engage more fully with their roles, reducing anxiety over job loss and increasing focus on performance and road development goals (Maslow, 1943).

H3: Employee job security is positively related on   Government Agencies Performance
CHAPTER THREE

RESEARCH METHODOLOGY

3.1 
Chapter Overview 

The research protocols and methodologies employed in the study are presented in this chapter. The research methodology, research design, study area, population, sample, and sampling procedures, data source, data collection strategies, study validity and reliability, data analysis, and study limits are all covered in this chapter.

3.2
 Research Philosophy

Research philosophy is seen as an essential aspect of research methodology as it strengthens the choices of research strategies and methods as explained by Shah, Michael & Chalu (2020) Positivism is the philosophy that   was applied. Positivism values data that can be observed and measured objectively. In the context of TARURA, positivist research would focus on quantifiable aspects of extrinsic motivation (e.g., salaries, bonuses) and their direct impact on performance metrics (e.g., project completion rates, quality of road infrastructure). This approach ensures that findings are based on concrete data rather than subjective opinions (Creswell, 2014).

Also, positivism involves formulating hypotheses and testing them through empirical research. For TARURA, this might mean hypothesizing that increased extrinsic motivation leads to improved performance and then using statistical methods to test this hypothesis. This approach helps in establishing causal relationships and validating theories through data (Bryman, 2016). Last, Positivism aims for findings that can be generalized to other contexts. By applying a positivist approach to TARURA, the study seeks to produce results that can be applicable to similar government agencies in different regions or countries, thus contributing to broader understanding and policy recommendations (Saunders et al., 2016).

3.3 
Research Approach

 A quantitative approach in research focuses on quantifying relationships, behaviors, phenomena, or patterns through statistical, mathematical, or computational techniques. It aims to obtain objective data and derive generalizable findings from numerical data collected through surveys, experiments, or secondary data analysis (Creswell, 2014).

Quantitative approach was adopted because, in studying the effect of extrinsic motivation on TARURA’s performance, a quantitative approach enables researchers to measure various forms of extrinsic motivation (e.g., bonuses, incentives) and performance outcomes (e.g., project completion rates) in a structured and objective manner.

Also, it was easier to formulate and test hypotheses about the relationship between extrinsic motivation and performance, such as whether increased bonuses lead to higher performance in road construction and maintenance tasks. Moreover, the quantitative approach allowed for statistical analysis of data collected from TARURA employees, providing insights that led to generalized to similar government agencies in other regions or contexts, thus informing broader policy and management practices.
3.4 
Research Design 

Explanatory research design is a type of research methodology focused on investigating the causes and effects of relationships between variables. It seeks to explain the reasons behind observed phenomena by identifying and analyzing causal relationships. This design is used to understand how and why certain factors influence outcomes and to establish causal links between variables (Bryman, 2016).

Explanatory design was adopted in this study because, explanatory research design was adopted for the study on TARURA to explore how extrinsic motivation (e.g., bonuses, incentives) impacts performance outcomes (e.g., project completion rates). It helps in identifying whether increases in extrinsic motivation led to improved performance in road construction and maintenance tasks (Saunders, Lewis, & Thornhill, 2016).

Also, this design allows for testing specific hypotheses, such as whether higher extrinsic motivation correlates with better performance. By examining these hypotheses, researchers can determine the strength and nature of the relationship between extrinsic motivation and performance (Saunders et al., 2016). Moreover, the use of quantitative methods within an explanatory framework provides structured and objective analysis, enabling researchers to measure the impact of extrinsic motivation on performance in a rigorous manner (Neuman, 2014).

3.5 
Study Area

The area of study focuses on the performance of government agencies, specifically TARURA (Tanzania Rural and Urban Roads Agency) in the Simiyu Region. This case study examines how extrinsic motivation affects the performance of TARURA employees in road construction and maintenance tasks. The research investigates various forms of extrinsic motivation, such as bonuses and incentives, and their impact on performance outcomes like project completion rates and quality of road infrastructure. 

Reasons why the area was selected is because extrinsic motivation plays a significant role in enhancing employee performance, especially in government agencies where motivation can directly influence productivity and efficiency (Deci & Ryan, 2000). By focusing on TARURA, the study seeks to understand how extrinsic rewards impact performance in a crucial sector responsible for infrastructure development.

The Simiyu Region provides a specific context that may offer unique insights into how extrinsic motivation affects performance in rural and urban road management. Understanding the regional dynamics and challenges can lead to more tailored and effective motivational strategies (Bryman, 2016).

Government agencies often face challenges related to employee motivation and performance. By studying TARURA, the research aims to provide actionable insights that can inform policy and management practices to enhance performance in similar agencies across Tanzania and other regions (Saunders et al., 2016)

Research on the effects of extrinsic motivation within the context of Tanzanian government agencies, particularly in road infrastructure management, may be limited. This study addresses this gap by focusing on a specific agency and region, contributing to the broader understanding of motivational impacts in public sector performance (Neuman, 2014).

3.6 
Population of the Study

Generally, population is defined as a group of humans or items has one quality that separates them from other groups. (Alston & Bowles, 2019) Specific unit of inquiry was based on managerial level because they were involved in decision making concerning employee’s motivation plans and implementation as well as operational level employees because they are the ones who affected with the made decisions, either positively or negatively. 

The target population for this research were comprised of all staff members, both female and males at TARURA offices. The target study population were basically the employees at TARURA employees Simiyu Office, who are permanent and temporary employed regardless of the year of seniority. Thus, apart from getting views on employee motivation towards organization growth, the researcher would get views on how employee motivation influence organization growth. However, it was also crucial to obtain the views and experience of top managers, linear managers and subordinates. The organization has comprised number of 160 staff members who are targeted population from different departments 

Table 3.1:
Population Distribution

	S/N
	Category
	Population

	1
	District Managers
	5

	2
	Legal office 
	4

	3
	Engineers
	12

	4
	Technicians
	50

	5
	Accounts and Finance
	15

	6
	Procurement 
	4

	7
	 Supporting staff
	 70

	
	TOTAL
	 160


Source:  SIMIYU  LGAs Report (2024)
3.7 
Sample Size and Sampling Techniques 

3.7.1 
Sample Size

Sample size is defined by Alston & Bowles (2019) as the quantity of subjects or items employed in a study to represent a population. Six methods are covered in this overview to support the sample size in a quantitative empirical study: gathering data from the entire population; selecting a sample size based on available resources; conducting an a priori power analysis; getting ready for a desired outcome by using heuristics; and explicitly acknowledging the absence of a justification. It is important to consider which effect sizes are deemed interesting when defending sample sizes, as well as the extent to which the collected data may be utilized to make inferences about these effect sizes (Wyborn et al, 2018).

 The Yamane formula, n = N/1+N*(e)2, was used to determine the sample size for this investigation. The formula takes the following values: n = sample size, N = population, e = likelihood of error (0.05) with a 95% confidence level, and with a precision of 5%, 1 = constant. N = 160 in this study, although n was not specified. Consequently, using the aforesaid procedure, n was ascertained as follows:

                   160

n=         ______________

              1+ 160 * (0.05)2
               160

n=    ________

              1.56

n=           103
Therefore, this study involved a total of 103 respondents  

 Table 3.2 shows the distribution of the sample size. 

Table 3.2:
Distribution of Respondents (n=103)
	S/N
	Category
	Population
	Sample

	1
	District Managers
	5
	3

	2
	Legal office 
	4
	3

	3
	Engineers
	12
	7

	4
	Technicians
	50
	32

	5
	Accounts and Finance
	15
	10

	6
	Procurement 
	4
	3

	7
	 Supporting staff
	70
	45

	
	TOTAL
	160
	103


Source: Researcher, 2024

3.7.2
Sampling Technique

Using stratified random sampling, 103 individuals were chosen from a range of categories using a probability sampling technique.  This method was used in every division, unit, and section. Each member of a specific department, unit, or division was permitted to select a paper from a bucket containing both lettered and blank sheets. The study involved those who selected papers with letters in a certain category. Until all 103 respondents were chosen, this exercise was carried out for each category. This method was employed because it provided an equal opportunity for all participants to be chosen and included in the research without facing any form of discrimination (Bhardwaj, 2022).

3.8
 Data Collection Methods and Instruments 

In this study, only primary method was used to gather information.

3.8.1 
Primary Data

When data are gathered directly from original sources for a particular research project, they are referred to as primary data. It is first-hand knowledge obtained by means of questionnaires, interviews, experiments, and observations. Primary data is important because it offers precise and up-to-date insights into the research issue and is directly related to the goals and research questions. As stated by Creswell (2014)

 Primary data was used is because, primary data provides specific information about the effect of extrinsic motivation on TARURA’s performance, which cannot be obtained from secondary sources. By collecting data directly from TARURA employees, the research ensures that the information is highly relevant and tailored to the study’s objectives (Saunders et al., 2016).

Also, collecting primary data allows researchers to obtain the most accurate and up-to-date information regarding extrinsic motivation practices and their impact on performance outcomes. This is critical for understanding current conditions and assessing recent changes or effects (Creswell, 2014).

last, the study focuses on TARURA in the Simiyu Region, which may have unique characteristics and challenges. Primary data allows researchers to gather context-specific information, addressing local issues and dynamics that secondary data might not cover (Neuman, 2014).

 3.8.2
Structured Questionnaire 

Structured questionnaire was used solely in this study. Structured questionnaires ensure that all respondents answer the same set of questions in the same way, which helps in obtaining consistent and comparable data. This standardization is crucial for accurately measuring the effect of extrinsic motivation on performance outcomes in TARURA (Saunders et al., 2016).

Moreover, they provide quantifiable data through predefined response options, such as Likert scales or multiple-choice questions. This facilitates statistical analysis and allows researchers to measure and compare levels of extrinsic motivation and performance outcomes objectively (Creswell, 2014).

Last, the use of structured questions helps in enhancing the reliability and validity of the data. Structured questionnaires reduce ambiguity in responses and ensure that the data collected accurately reflects the respondents' views on extrinsic motivation and performance (Neuman, 2014).

2.9 
Variables and Measurements 

TARURA Organization performance was the only dependent variable in this study, and the Likert Rating Scale was used to quantify all three independent factors (money incentives, job security, and promotion). Five options made up this rating scale: 1 for strongly disagree, 2 for disagree, 3 for unclear, 4 for agree, and 5 for strongly agree. The researcher chose this 5-Likert Rating Scale in order to get perspectives and firsthand knowledge about how extrinsic motivation affects TARURA in the Simiyu Region. 

3.10
Data Processing 

Data processing occurs when data is collected and translated into usable information’s, usually performed by data scientists or team of data scientists (Vaughan, 2021). Data processing involves several key steps to ensure the quality and reliability of the data being analysed. This includes error checking, handling missing data, and coding. First in error check study handling statistical outliers. Identifying and handling statistical outliers is important to ensure data quality and accuracy. Likewise, researcher conducted routine data audits helps in identifying and rectifying errors in existing datasets (Field, 2018).

Moreover, in data processing of the study dealing with missing data by amputation data removal to address missing data issues. Likewise, study preventing missing data by using strategies like limiting follow-ups, minimizing data collected, using data validation techniques, and offering incentives to help prevent missing data (Little,  & Rubin, 2019; Schafer, & Graham, 2002).)

In addition, in data processing study performed data standardization that involves converting data to a common format, unit, or scale for consistency and compatibility. Also, study conduct automated data cleaning and data quality checks (Beyer, & Prasanna, 2018). Performing data quality checks involves a detailed examination of the dataset to uncover irregularities, anomalies, outliers, or gaps. Also, study used statistical analysis and visual tools helps in revealing hidden patterns or inconsistencies in the data (Hahn, & Meeker, 1991).

3.11 
Data Analysis

The Statistical Package for Social Sciences (SPSS) computer program version 27.0 was used to analyze the study's results using both descriptive (frequencies, percentages, mean scores, and standard deviations) and inferential (correlation coefficients and multiple linear regressions) statistics. The following was the scale of interpretation: highly disagree: 1.00–1.79, disagree: 1.80–2.59, undecided: 2.60–3.39, agree: 3.40–4.19, and highly agree: 4.20–5.00. As a result of accounting for individual responses, the mean scores were favored over the standard deviations, which showed the degree to which responses varied or differed from the mean values. To display correlations between or among the variables, regressions were computed (Pallant, 2020).

3.11.1 
Multiple Regression Analysis

Additionally, multiple linear regression analysis was computed to establish a statistically significant level between independent variables. The p-value≤0.05 was used to measure the significance level of association between independent and dependent variables. 
The multiple linear regression was specified as follows: Y = a + b1X1 + b2X2 + b3X3, where Y = dependent variable (TARURA organizational performance at Simiyu), XS = independent variables, a = Y intercept, where the regression line crosses the Y axis, b1 = the partial slope for X1 on Y, X1 = financial incentives, X2 = employee job promotion and X3 = employees job security.

3.11.2 
Regression Assumptions  

When it came to error terms in a multivariate linear regression model, some underlying assumptions existed. According to Jarantow et al. (2023), there are about five assumptions related to error terms. These include the following: the level of tolerance, in which independent variables were assumed not to be independent of one another; multicollinearity, which was tested using the variance inflation factor (VIF); and linearity, which was checked and tested using a scatter plot where independent and dependent variables were assumed to be linear. If they weren't, the findings were expected to be incorrect. The tolerance range ranged from 0 to 1. VIF=1/(1-R2) was the formula for measuring VIF. R>= +-0.9 indicates that multicollinearity exists in the model; R-squared is the coefficient of determination. Testing for homoscedasticity—where the variance of the error terms throughout the regression was believed to be equal and constant was made possible by plotting the standardized values predicted by the model against the standardized residuals observed (i.e., positively or negatively correlated with time). An additional requirement was that the residuals be normally distributed, which was shown by using P-P plots to show a sufficiently linear data relationship. 

3.12 
Validity of Research Instruments

Content validity was used in this study to establish the validity of the instruments. A variety of experts were consulted. These included academicians, other students, and supervisors of the researcher. Before using the instruments in a real data collecting session, the researcher improved and refined them with the help of suggestions and opinions from academicians, fellow students, and supervisors (Sugiarta, Arofiati, & Rosa, 2023).

3.13 
Reliability of Research Instruments

The SPSS program version 28.0 was used in this investigation to calculate Cronbach's alpha, which was used to assess the internal consistency of the variables. Variables' internal consistencies range from 0 to 1, with 1 denoting the highest value or ideal consistency (Jiaoa & Sang, 2023). Coleman (2021) states that a scale with four to ten items and a Cronbach's alpha between.40 and.70 is deemed appropriate, whereas a scale with a Cronbach's alpha above.70 is deemed acceptable if it has more than ten items. 

The reliability test results in Cronbach's Alpha scale are shown in Table 3.3. monetary rewards .941 is the Cronbach's Alpha. The items evaluating financial incentives have great internal consistency, as evidenced by the very high Cronbach's Alpha of.941. This indicates that the scale's items have a strong correlation with one another and that it accurately assesses the idea of financial motivation.

A high Cronbach's Alpha of.875 for employee promotion also indicates strong internal consistency among the promotion-measuring elements. This implies that the products successfully capture many facets of promotion and are probably going to offer trustworthy insights on this variable.

When the items assessing employees' job security have an adequate level of internal consistency, the Cronbach's Alpha of.817 for job security is regarded as good. Even if it is a little lower than the other scales, the study's assessment of job security is nonetheless dependable.

Lastly table 3.3 presents a Cronbach’s alpha of .886 for TARUTA organizational performance indicates very good internal consistency for the TARURA organizational performance scale. This suggests that the items used to measure organizational performance are closely related and provide a reliable assessment of this variable.

Table 3.3:
Reliability Test Results

	S/N
	Variable 
	Number of Items
	Cronbach’s Alpha

	1
	Financial Incentives
	8
	.941

	2
	Employees Promotion 
	8
	.875

	3
	Employees Job Security
	8
	.817

	4
	TARURA Organizational Performance 
	12
	.886


Source: Data Analysis, 2024
3.11
Ethical Considerations

Ethical problems and considerations were noted in this investigation. Prior to gathering data for this study, letters of clearance and authorization were received from the management of TARURA Simiyu Region and the Directorate of Post-Graduate Studies of the Open University of Tanzania (DPGS). Subsequently, the investigator conducted site visits and provided an explanation of the study's objectives.  The participants gave their informed consent after being made aware of the study's goals, methods, risks, and advantages. Permission ought to be freely given and duly recorded (Beauchamp & Childress, 2019).

Moreover, researcher made sure    participants' personal information are protected and ensure that data is stored securely and reported anonymously to prevent unauthorized access (Cohen, Manion, & Morrison, 2018).
CHAPTER FOUR

RESEARCH FINDINGS, ANALYSIS AND DISCUSSION

4.1
 Chapter Overview 

The Simiyu region of Tanzania's rural and urban roads agency serves as a case study for the study on the impact of extrinsic incentive on government agency performance. The findings are provided. This study looked into three main areas: (i) how financial incentives affected TARURA performance; (ii) how employee promotions affected TARURA performance; and (iii) how employees' job security affected TARURA performance. Part 4.2 provides a description of the sample. Section 4.3 describes the study variables, which are based on indicators. Section 4.4 discusses the regression assumptions, and Section 4.5 presents the findings of multiple regressions. The discussion 4.6 of the results is the final portion in chapter four.

4.2
Demographic Characteristics of the Respondents 

Demographic characteristics are crucial in research as they provide context and background about the respondents. They help in understanding the diversity within a sample and how various factors may influence the outcomes of a study. Demographic characteristics help contextualize the research findings by providing insights into the background of respondents. For example, understanding age, gender, and educational background can help explain variations in responses or behaviors. Moreover, by analyzing demographic data, it helped to identify the patterns or trends within different groups. For instance, variations in attitudes or behaviors across age groups or gender can be examined to uncover underlying causes or preferences.

4.2.1 
Age of the Respondents 

The largest age groups are 31-40 and 41-50, which together account for almost 70% of the sample. This indicates that middle-aged individuals are most represented in this context, possibly signifying that this age range is most relevant to the population or subject being studied. The youngest group (15-20) and the oldest group (51 and above) are less represented, suggesting that these groups may be either less involved in the context of the study or naturally make up a smaller part of the population being examined.

Overall, the age distribution highlights a predominant presence of middle-aged and older individuals in the sample, which is crucial for contextualizing the research findings and understanding the demographic composition of the respondents.

4.2.2 
Gender of the Respondents 

Table 4.1 The provided data of the gender distribution among a sample of 154 individuals, with a breakdown of 55 males and 99 females. The distribution shows a higher proportion of females (64.3%) compared to males (35.7%). This indicates a gender imbalance in the sample, with females being more prevalent. 

4.2.3
Educational Level  of the Respondents 

The largest group (40.9%) holds a degree, suggesting that the sample predominantly consists of individuals with a bachelor's degree, which is typically associated with higher academic and professional qualifications. With a combined total of 54.6% holding diplomas or certificates, these respondents are likely to have specialized or vocational training, potentially influencing their professional experiences and perspectives. The small percentage of respondents with a master's degree (4.5%) suggests that postgraduate education is less common, potentially indicating that the study sample is more focused on individuals with undergraduate or diploma-level qualifications.

4.2.4 
Experience of the Respondents 

Table 4.1 provided data of the professional experience levels of a sample of 154 individuals, categorized into five experience ranges. The largest proportion of respondents (33.8%) falls into the 11-15 years’ experience range, suggesting that the sample includes a significant number of mid-career professionals with substantial industry or field experience. The 6-10 years group (26.0%) also represents a significant portion, reflecting individuals who are beyond the early stages but not yet in the most advanced stages of their careers. The 1-5 years and 16-20 years groups have smaller proportions (16.9% and 14.3%, respectively), indicating that the sample includes fewer individuals who are either new to their careers or nearing the end of their professional journey. The above 20 years group, at 9.1%, represents a relatively small but highly experienced portion of the sample, likely contributing deep expertise to the research.

The sample displays a broad range of experience levels, from early career professionals to those with extensive experience. This diversity allows for a comprehensive analysis of perspectives across different stages of career development.

Table 4.1:
Demographic Characteristics of the Respondents 

	S/N
	
	Frequency
	Per cent

	1
	Gender
	Frequency
	Percent

	
	Male
	55
	35.7

	
	Female
	99
	64.3

	
	Total
	154
	100.0

	2
	
	
	

	
	Age
	Frequency
	Percent

	
	15-20
	4
	2.6

	
	"21-30"
	27
	17.5

	
	31-40
	60
	39.0

	
	41-50
	47
	30.5

	
	51 and above
	16
	10.4

	
	Total
	154
	100.0

	3
	Education level
	Frequency
	Percentage

	
	Certificate
	34
	22.1

	
	Diploma
	50
	32.5

	
	Degree
	63
	40.9

	
	master
	7
	4.5

	
	Total
	154
	100.0

	4
	Experience
	Frequency
	Percentage

	
	1-5yrs
	26
	16.9

	
	6-10yrs
	40
	26.0

	
	11-15yrs
	52
	33.8

	
	16-20yrs
	22
	14.3

	
	above 20yrs
	14
	9.1

	
	Total
	154
	100.0

	
	1-5yrs
	26
	16.9


source: Field Data, 2024

4.3 
Descriptive Statistics Results

Descriptive statistics were run for the individual variables. These are the effect of financial incentives, employee’s promotion and employees job security on TARURA performance. 

4.3.1 
Financial Incentive Descriptive Statistics Results 

The data provided represents the descriptive statistics for various statements related to financial incentives. Each statement is evaluated on a 5-point scale, where 1 represents strong disagreement and 5 represents strong agreement. The statistics include minimum (Min), maximum (Max), mean, and standard deviation (Std. Dev) are presented in table 4.2.  The financial incentives have contributed positively to the overall financial performance of my organization received the highest score (M = 4.18, SD = .889). This was followed by since receiving financial incentives, the quality of my work has noticeably improved (M = 4.09, SD = 1.006). While, I feel more motivated to perform well in my job due to the financial incentives provided received the lowest score (M = 3.70, SD =1.161) followed by since the introduction of financial incentives, I have been more punctual and less absent from work (M = 3.83, SD = 1.119)

The data reflects a generally positive view of financial incentives but also highlights areas where individual responses vary, suggesting that the effectiveness of such incentives can be influenced by various factors and may require tailored approaches to maximize their benefits.

Table 4.2:
Financial Incentive Descriptive Statistics Results

	
	Min
	Max
	Mean
	Std. Devi

	Since receiving financial incentives, the quality of my work has noticeably improved.
	1
	5
	4.09
	1.006

	The financial incentives provided have significantly improved my productivity at work
	1
	5
	4.06
	1.008

	The financial incentives offered by my organization have increased my overall job satisfaction
	1
	5
	3.99
	.956

	I feel more motivated to perform well in my job due to the financial incentives provided.
	1
	5
	3.70
	1.161

	The financial incentives I receive are a good return on investment for my employer.
	1
	5
	4.02
	.960

	The financial incentives have contributed positively to the overall financial performance of my organization
	1
	5
	4.18
	.889

	Since the introduction of financial incentives, I have been more punctual and less absent from work.
	1
	5
	3.83
	1.119

	I am more actively engaged in my work tasks due to the financial incentives provided
	1
	5
	3.84
	1.067


Source: Field Data, 2024

4.3.2 Promotion Descriptive Statistics Results

Table 4.3 provides descriptive statistics for a series of statements related to employees' perceptions of promotions within an organization. Here's an analysis and interpretation of the minimum (Min), maximum (Max), mean, and standard deviation (Std. Dev) for each statement. I am satisfied with the promotion process and my new role within the organization received the highest score (M = 3.85, SD = 1.002). This is followed by since my promotion, I have demonstrated improved job performance in my new role (M = 3.84, SD = .991).  I am more satisfied with my job following my recent promotion received the lowest score. 

 The mean scores for all statements are above 3, suggesting generally favourable views toward the promotion process, fairness, job performance, and motivation post-promotion.

Table 4.3: 
Promotion Descriptive Statistics Results

	
	Min
	Max
	Mean
	Std. Dev

	I am satisfied with the promotion process and my new role within the organization
	1
	5
	3.85
	1.002

	Promotions are provided fairly and based on merit within this organization.
	1
	5
	3.75
	1.106

	Since my promotion, I have demonstrated improved job performance in my new role.
	1
	5
	3.84
	.991

	My performance targets and goals have been more achievable since my promotion
	1
	5
	3.77
	1.007

	I am more satisfied with my job following my recent promotion
	1
	5
	3.50
	1.305

	My motivation levels have increased as a result of my recent promotion
	1
	5
	3.56
	1.283

	The promotion opportunities within this organization contribute to my decision to stay with the company
	1
	5
	3.58
	1.257

	I am likely to stay with the company longer because of the recent promotion.
	1
	5
	3.64
	1.154


Source: Field Data, 2024

4.3.3
Job Security Descriptive Statistics Results

Table 4.4 provides descriptive statistics for employees' perceptions of job security, showing minimum (Min), maximum (Max), mean, and standard deviation (Std. Dev) for each statement. Here's an analysis and interpretation of these results. Experience less stress related to job security in my current work environment received the highest score (M = 3.83, SD = 1.193). This was followed by I feel confident about my job stability within the organization (M = 3.77, SD = 1.245). Management communicates effectively about job security and any potential changes received the lowest score (M = 3.50, SD = 1.290) followed by my employment history with the organization has been stable and consistent (M = 3.57, SD = 1.225). 

Across all the statements, the means are between 3.50 and 3.83, indicating that employees generally feel moderately confident and secure in their jobs. However, none of the means reach 4 or above, suggesting that there is room for improvement in strengthening job security perceptions. The standard deviations are relatively high, especially for communication and support programs (1.290 and 1.309, respectively). This variability suggests that while some employees feel secure and well-supported, others may have concerns about communication or the effectiveness of security-enhancing measures.

Therefore, the data indicates that while employees generally feel secure in their jobs, there is significant variability in their experiences. The organization may benefit from enhancing communication regarding job security, improving support programs, and ensuring that job security benefits employees across different contract types. Addressing these areas could help to reduce variability in perceptions and improve overall job satisfaction.

Table 4.4: 
Job Security Descriptive Statistics Results

	
	Min
	Max
	Mean
	Std. Dev

	I feel confident about my job stability within the organization
	1
	5
	3.77
	1.245

	The likelihood of losing my job in the near future seems low
	1
	5
	3.68
	1.171

	The type of contract I have (e.g., permanent, temporary) provides a good sense of job security
	1
	5
	3.62
	1.248

	My employment history with the organization has been stable and consistent.
	1
	5
	3.57
	1.225

	Management communicates effectively about job security and any potential changes
	1
	5
	3.50
	1.290

	The organization provides support programs that enhance my job security.
	1
	5
	3.61
	1.309

	My job security positively affects my overall work environment and morale.
	1
	5
	3.75
	1.208

	experience less stress related to job security in my current work environment
	1
	5
	3.83
	1.193


Source: Field Data, 2024

4.3.4
TARURA Organizational Performance Descriptive Statistics Results

Table 4.5 presents descriptive statistics for TARURA's (Tanzania Rural and Urban Roads Agency) organizational performance across various indicators. Here's an analysis and interpretation of the minimum (Min), maximum (Max), mean, and standard deviation (Std. Dev) for each performance aspect. TARURA projects are completed within the allocated budget received the highest score (M = 4.21, SD = .714) followed by employees at TARURA demonstrate high productivity levels in their roles (M = 4.18, SD = .889). TARURA efficiently utilizes resources (e.g., labour, materials) during project execution received the lowest score (M = 3.70, SD= 1.61). This was followed by TARURA demonstrates transparency and accountability in its financial management (M = 3.75, SD = 1.106).

TARURA excels in completing projects on time (Mean = 4.03) and within budget (Mean = 4.21). These are key performance indicators where the organization shows strong and consistent results, with minimal variability. The infrastructure developed by TARURA is generally perceived to meet required standards (Mean = 3.97), and projects require minimal maintenance (Mean = 3.89). However, there is some variability in the perception of quality, indicating room for improvement in some projects. TARURA is perceived as moderately transparent and accountable in its financial dealings (Mean = 3.75) and complies with environmental regulations (Mean = 3.84), though these areas also show some inconsistency across projects.

TARURA demonstrates strong performance in project completion within deadlines and budgets, but there is variability in perceptions of quality, resource utilization, and compliance with standards. Improving communication and consistency across projects, especially regarding resource efficiency and employee satisfaction, could enhance TARURA's overall organizational performance.

Table 4.5:
TARURAL Organizational Performance Descriptive Statistics Results

	
	Min
	Max
	Mean
	Std. Dev

	Projects undertaken by TARURA are consistently completed on or before the scheduled deadline
	1
	5
	4.03
	.946

	TARURA projects are completed within the allocated budget
	3
	5
	4.21
	.714

	The infrastructure developed by TARURA meets the required quality and safety standards
	1
	5
	3.97
	.836

	The infrastructure projects handled by TARURA require minimal maintenance due to high construction standards
	2
	5
	3.89
	.744

	TARURA efficiently utilizes resources (e.g., labor, materials) during project execution
	1
	5
	3.70
	1.161

	The processes and procedures used by TARURA in project management are effective and efficiency
	1
	5
	4.02
	.960

	Employees at TARURA demonstrate high productivity levels in their roles.
	1
	5
	4.18
	.889

	"I am satisfied with my role and work environment at TARURA
	1
	5
	3.83
	1.119

	The public is generally satisfied with TARURA's projects and services.
	1
	5
	3.84
	1.067

	TARURA consistently adheres to relevant regulations and standards in its projects
	1
	5
	3.85
	1.002

	TARURA demonstrates transparency and accountability in its financial management.
	1
	5
	3.75
	1.106

	TARURA projects comply with environmental regulations and standards.
	1
	5
	3.84
	.991


Source: Field Data, 2024

4.4 
Regression Assumptions Test Results

Testing for assumptions is essential in regression analysis to guarantee the accuracy of the model's output. Key presumptions include homoscedasticity, which requires that residuals have constant variance across all levels of the independent variables, independence of errors, which implies that the residuals should be uncorrelated, linearity, which postulates that the relationship between the independent and dependent variables is linear, and normality of residuals, which denotes that the residuals should be normally distributed. Additionally, multicollinearity should be assessed to ensure that independent variables are not too highly correlated with each other, as this can distort the estimates. Violations of these assumptions can lead to biased or inefficient estimates, making it essential to check and address any issues to validate the regression model.

4.4.1
Normality Assumption Test Results 

The histogram (Figure 4.1) shows the residuals' bell-shaped distribution. Given that the residuals' standard deviation is nearly one and their mean is nearly zero, they have a normal distribution. The histogram in Figure 4.1 shows that there are no outliers, as no residual value exceeds the |3| limit. Tabachnick and Fidell (2007) state that a number is considered abnormal if it exceeds the |3| cutoff.
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Figure 4.1:
Histogram 

Source: Data Analysis, 2024

4.4.2 Linearity Assumption Test Results

The results of the linearity assumption test are displayed in Figure 4.2. Essentially, this test determines if, in a regression analysis, the variable that is independent (predictor) has a straight-line effect on the variable that is the dependent variable (outcome). It is employed to confirm if two variables have a linear relationship. The P-P Plot in the image indicates that the data is linear and that the data analysis can proceed by aligning with the diagonal x-axis.
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Figure 4.2: 
P – P – Plot of unstandardized Residuals 

Source: Data Analysis, 2024

4.4.3 Homoscedasticity Assumption Test Results 

The diagonal dots in Figure 4.3 nearly coincide with the diagonal line, indicating a linear relationship between the data. Outliers are present, though, as certain residuals fall outside of this range. Furthermore, Figure 4.3's residuals show a uniform distribution around zero (0), suggesting homoscedasticity (equal variance). As a result, the data show no signs of heteroscedasticity, or unequal variance.
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Figure 4.3:
Scatter Plot for Unstandardized Residuals 

Source: Data Analysis, 2024

4.4.4 Multicollinearity Test Analysis Results 

Table 4.6 presents the results of a multicollinearity test using Tolerance and Variance Inflation Factor (VIF) statistics for a regression model with the dependent variable OP (likely Organizational Performance), and the independent variables are FI (perhaps Financial Independence), PR (Promotion), and JS (Job Security).

The tolerance value of 0.569 is well above 0.1, and the VIF is 1.759, which is well below the threshold of 10. This indicates that there is no significant multicollinearity involving FI in the model, and it does not strongly overlap with other independent variables.

The tolerance value for PR is 0.228, which is above 0.1, and its VIF of 1.393 is far from the threshold of 10. This suggests that multicollinearity is not an issue for the PR variable either, and its contribution to the model is not heavily correlated with other predictors.

The tolerance value for JS is 0.265, which is also above 0.1, while its VIF value of 1.768 is well below 10. Like FI and PR, JS does not show signs of multicollinearity in the model.

Therefore, Multicollinearity is not a concern in this model. All tolerance values are above the critical threshold of 0.1, and all VIF values are below 10, meaning the independent variables (FI, PR, and JS) are not highly correlated with each other.

Table 4.6:
Multicollinearity Test Analysis Results

	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	(Constant)
	
	

	
	FI
	.569
	1.759

	
	PR
	.228
	1.393

	
	JS
	.265
	1.768

	a. Dependent Variable: OP


Note: JS = Job Security, FI = Financial Incentives, PR = Promotion, OP = TARURA Organizational Performance 

Source: Data Analysis, 2024

4.5 
Multiple Regression Analysis Results 

Multiple regression analysis helped to determine the relationship between multiple independent variables (extrinsic motivation factors) and a dependent variable (government agency performance). In this case, the it analyzed the effect of extrinsic motivation on the performance of the Tanzania Rural and Urban Roads Agency (TARURA) in the Simiyu Region.

4.5.1
Model Summary Results 

Table 4.7 presents the model summary for a multiple regression analysis, where the dependent variable is Organizational Performance (OP), and the predictors are Job Security (JS), Financial incentives (FI), and Promotion (PR). The R² value of 0.926 means that 92.6% of the variance in Organizational Performance is explained by the combination of the independent variables (JS, FI, PR). This indicates a very strong model fit, suggesting that these extrinsic motivation factors account for most of the variation in performance. The standard error of 0.17930 represents the average distance that the observed values fall from the regression line. A lower standard error suggests that the predictions made by the model are quite accurate, as the observed and predicted values are closely aligned.

Table 4.7:
Model Summary Results

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

	1
	.962a
	.926
	.925
	.17930

	a. Predictors: (Constant), JS, FI, PR

	b. Dependent Variable: OP


Note: JS = Job Security, FI = Financial Incentives, PR = Promotion, OP = TARURA Organizational Performance 

Source: Data Analysis, 2024

4.5.2 
ANOVA Results 

Table 4.8 provides insight into the overall significance of the regression model, specifically how well the independent variables (Job Security (JS), Financial Independence (FI), and Promotion (PR)) explain the variation in the dependent variable (Organizational Performance (OP). The F-value is very high (628.477), which indicates that the regression model provides a significantly better fit than a model with no independent variables. It suggests that the relationship between the independent variables (JS, FI, PR) and OP is strong.

The p-value is less than 0.05 (p = 0.000), which means the model is statistically significant. This suggests that the independent variables (JS, FI, PR) have a significant impact on Organizational Performance (OP). The likelihood that this result occurred by chance is virtually zero.Therefore, The ANOVA results show that the regression model is highly significant (p = 0.000), indicating that Job Security, Financial Incentives, and Promotion significantly predict Organizational Performance. The high F-value and large regression sum of squares confirm that these extrinsic motivation factors explain most of the variability in the performance of the government agency (TARURA in the Simiyu Region). The model is robust and reliable in demonstrating the effect of extrinsic motivation on organizational outcomes.

Table 4.8: 
ANOVA Results

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	60.615
	3
	20.205
	628.477
	.000b

	
	Residual
	4.822
	150
	.032
	
	

	
	Total
	65.437
	153
	
	
	

	a. Dependent Variable: OP

	b. Predictors: (Constant), JS, FI, PR


Note: JS = Job Security, FI = Financial Incentives, PR = Promotion, OP = TARURA Organizational Performance 

Source: Data Analysis, 2024

4.5.3
Regression Coeffient Analysis Results 

Table provides the coefficients for the multiple regression model, which predicts Organizational Performance (OP) using Financial Incentives (FI), Promotion (PR), and Job Security (JS) as independent variables. The coefficients indicate the strength and direction of the relationship between each independent variable and the dependent variable.

Unstandardized Coefficient (B = 0.594): For each additional unit increase in Financial Independence, organizational performance increases by 0.594 units, holding all other variables constant. This suggests that financial incentivess has a strong positive effect on performance. Standardized Coefficient (Beta = 0.678): FI is the most important predictor of OP, with a high Beta value indicating that it has the largest impact compared to the other variables. t = 23.055, p = 0.000: The relationship between FI and OP is highly significant (p < 0.05), meaning the effect is statistically reliable.

Unstandardized Coefficient (B = 0.322): For each additional unit increase in Promotion, organizational performance increases by 0.322 units. This indicates that promotion also has a positive effect on performance, though smaller than financial independence. Standardized Coefficient (Beta = 0.434): PR is the second most important predictor, with a moderate effect on OP. t = 9.348, p = 0.000: The relationship between PR and OP is statistically significant, meaning promotions are a key driver of performance.

Unstandardized Coefficient (B = 0.047): For each additional unit increase in Job Security, organizational performance increases by 0.047 units. This suggests that job security has a positive but small impact on performance, relative to the other variables. standardized Coefficient (Beta = 0.074): JS has the least influence on OP among the three predictors. t = 1.719, p = 0.088: The p-value is above the threshold of 0.05, indicating that the effect of JS on OP is not statistically significant in this model.  

Therefore, Financial Incentives (FI) has the strongest and most significant impact on organizational performance, followed by Promotion (PR). Both are key extrinsic motivators that significantly influence the performance of the government agency.

Table 4.9:
Regression Coeffient Analysis Results

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	.559
	.080
	
	7.026
	.000
	
	

	
	FI
	.594
	.026
	.678
	23.055
	.000
	.569
	1.759

	
	PR
	.322
	.034
	.434
	9.348
	.000
	.228
	1.393

	
	JS
	.047
	.028
	.074
	1.719
	.088
	.265
	1.768

	a. Dependent Variable: OP


Note: JS = Job Security, FI = Financial Incentives, PR = Promotion, OP = TARURA Organizational Performance 

Source: Data Analysis, 2024

4.6
Discussion of the Findings 

With a focus on TARURA at the Simiyu Region, the study aimed to investigate the impact of extrinsic motivation on government agency performance.  Data were analyzed using descriptive statistics and multiple regression analysis with an emphasis on the goals of the study.  The explanation explains the information derived from the data analysis and draws comparisons and contrasts between the current findings and those from earlier, relevant investigations.    In doing so, it facilitates a comprehensive and transparent comprehension of the impact of extrinsic incentive on the operations of government entities. 

4.6.1 
The Effect of Financial Incentives on   Government Agencies Performance

Financial incentives are widely regarded as a key strategy for enhancing employee motivation and performance. In government agencies, where performance is often influenced by bureaucratic structures and public accountability, the implementation of financial incentives can have profound effects. According to this study, the performance of government institutions is positively and significantly correlated with financial incentives.  Similarly, Malahim et al. (2023) discovered that both monetary and non-monetary incentives had a statistically significant favorable impact on performance. Islamic banks must examine their system of ethical and monetary rewards in order to set up a fair incentive program that improves employee performance and adds value. In line with these conclusions, Ahmad, Maochun, and Rehman (2019) discovered that monetary compensation helps sustain employee satisfaction and motivation. Financial incentives, on the other hand, deter staff turnover, which not only reduces organizational expenses but also aids in the retention of human resources.

A more complex grasp of employees' familiarity with the components and aspects of monetary incentives, demonstrating their understanding of how these variables interact with their performance at work, was also found by Ihemereze et al. (2023). Furthermore, Akudugu, Mavis, and Akudugu (2023) discovered a significant degree of significance for both non-financial and financial incentives, suggesting their statistical importance in predicting employee performance. These results are comparable to these findings. Employee performance is strongly impacted by incentives, according to regression research, which also indicates a strong positive linear association.  

However contrary to those positive and significant relationship of financial incentives on government agencies Mfikwa, Kisawike, and Golyama, (2022) found   a positive but insignificant contribution of financial incentives on employees’ performance in Iringa Municipal Council. similarly, a study by Park and Lee (2021) found that financial incentives in public institutions can lead to target fixation, where employees prioritize easily measurable outcomes while neglecting broader objectives, such as innovation or public service improvement. moreover, a study by Naff et al. (2020) revealed that public employees who initially displayed high intrinsic motivation to serve the public reported reduced job satisfaction and engagement when financial incentives became the primary focus. This crowding out effect diminishes the value employees place on their work's societal impact, potentially lowering overall job. In addition, according to research by John and Yang (2023), performance-based financial rewards in public agencies often lead to increased rivalry, reduced cooperation, and siloed work environments, negatively impacting overall organizational performance.

Therefore, financial incentives can significantly enhance government agencies' performance by motivating employees, aligning organizational goals, and reducing turnover. However, these incentives should be part of a broader strategy that addresses other factors influencing performance, such as leadership, organizational culture, and employee development. A balanced approach that combines financial and non-financial motivators is essential for sustainable improvements in government agency performance.

4.6.2 The effect of employee’s Promotion on   Government Agencies Performance

A key component of human resource management in government organizations is employee promotion, which has a big impact on both the morale of individual workers and the effectiveness of the entire organization. The impact that promotion policies have on skill development, organizational alignment, and employee motivation is evident. According to this study, the performance of government agencies is positively and significantly correlated with employee promotions. In a similar vein, Haryono, Supardi, and Udin (2020) discovered that promotions and training significantly and favorably improved worker performance. Furthermore, Ratemo, Bula, and Felistus (2021) discovered that employee performance at the Kenya Forestry Research Institute is significantly impacted by job promotion methods. Additionally, the study discovered that job promotions help people learn new abilities.

Also, Mtey (2021) found that promotion opportunities significantly improve organizational performance. Employees who perceive the promotion system as fair and transparent are more motivated, which translates into enhanced productivity and commitment to organizational goals. Promotion was specifically linked to better service delivery and improved efficiency in government agencies. Moreover, Kessy and Sanga (2022) conducted a study focusing on the Tanzanian health sector, which found a significant positive relationship between employee promotion and organizational performance. The research revealed that healthcare workers who received promotions demonstrated higher commitment levels, leading to improved service delivery and patient satisfaction. 

Similar to those positive findings on employee’s promotion on government agencies performance, Ndunguru (2020) found that employee promotions positively influenced organizational outcomes. Employees who were promoted were more likely to exhibit higher job satisfaction, which in turn improved the performance of local government agencies, particularly in service delivery and project implementation. Also, Mbonde (2023) on the education sector in Tanzania also confirmed the positive relationship between employee promotion and organizational performance. Teachers who were promoted showed increased motivation and a willingness to take on additional responsibilities, which positively impacted students' academic performance and overall school administration.

However, a study by Johnston and Sanghera (2020) found that in many organizations, especially large bureaucratic institutions, overpromoting employees can lead to a phenomenon known as the Peter Principle, where employees are promoted to positions for which they are not fully competent. This can negatively affect both individual and organizational performance, as inadequately skilled employees struggle with their new roles, leading to inefficiencies and a decline in overall productivity.

Also, In Ghana, Osei and Appiah (2022) found that promotions in the public sector were sometimes awarded based on seniority rather than merit, leading to poor performance. Employees who were promoted without the necessary skills or qualifications underperformed in their new roles, causing inefficiencies within the organization. The study also highlighted issues of favouritism and perceived injustice in promotion practices, which lowered morale and further hampered organizational performance.

Above all, A study by Mussa (2021) explored the effects of promotion in Tanzania’s local government authorities and found a negative impact on organizational performance when promotions were awarded based on tenure rather than capability. Employees who were promoted to leadership positions without sufficient experience or qualifications often underperformed, leading to delays in project implementation and poor service delivery. 

4.6.3
The Effect of Employees job security on   Government Agencies Performance 

The confidence that a worker will remain employed and not face the possibility of losing their job soon is known as job security. Job security is a critical factor that impacts employee behavior, performance, and overall organizational outcomes in government agencies. According to this study, the effectiveness of government agencies is positively and significantly correlated with job security. Similarly, Kayar and Yeşilada (2024) discovered that motivation and organizational commitment serve as a positive mediating factor in the association between job security and sustained job performance. Additionally, the findings of Al-dalahmeh, Khalaf, and Obeidat (2018) demonstrated that organizational performance was strongly impacted by IT staff engagement and that three of its dimensions—vigor, absorption, and dedication—significantly contributed to organizational performance. Moreover, Al-Harazneh, Al-Oweidat, & Nashwan, (2024) results showed that the value of the job security score was   moderate on performance. 

On the other hand, Zaki and Al-Romeedy (2018) discovered that job stability had a negative and significant impact on the degree of work alienation experienced. Furthermore, according to Iji and Okpa (2019), there is no discernible link between job security and the performance and well-being of commercial bank employees in Nigeria's Cross River State. Furthermore, Wang and Li's (2020) analysis of big, multinational firms revealed that overly secure jobs encouraged complacency among workers. High job security made employees feel less under pressure to reach performance goals, which decreased their motivation and output. Performance management systems lost their effectiveness in companies where workers did not fear losing their jobs, which led to a lack of innovation and stagnation. In the end, the performance of the organization suffered as a result.

Further, Mdee (2021) analysed local government authorities and found that job security negatively impacted employee performance by fostering apathy. Workers in secure positions were less responsive to performance incentives and displayed low levels of commitment to organizational goals. This had a particularly detrimental effect on service delivery in critical areas such as health and education, where employee disengagement resulted in slow project implementation and inefficiencies.

Job security plays a vital role in enhancing government agencies’ performance by motivating employees, reducing turnover, and promoting long-term planning and innovation. However, it can also lead to complacency and reduced accountability if not carefully managed. For government agencies to maximize the positive effects of job security, they must implement performance-based evaluations, encourage professional development, and balance stability with a culture of accountability.

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 
Chapter Overview 

The study examined effect of extrinsic motivation on government agencies performance. A case of TARURA Simiyu region was used.  The chapter summarizes the results, draws conclusions, offers suggestions, and identifies areas for additional research.

5.2 
Summary of the Findings 

5.2.1 
The Effect of Financial Incentives on   Government Agencies Performance

The effect of financial incentives on government agencies' performance reveals that while financial incentives such as bonuses, allowances, and salary increments can significantly boost employee motivation and short-term productivity, their long-term impact is often mixed. In many cases, financial incentives enhance job satisfaction, reduce turnover, and improve efficiency in service delivery. However, studies have also shown that an over-reliance on financial rewards without addressing intrinsic motivators like job satisfaction, career development, and organizational culture can lead to diminished innovation, complacency, and lower overall performance. Therefore, financial incentives must be carefully balanced with non-monetary motivators to sustain high performance in government agencies.

5.2.2 
The effect of employee’s Promotion on   Government Agencies Performance

Findings on the effect of employee promotion on government agencies' performance highlights that promotions can positively impact organizational outcomes by enhancing employee motivation, job satisfaction, and loyalty. When promotions are based on merit and align with employees' skills and career aspirations, they lead to increased productivity and engagement. However, the benefits can be diminished if promotions are perceived as unfair or if employees are promoted to roles for which they are not adequately prepared. This misalignment can result in performance issues, reduced effectiveness, and even resistance to organizational changes. Therefore, to maximize the positive effects of promotions, government agencies should ensure that promotion decisions are transparent, merit-based, and accompanied by proper training and support for the new roles.

5.2.3
The Effect of Employees job security on   Government Agencies Performance

Findings on the effect of employees' job security on government agencies' performance shows that while job security generally enhances employee satisfaction, loyalty, and productivity, it can also lead to negative outcomes if not managed effectively. High job security often reduces employee stress and turnover, contributing to a more stable and committed workforce. However, it can also result in complacency, reduced motivation, and resistance to change, as employees may feel less compelled to perform at their best or embrace new initiatives. To optimize performance, government agencies need to balance job security with performance management systems that encourage continuous improvement and accountability while maintaining a supportive work environment.

5.3 
Conclusion 

5.3.1 
The Effect of Financial Incentives on   Government Agencies Performance

The effect of financial incentives on government agencies' performance suggests that while financial incentives such as bonuses and salary increases can effectively boost short-term motivation and productivity, their long-term impact on organizational performance is mixed. Financial rewards can enhance job satisfaction and reduce turnover, but they may also lead to a focus on extrinsic motivators at the expense of intrinsic factors like job fulfilment and personal growth. Over-reliance on financial incentives can foster complacency and undermine teamwork if not balanced with opportunities for professional development and a positive work culture. Therefore, a holistic approach that integrates financial incentives with intrinsic motivators and supportive management practices is essential for achieving sustained performance improvements in government agencies.

5.3.2
The effect of employee’s Promotion on   Government Agencies Performance

The effect of employee promotion on government agencies' performance indicates that promotions can significantly enhance motivation, job satisfaction, and productivity when they are merit-based and aligned with employees' career goals. However, if promotions are perceived as unfair or lead to misalignment between skills and job roles, they can result in performance issues and resistance. To maximize the benefits of promotions, government agencies should ensure fairness, provide adequate training, and align promotions with employees' strengths and career aspirations.

5.3.3
The Effect of Employees job security on   Government Agencies Performance

The effect of employees' job security on government agencies' performance highlights that while job security generally improves employee satisfaction and reduces turnover, it can also lead to complacency and reduced motivation if not managed properly. Job security fosters a stable workforce and enhances loyalty, but can also diminish performance if employees feel too secure and less accountable. Balancing job security with effective performance management and opportunities for professional growth is essential to maintain high levels of productivity and engagement in government agencies.

5.4 
Implications 

The implications of extrinsic motivation on the performance of Tanzania's Rural and Urban Roads Agency (TARURA) in the Simiyu Region significantly affect various stakeholders. For employees, extrinsic motivators such as bonuses, allowances, and other financial rewards can enhance motivation and job satisfaction, leading to increased productivity and commitment. 

For management, extrinsic incentives can serve as a tool to drive short-term performance and achieve immediate objectives. However, it is crucial for management to monitor and adjust incentive systems to ensure they do not inadvertently create complacency or undermine team cohesion.

The effectiveness of extrinsic motivation at TARURA can inform broader government policies on incentive structures in public sector agencies. Policymakers must ensure that financial incentives are designed to complement other motivational strategies and align with broader organizational goals to enhance overall performance and service delivery.

Academia can use the case of TARURA to explore the effectiveness of extrinsic motivation in public sector organizations. Research can investigate how financial incentives influence employee performance, productivity, and job satisfaction, contributing to the broader understanding of motivational strategies in similar contexts.

5.5 
Recommendations 

5.5.1 
The Effect of Financial Incentives on   Government Agencies Performance

To optimize the effect of financial incentives on government agencies' performance, it is recommended to implement a balanced approach that combines financial rewards with intrinsic motivators. Agencies should design incentive programs that align with performance goals while also fostering job satisfaction through recognition, professional development, and opportunities for career growth. Regular evaluation of incentive effectiveness, alongside clear performance metrics and feedback mechanisms, will ensure that rewards drive desired outcomes without leading to complacency or diminishing teamwork. Integrating financial incentives with a supportive organizational culture can enhance both short-term productivity and long-term employee engagement.
5.5.2
The effect of Employee’s Promotion on   Government Agencies Performance

To enhance the effect of employee promotions on government agencies' performance, it is recommended to ensure that promotions are based on merit and align with employees' skills and career goals. Providing adequate training and support for new roles can help newly promoted employees succeed and maintain high performance standards. Additionally, promoting transparency in the promotion process and offering clear pathways for career advancement can boost motivation and job satisfaction, ultimately leading to improved overall performance within the agency.
5.5.3
The Effect of Employees job security on   Government Agencies Performance

To optimize the effect of employees' job security on government agencies' performance, it is recommended to balance job security with performance management practices that maintain accountability and drive continuous improvement. Implementing clear performance expectations, regular evaluations, and opportunities for professional development can help prevent complacency while ensuring employees remain motivated and engaged. Additionally, fostering a supportive work environment that values job security but also encourages innovation and adaptability can enhance both employee satisfaction and organizational effectiveness.

5.6 
Limitations 

The limitations of researching the effect of extrinsic motivation on government agencies' performance, specifically in the case of Tanzania's Rural and Urban Roads Agency (TARURA) in the Simiyu Region, include potential biases in self-reported data from employees, which may not fully capture the impact of extrinsic rewards on performance. Additionally, the unique contextual factors of TARURA, such as local economic conditions and organizational culture, may limit the generalizability of findings to other government agencies or regions. Variability in how extrinsic incentives is implemented and perceived can also affect the consistency of results. Finally, the focus on short-term performance improvements may overlook long-term effects and the interplay with intrinsic motivators, potentially skewing the overall assessment of extrinsic motivation's effectiveness.

5.7 
Recommendations for Further Studies 

For further studies on the effect of extrinsic motivation on government agencies' performance, particularly in the case of Tanzania's Rural and Urban Roads Agency (TARURA) in the Simiyu Region, it is recommended to conduct longitudinal research to assess the long-term impacts of extrinsic rewards on employee motivation and performance. Additionally, exploring the interplay between extrinsic and intrinsic motivators could provide a more comprehensive understanding of their combined effects. Comparative studies involving different government agencies or regions could enhance generalizability, while mixed-method approaches, combining quantitative and qualitative data, could offer deeper insights into employee perceptions and the effectiveness of various incentive structures.
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APPENDICES

APPENDIX 1: Questionnaire Guide

Dear respondents. 

I am Rhoda Kamene Ngungi a student of the Open University of Tanzania, pursuing Master of Human Resources Management at the Faculty of Business Management. I am kindly asking you to spare a few minutes to complete the following questionnaire for my research as part and parcel of the program I undertake. The main objective of this questionnaire is to assess the effect of motivation strategies on organizational performance.  
QUESTIONNAIRE
PART ONE:   DEMOGRAPHIC INFORMATION

(Circle the appropriate answer)

	A: Personal Information

	1. Age of respondent 
	a. 18-35 (   )
	c. 49-58 (    )

	
	b. 33-48 (   )
	d. 59 and above (    )

	2. Gender of the respondents
	a. Male (    )
	b. Female (    )

	3. Level of education
	a. Primary (    )
	b. Secondary (    ) 

	
	c. Diploma (    )
	d. Advanced diploma (    )

	
	e. Undergraduate (   )
	f. Master’s degree  (    )  

	
	g. Others (please specify) 
	

	Experience Working at TARURA 
	1. Below 5    4. 16- 20

2. 6- 10        5. 21 - 25

3. 11- 15      6. Above 25 
	


On the following statements of knowledge transfer practices, please indicate your level of disagree or agreed based on the scale of 1-5 where 1 strongly disagree (SD), 2 disagree (DA), 3 neutral (N), 4 agree and 5 strongly agree (SA).

	
	      Financial Incentives  
	SD
	D
	N
	A
	SA

	FI1
	Since receiving financial incentives, the quality of my work has noticeably improved.
	1
	2
	3
	4
	5

	FI2
	The financial incentives provided have significantly improved my productivity at work
	1
	2
	3
	4
	5

	FI3
	The financial incentives offered by my organization have increased my overall job satisfaction
	1
	2
	3
	4
	5

	FI4
	I feel more motivated to perform well in my job due to the financial incentives provided.
	1
	2
	3
	4
	5

	FI5
	The financial incentives I receive are a good return on investment for my employer.
	1
	2
	3
	4
	5

	FI6
	The financial incentives have contributed positively to the overall financial performance of my organization
	1
	2
	3
	4
	5

	FI7
	Since the introduction of financial incentives, I have been more punctual and less absent from work.
	1
	2
	3
	4
	5

	FI8
	I am more actively engaged in my work tasks due to the financial incentives provided
	1
	2
	3
	4
	5

	 
	    Employees Promotion   
	SD
	D
	N
	A
	SA

	PR1
	I am satisfied with the promotion process and my new role within the organization
	1
	2
	3
	4
	5

	PR2
	Promotions are provided fairly and based on merit within this organization.
	1
	2
	3
	4
	5

	PR3
	Since my promotion, I have demonstrated improved job performance in my new role.
	1
	2
	3
	4
	5

	PR4
	My performance targets and goals have been more achievable since my promotion
	1
	2
	3
	4
	5

	PR5
	I am more satisfied with my job following my recent promotion
	1
	2
	3
	4
	5

	PR6
	My motivation levels have increased as a result of my recent promotion
	1
	2
	3
	4
	5

	PR7
	The promotion opportunities within this organization contribute to my decision to stay with the company
	1
	2
	3
	4
	5

	PR8
	I am likely to stay with the company longer because of the recent promotion.
	1
	2
	3
	4
	5


	
	Employees Job Security   
	SD
	D
	N
	A
	SA

	JS1
	I feel confident about my job stability within the organization
	1
	2
	3
	4
	5

	JS2
	The likelihood of losing my job in the near future seems low
	1
	2
	3
	4
	5

	JS3
	The type of contract I have (e.g., permanent, temporary) provides a good sense of job security
	1
	2
	3
	4
	5

	JS4
	My employment history with the organization has been stable and consistent.
	1
	2
	3
	4
	5

	JS5
	Management communicates effectively about job security and any potential changes
	1
	2
	3
	4
	5

	JS6
	The organization provides support programs that enhance my job security.
	1
	2
	3
	4
	5

	JS7
	My job security positively affects my overall work environment and morale.
	1
	2
	3
	4
	5

	JS8
	experience less stress related to job security in my current work environment
	1
	2
	3
	4
	5

	
	      TARURA Organizational Performance   
	SD
	D
	N
	A
	SA

	OP1
	Projects undertaken by TARURA are consistently completed on or before the scheduled deadline
	1
	2
	3
	4
	5

	OP2
	TARURA projects are completed within the allocated budget
	1
	2
	3
	4
	5

	OP3
	The infrastructure developed by TARURA meets the required quality and safety standards
	1
	2
	3
	4
	5

	OP4
	The infrastructure projects handled by TARURA require minimal maintenance due to high construction standards
	1
	2
	3
	4
	5

	OP5
	TARURA efficiently utilizes resources (e.g., labor, materials) during project execution
	1
	2
	3
	4
	5

	OP6
	The processes and procedures used by TARURA in project management are effective and efficiency
	1
	2
	3
	4
	5

	OP7
	Employees at TARURA demonstrate high productivity levels in their roles.
	1
	2
	3
	4
	5

	OP8
	"I am satisfied with my role and work environment at TARURA
	1
	2
	3
	4
	5

	OP9
	The public is generally satisfied with TARURA's projects and services.
	
	
	
	
	

	OP10
	TARURA consistently adheres to relevant regulations and standards in its projects
	
	
	
	
	

	OP11
	TARURA demonstrates transparency and accountability in its financial management.
	
	
	
	
	

	OP12
	TARURA projects comply with environmental regulations and standards.
	
	
	
	
	


Thank you for your time and co-operation. Your opinions are highly valued. 
Please be assured that your answers were remaining anonymous
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