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 ABSTRACT

This study aimed to study the factors affecting employees` job performance in Handeni Town Council in Tanga region. Following the existence of various challenges including stuck and failure of some development projects and land problems. The study specifically embarked to determine of whether working condition, employees` working commitments and employees trainings programs affect local government employee’s job performance in the district, achieve that, the study applied the quantitative approach under descriptive research design to compute the findings. Again, the researcher cross tabled the findings to attain the most precisely described data based on the categories of respondents subjected to the study. From the three study variables, the study unveiled that pertaining to working condition, majority of employees have no offices and working facilities, transport facilities is a big challenge when comes on the issue of monitoring the ongoing activities. On case of employees` commitment; the study identified that a big challenge that hamper employees` job performance is the presence of inadequate human resource (street executive officers and ward executive officers). Hence, the study concluded that employees` job performance is inseparable from conducive working conditions.  Now the government should continue to improve the identified setbacks. Specifically, the study recommended for provision or improvement of transport facilities. Provision of good offices and office facilities, increase motivation incentive to employee and increase the number of local government employees.

Keywords: Job performance, Employees commitment, Work environment, Employee’s training
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CHAPTER ONE

INTRODUCTION

1.1
Chapter Overview

This chapter presents the background information, which explains the foundation or basis for undertaking this study. It starts by presenting the background of the study and provides a logical flow for the anticipated research problem. The chapter also covers statement of the problem, which is to be studied. Objectives of the study, research questions, significance of the study as well as scope of the study are covered in chapter one.

1.2
Background to the Study

Human resources as one of the resources in the organization play an important role in the successful achievement of organizational goals. In the development of human resources, the performance of an employee in a company is needed to achieve employee performance itself and also for the success of the company. Human resources as one of the resources in the organization play an important role in the successful achievement of organizational goals. In the development of human resources, the performance of an employee in a company is needed to achieve employee performance itself and also for the success of the company.

Human resources as one of the resources in the organization play an important role in the successful achievement of organizational goals. In the development of human resources, the performance of an employee in a company is needed to achieve employee performance itself and also for the success of the company.

Improving the performance of these employees is not only beneficial for the company, but also for the employees themselves. Because with good performance theoretically can achieve a better level of employee career development (Siahaan et al., 2016). Human resources as one of the resources in the organization play an important role in the successful achievement of organizational goals. In the development of human resources, the performance of an employee in a company is needed to achieve employee performance itself and also for the success of the company. 

Hermina and Yosepha (2019) asserted that in development of human resources, the performance of an employee in a company is needed to achieve the success of the company.  Employee job performance refers to how well an employee performs their job duties and responsibilities. It is a measure of their productivity, efficiency, quality of work, and ability to meet or exceed goals and expectations set by their employer. 
According to Siahaan et al. (2016), the performance of the organization benefits both the organization as well as the employees, Hermina and Yosepha, (2019) contends that human resource management is a very important element of management functions.  When human resources are not managed properly, their effectiveness will decline faster than other resources (ibid.).

Watete (2017) study provided that employees` performance management is an organizational process that aligns the employee measures, skills, competency, development plans and delivery of results. To develop service delivery to the citizens since independence, the government of Tanzania has passed through various forms of governance. Among the transformation adopted is the establishment of local government system. According to Ngonyani (2015), Tanzania Local Government history goes back to 1926 when it was established by the colonial government. 

In 1985, the Constitution of the United Republic of Tanzania was amended to effectively entrench local government in the country`s system of governance (Ngwilizi, 2002). In 1996 Tanzania consequently embarked on a new Local Government Reform Programme (LGRP) which was accompanied by the decentralization by devolution (D by D) strategy, which placed Local Government Authorities (LGAs) to be largely autonomous institutions, free to make policy and operational decisions consistent with the country’s laws and policies, and have the power to possess both human and financial resources (Gunning, 2018).

By definition Local Government (LG) are defined as a sub-national, semi-autonomous level government discharging its functions in a specified area within a nation (Nderitu & Ndeto, 2019). The LG exercises their responsibilities very close to the people and therefore responsible for serving the political and material needs of people and communities at a specific local area (Rugeiyamu et al., 2019).  According to Agboeze et al. (2021), the LG have both political and economic purposes; on political aspect, the LG provides a close chance for ordinary citizens to have a say in how their communities are governed and also give a close chance for the citizen to discuss matters that affect them directly. 

The LG provides basic services that affect people in their area of dominion. Being close to the people, LG are supposed to know better the needs of the local area and not only what the people can contribute but also how to engage them in economic activities (ibid.). In general, LGAs possess traditional roles of securing a stable business and service delivery environment at the community level (Rugeiyamu, et al., 2019). That is to say, the performance of LG is directly linked to how the delighted authorities/personnel exercise power to attain the intended development goals for the wellbeing of the communities. In other words, the good or poor performance LG employees directly affect the development of the ruled communities. 

Despite the fact that the effectiveness of LG might be linked to various factors, but among the factors, which facilitate the good governance of LG, is the ability of the delegated authorities (employees) to take control effectively the delegated responsibilities (Agboeze et al., 2021). As far as concern, the employees’ job performance is also linked to different factors. Factors that can impact job performance include skills and qualifications, motivation, work ethic, ability to work collaboratively, communication skills, and adherence to company policies and procedures. These factors can be broadly categorized into two main categories: individual factors and organizational factors (Watete, 2017).

Individual factors include skills and abilities, which play a significant role in determining their job performance. Employees who possess the necessary skills and competencies are more likely to perform well in their roles. Motivation is also an individual factor (Princy & Rebeka, 2019). The level of motivation an employee has can impact their job performance. Employees who are motivated and engaged are more likely to put in the effort and perform at a high level.

Other individual factors are attitude and commitment (Ulabor et al., 2019, Khan et al., 2018), personality traits and work-life balance. All these factors are personal to an individual depending on other external factors such as family upbringing, society values, marriage etc. 

On the other hands organizational factors such as leadership and management, organizational culture, work environment (Machui, 2018), training and development (Valentine, 2017, Nderitu & Ndeto, 2019, Osman and Ibrahim, 2019), and performance feedback and recognition impact employees’ performance. 

It is therefore critically important to analyze these factors to see how they affect employees’ job performance in Handeni Town Council. Such analysis will also provide room to consider other factors, which have not been studied.

In addition, the Social Capital Theory also articulates the significances of investing in human capital.  According to the theory, human capital is vital in adding productivity of individual in terms of labor. Further Maslow's hierarchy of needs also explains different categories of needs, which actually are linked with employee working condition.  Among the needs includes love and belong, safety needs and esteem which cover recognition.   

In Handeni Town Council, there are many indicators of poor governance from the delegated authorities, which proportionally have affected development level of the communities within. Many governance faults are noted in the council including delay to complete community development projects and some stop forever before they are completed, land problems, and poor services delivery to the community in general. Therefore, this study examined the factors affecting the local government employee’s job performance in Handeni Town Council.  

1.3
Statement of the Problem

Organizational performance is always related to productivity and the organization is called productive when it can achieve its goals by transferring inputs to output at the lowest cost (Swai & Tiengo`, 2022). The product of the organization is associated with the effectiveness and efficiency of the employee to perform their responsibilities (ibid.). 

The local government in Tanzania was established to assist the central government to save the citizens accordingly. That is to say, the LGAs are primary entities delegated to save the citizen at the local level.  Rugeiyamu et al. (2019) ascertained that in Tanzania, the LGAs are entitled to deliver variety of activities including business empowerment support including provision of soft loans, business infrastructure and local investment support. Also, LGAs   makes progress in social service support through ensuring supply of water, health facilities and schools that trigger economic development and service delivery facilitation, (Rugeiyamu et al., 2019). 

Also, in Tanzania the interest to study the factor affecting the LG working performance is not new, there some studies such done by Swai, and Tieng`o (2022) which examined the relationship between working environment and performance at LGA in Bahi District Council, Tanzania. Kombo and Ijagara (2020) also carried a study, which examined the factors leading to poor performance among Public Servants on LG in Bariadi district council. Nevertheless, the scope of their study was much limited on one aspect, also the governance of one LG authority differs from one place to another depending on different factors.   

Handeni Town Council’s delivery of socio-economic services to the communities seems a big challenge, which denotes the presence of poor performances of the delegated authorities (Controller and Auditor General Report, 2023).).  The Handeni Town Council is faced with a number of challenges including, land ownership challenges, poor supervision of community-initiated development projects as well little commitment in serving the citizens (Controller and Auditor General Report, 2023). 

The influence of political leaders on technical or expert decisions and ineffective participation of the public in decision making are among the challenges facing Handeni Town Council. It is on this basis this study critically analyzed the factors affecting local government employee’s job performance in the Handeni Town Council.

1.4
Objective of the Study

The general objective of this study is to assess the factors affecting the local government employees’ job performance in Handeni Town Council. 

1.4.1
Specific Objectives

(i) To examine the effect of working condition on local government employees` job performance in Handeni Town Council;

(ii) To identify the effect employee’s commitment on local government employees` job performance in Handeni Town Council;

(iii) To determine the effect of employees’ training programs on local government employees` job performance in Handeni Town Council. 

1.5
Significance of the Study

This study is significance on the base that it has shed light on different challenges, which face many LGAs in Tanzania. By discovering the existing challenges which limit the good performance of employee in Handeni Town Council, the study has made some recommendation which in one way or another will continue to influence the better performance to the LGAs departments responsible for delivering standard services to the served communities. Nevertheless, the study`s findings will continue to function as a reference to other organizations who want to increase productivity over their organization. 

1.6
Scope of the Study

This study exclusively concerned to study the factors, which affect the job performance among public employees in Handeni district. The study is taken from the fact that in Handeni Town Council there are various poor governance indicators, which denote that the available employees do not execute their responsibilities accordingly. In the district, noticeable challenges like land ownership challenges, poor supervision of community-initiated development projects are acknowledged in different angel of the district. 
Therefore, this study embarked specifically, to ascertain; working environments in facilitating local government employees job performance in   Handeni Town council, to assess the local government employee’s commitment in delivering services to the community in Handeni Town Council as well as to identify whether there are decisive local government employees` development and training program in increasing working performance in Handeni Town Council. 

1.7
Organization of the Study

This proposal is organized into six chapters. The first chapter covered the broad overview of the study through which background of the research problem, statement of the research problem; objectives of the study, significance of the study, scope and organization of the proposal are explained. The second chapter covered the literature review of numbers of researchers on the similar study problem, so as to capture the views of other authors pertaining the existing incident. The third chapter presented the methodologies applied to operationalize the study. It covered research philosophy, research design, research approach and study area, justification of the study, sampling design, data collection methods, validity and reliability, data analysis plan, as well as ethical consideration.  Chapter four presented the findings, which were collected from the field. Chapter five presented the discussion of the findings based on differed studies. The last chapter was about conclusion and recommendation of the study of which it highlighted the core observation of the study`s findings. 

CHAPTER TWO

LITERATURE REVIEW

2.1
Overview

This chapter covered the presentation of theoretical and perspective ground generated from various studies related to the study topic.  Specifically, the chapter covered sections, which provide definition of key terms, theoretical framework, empirical reviews and conceptual framework.  

2.2
Definition of Key Terms

2.2.1 
Job Performance

Job performance is defined as the total expected value to the organization of the discrete behavioral episodes that an individual carries out over a standard period of time. According to Al-omari and Okesheh (2017) the term job performance is defined as the total expected value to the organization of the separate behavioral episode that an individual carries out over a certain period of time. That is to say job performance is an expected organization work outcomes, which are generated from individual employee responsibilities over a specific period of time. Under this study, the term job performance used to infer the ability of the Handeni Town Council employees to execute their responsibilities accordingly.
2.2.2
Employees’ Commitment

Employee commitment denotes the degree of employee involvement in their responsible tasks. Akintayo (2019) see employee commitment as the degree to which the employee feels devoted to their organization. Employee commitment comes when the employee feels that the organization is giving importance to his ideas or ability (Ongori (2017). Hence, under this variable, the researcher evaluated the involvement level of employee in delivering their tasks. 

2.2.3
Work Environment

Work environment can be anything that exists around the employee and touch his or her responsibilities.  Al-Omari and Okasheh (2017) state that working environment is both an external and an internal condition that can influence working spirit. It is stated by Saidi, et al., (2019) positive working environment is vital in ensuring employee productivity. Hence, this study evaluated the working environment under these three dimensions to measure the job performance of employee in Handeni Town council.

2.2.4
Employees’ Training 

According to Rodriguez and Walter (2017) employee training occurs at different levels of the organization and helps individuals in attaining diverse goals. Employee training develops the thinking abilities and creativity of individuals for the better decision making, customer service, complain handling and overall, all self-efficiency.

2.3
Theoretical View

This section presents a list of theories adopted to provide the roadmap of the study. The adopted theories provide a ground discussion on how employees` job performance is attained. To meet that the study has adopted Human Capital Theory and Maslow's hierarchy of needs theory. 

2.3.1
Human Capital Theory

The theory was developed by Becker in 1993, the theory provides the basis for the perspective that training and development is a worthwhile investment (Olaniyan and Okemakinde, 2008). The emphasis of human theory is how training and development influences on efficiency and productive of worker through growing level of cognitive inventory of economically productive human functionality (Olaniyan and Okemakinde, 2008).  The theory holds the assumption that in the world labor market, people bring different levels of education, knowledge, skill, and abilities as well as their expectancy to the workplace.  
McConnell et al. (2009) perpetuate that the more the employees are equipped with wide range of knowledge and skills, the more he/ she become much productive.  However, the theory explains the best aspect of human resources development in terms of skills development, which increases job performance, but skill development alone cannot complement the aspect of job performance. To compliment that, the study adopted Maslow's hierarchy of needs theory, which is described further in section 2.3.2.
2.3.2
Maslow's Hierarchy of Needs Theory

Maslow's hierarchy of needs is a theory of psychology explaining human motivation based on the pursuit of different levels of needs.  Abraham Maslow developed the theory in 1943. The theory states that humans are motivated to fulfill their needs in a hierarchical order (Srivastava, 2005. This order begins with the most basic needs before moving on to more advanced needs. The theory explains five categories of needs; Self-actualization needs (the desire to become the most one need); Esteem need which entails respects, status, recognition, freedom; love and belonging need (friendship, intimacy, sense of connection); Safety needs (personal security, employment, resource, health and property); and lastly is physiology need which cover air, water, food, shelter, sleep and clothing.  According to Abraham Maslow, these categories of needs have influence on employee job performance. 

2.4
Empirical Reviews

This section presents a list of studies, which are already done by various researchers about employee work performance.  

2.4.1
Working Environment on Employees’ Job Performance

Kang and Kang (2021) studied the impact of working condition and job performance among employees in a multinational company operating in South Korea. The study used hierarchical regression analysis and data were collected from 150 respondents.  The study revealed that employee supervision has determination on job performance. The good supervision led to the high performance. However, working supervision alone cannot explain employee job performance. 

Swai, and Tieng`o (2022) examined the relationship between working environment and performance at LGA in Bahi District Council, Tanzania. The study adopted the descriptive study design and quantitative research approach.  The data were collected from 68 employees and six heads of departments.  The study identified that at certain level the working condition was good to facilitate job performance. That is to say the study scoped only one aspect to explain employee job performance.  

Nderitu and Ndeto (2019) studied the influence of the work environment on employee performance in Nairobi Kenya.  The study applied descriptive research design and about 300 respondents were selected from different organizations.  The study revealed that variables such as workplace incentives, training and development, supervisor support and the physical working environment affected employee performance. However, it failed to explain how that leads to work performance, and this study bridge the gap by discussing the concept of employee commitment. 

Machui (2018) investigated the influence of workplace environment factors on employee’s performance in Arusha Municipal, Tanzania. The study used descriptive research design and the data were collected from 360 respondents.  The findings identified that physical circumstances such as temperature control, air circulation, lighting, office building design and sanitary conditions, as well as the availability of tools and effective communication practices among co-workers, positively affect employees' performance. Also, it revealed that poor interactions between workers and supervisors/managers severely affected the employee performance. However, it failed to explain the aspect of employee training and commitment on employee job performance. 

Kombo and Ijagara (2020) examined the factors affecting poor performance among Public Servants on LG in Tanzania. The study used Bariadi district council as the case study.  The study applied explanatory research design and data were collected from 210 respondents. The study recognized the personal and institutional challenges with personal capacity of government actors, which was not satisfactory due to inadequate skills and knowledge, lack of office and its facilities, lack of funds and political intrusion as major factors among others at village level. 

2.4.2
Workers` Commitment on Employees’ Job Performance

Dinc (2021) carried a study, which analyzed the impact of organizational employee commitment among furniture manufacturing firms in Federation of Bosnia and Herzegovina. The study used descriptive research design and collected data from 437.  The study uncovered that job satisfaction and affective commitment affect employees’ job performance. However, the study failed to explain the environment facilitated the employee commitment, which study also aim to explain. 

Irefin and Mechanic (2018) studied the effect of employee commitment on organizational Performance the case study of Coca Cola Nigeria Limited. The study used both descriptive and explanatory research methodologies and sampled about 190 respondents. The result revealed high level of commitment of employee that facilitated employee performance. However, it failed to explain the environment facilitating such commitment. 

Khan et al., (2018) investigated the impact of employee commitment (Affective commitment, Continuance commitment and normative commitment) on employee job performance from a sample of 153 public and private and public sector employees of oil and gas sector in Pakistan. The results revealed a positive relationship between employee commitment and employees’ job performance. However, the study failed to show the factors behind such commitment. 

Ulabor et al., (2019) examined the effect of employee commitment on organization performance of selected fast-food outlets in Osun State. The study used both descriptive and inferential statistics and the data were collected from 235 respondents.  The study identified that employee commitment is significant to organization performance. Though, it did not tell us how that commitment was attained. 

Princy and Rebeka (2019) studied the correlation between employee commitment and the growth of the organization performance in Vellore, Tamil Nadu, and India as a study area.  The study used descriptive method and data were collected from 100 employees. The findings showed that the employee commitment have positively related in the job satisfaction, motivation and job involvement. Though, it lacked explanation on how such commitment is developed. 

2.4.3
Employees’ Training on Job Performance

Valentine (2020) studied the effect of training on employee performance among employees of the county General Hospital, Kakemega in Kenya.  The study used descriptive research design and collected data from 95 respondents out of 1250 employees. The study revealed training has improved performance, job integrity and loyalty not forgetting the improved communication as the result of training. Despite that, the study looked the aspect of employee job performance looking only one factor of which cannot be general in all organization.  

Osman and Ibrahim (2019) studied the relationship between training and employee performance in the Salaam Somali Bank. The study employed descriptive research desi and involved 171 respondents.  The study revealed that education level is among the factors determining the growth of an employee’s performance in the organization. However, the study stuck to one factor in explaining job performance while other factors like working condition also pulls employee job performance.  

Sohailet al. (2020) examined the impact of employee training and development on employee’s performance among different Banks in Panjabu. The study used inferential analysis and about 170 respondents from various banks were consulted. The results showed a significant positive relationship exists between employee training and the employee performance. However, employee training alone cannot explain the aspect of employee job performance. 

2.5
Research Gap 

The topic of LG and employees job performance in Tanzania has gained interest of study for few back years. For instance, Swai, and Tieng`o (2022) study examined the relationship between working environment and performance at LGA in Bahi District Council, Tanzania. Kombo and Ijagara (2020) examined the factors leading to poor performance among Public Servants on LG in Bariadi district council. However, those are some of studies carried in Tanzania, still many LG authorities in the country face poor employee job performance. Also, with reference to the fact that, the circumstance of governance sometimes differs from one LG to the other, hence this study will investigate the factors affecting local government employees’ job performance in the Handeni Town Council.

2.6
Conceptual Framework

The conceptual framework below presents the connection of variables; independent and depend variables. From the framework, the job performance the Handeni Town Council employees are highly dependent on the three key variable, working environment, employee commitment as well as employee development and training programs.
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2.7
Hypotheses of the Study

2.7.1
Hypothesis 1

Ho 
Working conditions in Handeni Town Council do not influence local government employees` job performance.
H1 
Working conditions in Handeni Town Council influence local government employees` job performance in Handeni Town Council.
2.7.2
Hypothesis 2

H0 
Employee’s commitment in Handeni Town Council does not influences local government employees` job performance.

H1 
Employee’s commitment in Handeni Town Council influences local government employees` job performance. 

2.7.3
Hypothesis 3

H0
Employees’ training programs in Handeni Town Council do not influence local government employees` job performance.  

H1
Employees’ training programs in Handeni Town Council influence local government employees` job performance.  

CHAPTER THREE

RESEARCH METHODOLOGY

3.1
Overview

This chapter presented the methodical guidelines. It constituted sections, which provide the platform on how the study was carried. It provided a research design section, study area, study area justification, sampling design variables, data collection methods, data analysis section, validity and reliability of data section as well as research ethical section. 

3.2
Research Philosophy

This is the systematic search for the existence, knowledge, values, reason, mind and language (Sekaran, 2006). It requires an open mind so as to accept the facts to both new and existing mysteries (Sekaran, 2006). With the help of positivism philosophy, researcher can collect all the facts and figures that are associated with the research issue through general sources. Positivism provides interacting links between reality and knowledge (ibid.). To meet the needs of the study, the researcher embarked to the positivism paradigm/ philosophy where was able to collect and analyze and present the data objectively. 

3.3
Research Approaches 

To complement the inquires of the study, the study employed quantitative research approach. Quantitative approach enabled the researcher to measure/ justifies the problem based on statistical figures (Kothari, 2014).  The researcher formed a list of structured questionnaires and distributed to the targeted population who filled them and then subjected to quantitative analysis technique as further elaborated more in heading 3.9 below.  

3.4
Research Design

Research design is the conceptual structure or roadmap, which outlines the direction of how the study was carried. According to Kothari (2014), research design functions as a blueprint for data collection, measurement, and analysis. With reference to the scope of the study, this study applied a descriptive research design. According to Pawar (2021), descriptive research design enhances the researcher to determine the way things are. In other words, descriptive research design describes the problem in connection to the existing environments. With the assistance of descriptive research design, the researcher deeply studied the study as respondents were freely allowed to state about the study problem based on their experience of working in the district. 

3.5
Study Area

Handeni Town Council also known as Handeni Urban is one of the 11 Council of the Tanga Region  Tanzania. The council covers an area of  837.4 km2 (323.3 sq mi). 

The administrative capital of the district is Kwenjugo. Handeni Town Council is bordered to the east by Handeni District Council and the west by Kilindi District. The council has twelve wards; Chanika, Kwamagome, Mabanda, Mlimani, Kideleko, Kwediyamba, Malezi, Msasa, Kwenjungo, Mdoe, Vibaoni and Konje. Despite the fact that Handeni council has 12 wards of which each wards constitutes 5 streets to make a total of 60 streets, unfortunately the study found that some streets lack leaders specifically street executive leaders.  Further, information about this is given in heading 3.7.1 and in chapter four. 
3.6
Justification of the Study Area

Despite the fact that the government of Tanzania established LGA to increase service delivery to the citizen, still the goals for administrative reformation undertaken encounters a lot of challenges. In the Handeni Town Council, number of challenges including, land ownership challenges, poor supervision of community-initiated development projects, little commitment in saving the citizens, as well as the influence of political leaders on technical or expert decisions (Marcosy & Urassa, 2021). Under that concern, the researcher studied the factors affecting employees’ job performance in the district. Therefore, the local government employees who actually are ones closely linked with the community considered to be unity of the study.  

3.7
Target Population for the Study

It is defined by Bryman (2012) that population refers to a large group of people possessing one or more characteristics in common on which a research study focuses. For the sake of this study, the main participants/population of the study involved the following local government employee groups as indicated in Table 3.1.  

Table 3.1: Target Population for the Study
	Categories of Respondents 
	Expected Population 

	Ward Executive Officer
	12

	Development Officers 
	5

	Street Executive Officers
	60

	Street Chair Person
	60

	Land planning and Management Officers
	6

	Total respondents 
	143


Source: Handeni Town Council Employee Data Base (2022)

3.7.1
Sample Size and Sampling Procedures

The use of a sample in research enables the researcher to achieve objectives with reduced resources as well as time (Best & Kahn, 1993). Based the District employee’s data base, the targeted population namely; community development officers, wards executive officers, streets executive officers, street chair persons and land planning and management expected to be 143. 

Also, with reference to the inquiries or nature of the study, the researcher using simple random sampling expected to collect data from 52 street chairperson, 52 street executive officers and purposively to collected data from 12 ward executive officers, 5 development officer and 6 land planning and management officers. 
But due to different factors including that some streets lacked local government leaders mainly being street executive leaders and due to absenteeism of some local government, the researcher managed to collect data from 110 employees. The data about this are presented in Table 3.2.  
In calculating the sample size, the researcher adopted Yamane`s (1967) formula as shown below.  



n =[image: image3.png]1+N(e)®






Where: n = Sample size; N = Size of targeted population; e = Level of precision (0.05), 1 is constant

Therefore: N= 143÷1+143(0.05)2=127

Table 3.2: Distribution of Sample Size Per each Position
	Categories of Respondents
	Population size n =[image: image5.png]1+N(e)®




	Expected sample size
	Actual

	Ward Executive Officer
	12
	12
	9

	Development Officers 
	5
	5
	4

	Street Executive Officers
	60
	52
	43

	Street Chair Person
	60
	52
	50

	Land planning and Management Officers
	6
	6
	4

	Total 
	143
	127
	110


Source: Field Data (2023)

3.8
Data Collection Methods and Tools

Data collection task begins after a research problem has been defined and research design chalked out. Based on the nature of the study, the data were collected using questionnaire data collection method. The study used both primary and secondary source of data.  On secondary data, the researcher reviewed various reports and studied already published.

3.8.1
Questionnaire Data Collection Method

Semi structured questionnaires are one of the tools for data collection in research. They are types of questions, which are constructed in a certain format where a respondent is asked to pick the correct answer based on the established scales of measurement (Bryman, 2012). The study used semi-structured questionnaires prepared in Likert scale, which allowed respondent to pick the rightest scale. I rating the respondents` responses, number 1 stood for Strongly Disagree, 2 for Disagree, 3 for Neutral, 4 for Agree and 5 for Strongly Agree.

3.9
Data Analysis Plan

Bickle and Bogdan (1992) considers data analysis as a systematic activity that concern with organizing data and breaking them into manageable units thereby synthesizing them, searching for patterns, discovering what is important as well as what is learnt and deciding what to tell others. This study applied quantitative data analytical techniques. Speaking for the quantitative data, Statistical Package for Social Science software (SPSS) was used to compute the data into statistical figures. In the software, the researcher selected descriptive analysis techniques to display the respondents` response trend and the outputs were displayed in terms of percentages. To displays clearly the analysis, the data were cross tabulated.   Again, the data were subjected to regression analysis (multiple linear regression) so as to identify the association between independent variables versus dependent variable.   

3.10
Validity and Reliability of Data

3.10.1
Validity

Validity is concerned with the issue of whether the applied techniques measure the studied concept (Bryman, 2012). To be in position of achieving that this study will employ variety of data collection methods as given above. But to be in position to attain that, the actual data collection exercise will be preceded first by undertaking a pilot study which will evaluate the appropriateness of the selected data collection tools. 

3.10.2
Reliability

According to Kothari (2004), reliability is about whether or not results from a study are repeatable. Bryman (2012) categorize reliability into levels; 0.80 and above implies an acceptable level of internal reliability, 0.70 denote satisfactory level, and 0.60 denote good level of reliability. Statically, the level of reliability is measured using the technique called Cronbach`s test. The test states that the higher score the higher level of reliability. Therefore, the cutoff point planned to be 0.60 which indicate the minimum acceptable internal consistency of data. Hence, the results of the analysis are presented in Table 3.3.

Table 3.3: Reliability Test Results
	Objectives
	Number of items 
	Cronbach`s Alpha

	Effect of working condition on local government employees` job performance in Handeni Town Council
	6
	0.723

	Effect employee’s commitment on local government employees` job performance in Handeni Town Council
	5
	0.705

	Effect of employees’ training programs on local government employees` job performance in Handeni Town Council
	5
	0.789


Source: Field Data (2023)
3.11
Ethical Consideration

Grady (2019) defines ethics as the morals or values of behavior, which distinguishes what is wrong and what is right. The study applied all potential research ethical issues. Under that the researcher abided to all rules and regulations of doing research including obtaining a permission letter for data collection from the University, asking permits for executing the study.  Again, the researcher fallowed all the principles of ensuring study authentic including maintaining confidentiality as well as avoiding manipulation of the data. 

CHAPTER FOUR

DATA PRESENTATION AND DISCUSSION OF THE FINDINGS

4.1
Overview

This chapter stands as the center for this study as it presents the findings which the researcher aimed to find out.  The findings obtained are presented per specific objectives constructed to guide the intension of the study. Before starting presenting the findings of each objective, the chapter is started by presenting the demographic information of the respondents who involved in the exercise of data collection. Primarily, the study expected to collect data from 127 respondents, however, due to different factors including the absence of some respondents, the researcher managed to collect data from 110 respondents which is about 87% of the targeted respondents.  

4.2
Demographic Information

The section presents respondents characteristics. To ensure validity and reliability of the data, it was so significance for the study to outline the basic information/attributes of the respondents involved.  Here, the attributes examined were respondents` genders, age groups, level of education, working position as well as working experience. 

4.2.1
Respondents` Gender 

Pertaining to this variable, the study`s result revealed out that, 89(80.9%) of the participants gathered the study information were male and 21(19.1%) of them were female. The data are further displayed in Table 4.1.

Table 4.1: Respondents` Gender

	Positions
	Male
	Female
	Total

	Ward executive officer
	8
	1
	9

	Development officer
	2
	2
	4

	Street executive officer
	30
	13
	43

	Street chair person
	47
	3
	50

	Land planning and management officers
	2
	2
	4

	Total
	89(80.9%)
	21(19.1%)
	110(100.0%)


Source: Field Data (2023)
Referred to the data in in Table 4.1, the analysis outputs have revealed that majority of the respondents participated in data collection exercise were male. The findings continued to agree with the existing fact that majority of men still occupy many positions in the government as compared to their counterpart women in Tanzania.   
4.2.2
Respondents` Age Groups 

On this attribute, the study revealed out that from the respondents involved in the data collection exercise, 9(8.2%) of them had age, which ranged from 18 to 30 years old, 30(27.3%) of them had age which ranged from 31 to 40 years old, 44(40.0%) of them had age which ranged from 55 years and above. The data are further given in Table 4.2. 

Table 4.2: Respondents` Age Groups
	Positions
	18-30
	31-40
	41-55
	55 & above
	Total

	Ward executive officer
	1
	6
	1
	1
	9

	Development officer
	0
	3
	1
	0
	4

	Street executive officer
	4
	19
	13
	7
	43

	Street chair person
	0
	2
	29
	19
	50

	Land planning and management officers
	4
	0
	0
	0
	4

	Total
	9(8.2%)
	30(27.3%)
	44(40.0%)
	27(24.5%)
	110(100%)


Source: Field Data (2023)
Recapping the data in Table 4.2, the statistical analysis had shown that that majority of respondents 30(27.3% had age ranging from 31-40 years old and the other group with high number of respondents 44(40%) had age group ranging 41-55%. In general, the findings have shown that majority of the available local government employees man power in the district are energetic to continue serving the community.  That means, the stated poor employees` job performance is not linked to employees` age ranges. 

4.2.3
Respondents` Working Experience

On side of working experience, the analysis revealed out that, 39(35.5%) of the respondents participated in data collection exercise had 1 to 5 years of experience, 38(54.5%) of them had 6 to 10 years of experience and 33(30.0%) of them had 11 years and above range of experience. The data are further provided in Table 4.3. 

Table 4.3: Respondents` Working Experience
	Positions
	1- 5 years
	6-10 years
	11 and above years
	Total

	Ward executive officer
	7
	0
	2
	9

	Development officer
	1
	2
	1
	4

	Street executive officer
	14
	11
	18
	43

	Street chair person 
	15
	23
	12
	50

	Land planning and management officers
	2
	2
	0
	4

	Total
	39(35.5%)
	38(34.5%)
	33(30%)
	110(100%)


Source: Field Data (2023)
From the analysis as provided in Table 4.3, the findings have indicated that majority of the respondents involved in the study have adequate scope of experience in terms of time in running their responsibilities. This signifies that the provided information real and fully reveals what exists in the district pertaining to employees working capacity and job performance.  

4.2.4
Respondents` Level of Education

About this variable, the analysis revealed out that, from the respondents participated in the study, 56(50.9%) of them had primary level of education, 11(10%) of them had secondary level of education, 6(5.5%) of them had certificates level of education, 26(23.6%) of them had diploma level of education, and 11(10%) of them had degree level of education. The data further clarified in Table 4.4.

Table 4.4: Respondents` Level of Education

	Position
	Primary
	Secondary
	Certificate
	Diploma
	Degree
	Total

	Ward executive officer
	1
	0
	0
	1
	7
	9

	Development officer
	0
	0
	1
	3
	0
	4

	Street executive officer
	8
	8
	5
	19
	3
	43

	Street chair person
	47
	3
	0
	0
	0
	50

	Land planning and management officers
	0
	0
	0
	3
	1
	4

	Total 
	56(50.9%)
	11(10.0%)
	6(5.5%)
	26(23.6%)
	11(10.0%)
	110(100.0%)


Source: Field Data (2023)
Recalled the data in Table 4.4, the statistics analysis has shown that majority of respondents had primary level of education. However, the findings have shown that the large group with primary education is the street chairperson, this tells that the articulated poor employee job performance might also be linked with low level of education, which majorities of the delegated personnel have.  

4.3
Effect of Working Condition on Local Government Employees` Job Performance in Handeni Town Council

This was the first objective of the study.  On this, the researcher  aimed to understand as whether working condition in Handeni council are supportive to local government employees` job performance. To ascertain that, various set of questions were formulated to unveil the condition, which was subjected to descriptive data analysis techniques as well as multiple linear regressions.  In computing the descriptive information, the analysis outputs were categorized into five scales represented by the following abbreviations, SD which stood for strongly disagree, D stood for disagrees, N stood for neutral, A stood for agree and SA stood for strongly agree.  

4.3.1
Good Support from Supervisors

About this, the researcher intended to know whether there is good coordination between workers and their supervisors when implementing their delegated responsibility in serving the community. From the analysis, 6(5.5%) of the respondents disagreed, 9(8.25%) of them neither agreed nor disagreed, 79(71.8%) of them agreed and 16(14.55) of them strongly agreed. The data are further provided in Table 4.5.

Table 4.5: Good Support from Supervisors
	Position
	D
	N
	A
	SA
	Total

	Ward executive officer
	0
	1
	4
	4
	9

	Development officer
	0
	1
	2
	1
	4

	Street executive officer
	0
	3
	32
	8
	43

	Street chair person
	6
	2
	40
	2
	50

	Land planning and management officers
	0
	2
	1
	1
	4

	Total
	6(5.5%)
	9(8.2%)
	79(71.8%)
	16(14.5%)
	110(100%)


Source: Field Data (2023)
Recalled the data in Table 4.5, the analysis outputs have shown that majority of respondents equivalent to 76.3% agreed that there is supportive coordination between workers and supervisors.  The findings signify the presence of high degree of collaboration among workers when implementing their responsibilities. 

4.3.2
Effective Communication among Workers

Pertaining to this, the respondents were asked if employees themselves have good communication when undertaking their responsibilities. The findings revealed that out of them, 12(10.9%) of them neither agreed nor disagreed, 80(72.7%) of them agreed 18(16.4%) of them strongly agreed. The data are further provided in Table 4.6.

Table 4.6: Effective Communication among Workers

	Position
	N
	A
	SA
	Total

	Ward executive officer
	0
	6
	3
	9

	Development officer
	3
	0
	1
	4

	Street executive officer
	6
	27
	10
	43

	Street chair person
	3
	44
	3
	50

	Land planning and management officers
	0
	3
	1
	4

	Total
	12(10.9%)
	80(72.7%)
	18(16.4%)
	110(100.0%)


Source: Field Data (2023)
The findings in Table 4.6 unveil that that majority of the respondent’s equivalent to 79.1% agreed to have good communication among themselves during the implementation of the delegated responsibilities.  In other perspective, the findings imply that majority of employees in the district are ready to save the community accordingly. 

4.3.3
There Are Good Offices and Facilities to Facilitate Service Delivery

About this variable, the respondents were asked to indicate as whether employees in the district have conducive offices and good facilities to facilitate their working in their daily responsibilities. From the analysis, the data have shown that 74(67.3%) of the respondents strongly disagreed, 16(14.5%) of them disagreed, 8(7.3%) of them neither agreed nor disagreed, 8(7.3%) of them agreed and 4(3.3%) of them strongly agreed. The data are further provided in Table 4.7. 

Table 4.7: There are Good Offices and Facilities to Facilitate Service Delivery

	Positions
	SD
	D
	N
	A
	SA
	Total

	Ward executive officer
	4
	0
	3
	1
	1
	9

	Development officer
	0
	0
	1
	2
	1
	4

	Street executive officer
	30
	8
	1
	3
	1
	43

	Street chair person
	40
	8
	2
	0
	0
	50

	Land planning and management officers
	0
	0
	1
	2
	1
	4

	Total
	74(67.3%)
	16(14.5%)
	8(7.3%)
	8(7.3%)
	4(3.6%)
	110(100.0%)


Source: Field Data (2023)
Cumulatively, the data in Table 4.7 show that majority of respondents (81.8%) disagreed to the statement that local government employees in the district have good offices and sufficient working facilities. The findings tell that with the available working situation, the productivity of the employees is placed in dangers zone and thus why poor employee’s job performance is articulated in the district in different angels.   

4.3.4
There is Good Coordination between Workers and Political Leaders

On the aspect of coordination between government employees and political, the analysis revealed that from the respondents participated, 2(1.8%) of the respondents strongly disagreed, 14(12.7%) disagreed, 24(21.0%) of them disagreed, 62(56.4) of them agreed, and 8(7.3%) of them strongly agreed. The data are further presented in Table 4.8.

Table 4.8: There is Good Coordination between Workers and Political Leaders
	Position
	SD
	D
	N
	A
	SA
	A

	Ward executive officer
	0
	2
	3
	3
	1
	9

	Development officer
	0
	0
	2
	1
	1
	4

	Street executive officer
	2
	7
	10
	20
	4
	43

	Street chair person
	0
	5
	7
	37
	1
	50

	Land planning and management officers
	0
	0
	2
	1
	1
	4

	Total
	2(1.8%)
	14(12.7%)
	24(21.8%)
	62(56.4%)
	8(7.3%)
	110(100.0%)


Source: Field Data (2023)
Referred to the statistical data as given in Table 4.8 the findings show that majority of respondents about 63.7% agreed on the statement that local government employees in the district experience positive relationship with the political leaders. This tells that however some area leaders claimed to have poor coordination but to many places in the district local governments experience friendly relations and supports from political leaders. 

4.3.5
There Is High Respect of Workers from the Community when Delivering their Responsibilities

On this category, the researcher wanted to know as whether delegated local government employees get vibrant support from the community while delivering their responsibilities. The analysis revealed out that, 13(11.8%) of respondents disagreed, 86(78.2%) of them agreed, 11(10%) strongly agreed. The data are further presented in Table 4.9. 

Table 4.9: There is High Respect of Workers from the Community when delivering their Responsibilities
	Position
	D
	A
	SA
	Total

	Ward executive officer
	1
	6
	2
	9

	Development officer
	0
	2
	2
	4

	Street executive officer
	4
	37
	2
	43

	Street chair person
	8
	38
	4
	50

	Land planning and management officers
	0
	3
	1
	4

	Total
	13(11.8%)
	86(78.2%)
	11(10.0%)
	110(100.0%)


Source: Field Data (2023)
Cumulatively, the data presented in Table 4.9 show that majority of respondents (88.2%) agreed to get support from the community when delivering their services to the community.  The findings generally indicate that if the government takes its roles accordingly, the communities in the district are willing to collaborate with their leaders to bring development in the district. 

4.3.6
Workers Have Sufficient Transport Facilities Supportive to their Responsibilities

About this, the respondents were asked to indicate as whether they have good transport facilities, which support them easily to monitor the ongoing development activities/projects in the districts. The analysis showed that out of respondents participated, 89(80.9%) strongly disagreed, 10(9.1%) of them disagreed, 2(1.8%) of them neither disagreed nor agreed, 8(7.3%) of them agreed and 1(0.9%) of them strongly agreed. The data are further presented in Table 4.10.

Table 4.10: Workers have Sufficient Transport Facilities Supportive to their Responsibilities

	Position
	SD
	D
	N
	A
	SA
	Total

	Ward executive officer
	6
	0
	0
	3
	0
	9

	Development officer
	0
	2
	0
	1
	1
	4

	Street executive officer
	38
	1
	1
	3
	0
	43

	Street chair person
	44
	6
	0
	0
	0
	50

	Land planning and management officers
	1
	1
	1
	1
	0
	4

	Total
	89(80.9%)
	10(9.1%)
	2(1.8%)
	8(7.3%)
	1(0.9%)
	110(100.0%)


Source: Field Data (2023)
From the findings as indicated in Table 4.10, the data have shown that majority of respondent (90%) stated not to have transport facilities which could support them to simplify monitoring of the ongoing development projects.  The findings depict that the absence of transport facilities to these categories of employees who actually are the primary supervisors of development project with no doubt accelerates to poor implementation of the inaugurated development activities in the district. 

4.3.7
Regression Analysis between Working Condition Versus Employees` Job Performance  

The researcher tested the hypothesis as whether the working conditions as covariate (predictors) impact the existence of dependent variable (criterion) employees` job performance in Handeni Town Council. From the model summary in Table 4.11, the adjusted R-Square is 0.476, which means that the working condition variable contribute about 47.6% to the increase of employees` job performance among workers in Handeni Town Council and 52.6% is contributed by other factors not mentioned in mode.

Table 4.11: Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.614a
	.476
	.340
	1.23976


Source:  Field Data (2023)

Again, the findings revealed that positively working condition impact the employees` job performance as the ANOVA test showed the probability value to be 0.00 which is less 0.05 as given in Table 4.12. 

Table 4.12: ANOVA Test on Working Condition and Employee Job Performance
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	95.553
	6
	15.925
	10.361
	.000b

	
	Residual
	158.311
	103
	1.537
	
	

	
	Total
	253.864
	109
	
	
	


Source: Field Data (2023)
Further, the coefficients table as provided in Table 4.13 showed that the significant factors which highly cause the impact are workers good support from supervisors with P-value of 0.010, good offices and facilities with P-value of 0.005, good coordination between workers and political leaders with P-value of 0.005 and sufficient transport facilities supportive to their responsibilities with P-value of 0.002. 

Table 4.13: Regression Coefficients on Working Condition and Employee Job Performance
	Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	(Constant)
	-2.167
	1.319
	
	-1.642
	.104

	Workers good support from supervisors
	.515
	.195
	.226
	2.640
	.010

	Workers effective communication 
	.319
	.250
	.109
	1.276
	.205

	Good offices and facilities 
	.357
	.125
	.262
	2.853
	.005

	Good coordination between workers and political leaders
	-.401
	.141
	-.230
	-2.845
	.005

	Respect of workers when delivering their responsibilities
	.333
	.269
	.102
	1.237
	.219

	Sufficient transport facilities supportive to their responsibilities
	.479
	.152
	.285
	3.150
	.002


Source: Field Data (2023)
4.4
Effect Employee’s Commitment on Local Government Employees` Job Performance in Handeni Town Council

This was the second objective of the study. Here, the researcher was interested to know as whether the poor local government job performance in the district is associated with poor employee commitment. So, the researcher composed different questions to measure the degree of commitment among the study population.  Similar to the first objective, the data were subjected for descriptive to identify the rate of response. Meanwhile the multiple linear regression method was applied to measure the relationship of the variables, independents variables versus dependent variables. 

4.4.1
There Are Adequate Employees at each Administrative Position

On this variable, the respondents were asked as whether the available local government employees are adequate to cover all administrative positions in the district.   From the analysis, the findings revealed out that, 90(81.8%) of the respondents strongly disagreed, 11(10%) of them disagreed, 2(5.5%) of them agreed and 1(0.9%) of them strongly agreed. The data are further provided in Table 4.14.

Table 4.14: There are Sufficient Administrative Employees at each Administrative Position

	Position
	SD
	D
	N
	A
	SA
	Total

	Ward executive officer
	7
	0
	0
	2
	0
	9

	Development officer
	1
	2
	0
	0
	1
	4

	Street executive officer
	38
	1
	1
	3
	0
	43

	Street chair person
	43
	7
	0
	0
	0
	50

	Land planning and management officers
	1
	1
	1
	1
	0
	4

	Total
	90(81.8%)
	11(10.0%)
	2(1.8%)
	6(5.5%)
	1(0.9%)
	110(100.0%)


Source: Field Data (2023)

Recalled to Table 4.14, the statistical findings have yielded out that majority 100(91.8%) of the respondents disagreed of the statement that there are adequate personnel at each administrative position in the district. The findings depict that the district faces shortage of employees in some of administrative areas.  

4.4.2
Workers Have High Attitudes towards Team Work

About this variable, the study asked the respondents participated in data collection to state as whether local government employee in the district have high attitudes toward team work. From the analysis, the findings disseminated out that, 1(0.9%) of the respondents strongly disagreed, 3(2.7%) of them disagreed, 13(11.8%) of them neither agreed nor disagreed, 78(70.9%) of them of them agreed 15(13.6%) of them strongly agreed. The data are further provided in Table 4.15.

Table 4.15: Workers have High attitudes towards Team Work

	Position
	SD
	D
	N
	A
	SA
	Total

	Ward executive officer
	0
	0
	2
	4
	3
	9

	Development officer
	0
	0
	0
	3
	1
	4

	Street executive officer
	0
	1
	8
	26
	8
	43

	Street chair person
	1
	2
	2
	43
	2
	50

	Land planning and management officers
	0
	0
	1
	2
	1
	4

	Total
	1(0.9%)
	3(2.7%)
	13(11.8%)
	78(70.9%)
	15(13.6%)
	110(100.0%)


Source: Field Data (2023)
Recapped toward the data as presented in Table 4.15, the findings have yielded out that majority of respondents about 93(84.5%) agreed that local government in the district have high attitudes toward team work. The findings depict that if working condition are improved more the working production also will keep increasing as the delegated employees have active morale for working.  

4.4.3
Workers Have Adequate Problem-solving Skills

On this variable, the researcher asked the respondents to demonstrate as whether they are competent in solving people development problems when emerge. The analysis showed out that, out of them 4(3.6%) of the respondents strongly disagreed, 10(9.1%) of them disagreed 28(25.5%) of them neither disagreed nor agreed 62(56.4%) of them agreed and 6(5.5%) of them strongly agreed. The data are further are presented in Table 4.16. 

Table 4.16: Workers have Adequate Problem-Solving Skills

	Position
	SD
	D
	N
	A
	SA
	Total

	Ward executive officer
	0
	1
	3
	4
	1
	9

	Development officer
	0
	0
	1
	2
	1
	4

	Street executive officer
	2
	0
	14
	25
	2
	43

	Street chair person
	2
	9
	9
	29
	1
	

	Land planning and management officers
	0
	0
	1
	2
	1
	4

	Total
	4(3.6%)
	10(9.1%)
	28(25.5%)
	62(56.4%)
	6(5.5%)
	110(100.0%)


Source: Field Data (2023)

Cumulatively, the data in Table 4.16 have shown that majority of the respondents about 68(61.9%) agreed to have high capacity to deal with emerging development problem. In general, the findings depicts that the local government employees confirmed to have wide experience of solving citizens` problems. This means that the delegated employee if provided with better incentives, they are curious to serve the community around accordingly. 

4.4.4
There is High Spirit of Job Satisfaction among Workers

On this aspect, the respondents were asked as whether employees are highly satisfied with working environment. From the analysis, the findings unveiled that 7(6.4%) of the respondents strongly disagreed, 36(32.7%) of them disagreed, 12(10.9%) of them neither agreed nor disagreed, 46(41.8%) of them agreed, 9(8.2%) of them strongly agreed. The data are further provided in Table 4.17.

Table 4.17: There is High Spirit of Job Satisfaction among Workers

	Position
	SD
	D
	N
	A
	SA
	Total

	Ward executive officer
	0
	3
	3
	2
	1
	9

	Development officer
	0
	0
	0
	2
	2
	4

	Street executive officer
	3
	22
	3
	10
	5
	43

	Street chair person
	4
	9
	6
	31
	0
	50

	Land planning and management officers
	0
	2
	0
	1
	1
	4

	Total
	7(6.4%)
	36(32.7%)
	12(10.9%)
	46(41.8%)
	9(8.2%)
	110(100.0%)


Source: Field Data (2023)
In clarity, data in Table 4.17 display the 55(50%) of the respondents agreed toward the statement while a total of 43(39.1%) disagreed. In general, the findings imply that however a greater number of respondents affirmed to be satisfied but the statistical figures by 39.1% of the respondents rejected to the statement which means employees are not fully satisfied with the existing working environment and that kills their production capacity.  

4.4.5
Workers Are Motivated in their Responsibilities

On this variable, the respondents were asked as whether are motivated in their daily responsibilities. The findings revealed out that 28(25.5%) of them strongly disagreed, 33(30.0%) of them disagreed, 13(11.8%) of them neither agreed nor disagreed, 34(30.9%) of them agreed and 2(1.8%) of them strongly agreed. The data are further presented in Table 4.18. 

Table 4.18: Workers are Motivated in their Responsibilities

	
	SD
	D
	N
	A
	SA
	

	Ward executive officer
	3
	2
	0
	3
	1
	9

	Development officer
	0
	1
	0
	3
	0
	4

	Street executive officer
	6
	23
	2
	12
	0
	43

	Street chair person
	18
	6
	11
	15
	0
	50

	Land planning and management officers
	1
	1
	0
	1
	1
	4

	Total
	28(25.5%)
	33(30.0%)
	13(11.8%)
	34(30.9%)
	2(1.8%)
	110(100.0%)


Source: Field Data (2023)
From the analysis as given in Table 4.18, the findings provide that majority of respondents 61(55.5%) not agreed on the statement meaning that they are not fully motivated. The findings signify that however to some circumstance the employees stated to be committed but still are not delivering the services to the community to the maximum level. 

4.4.6
Workers Have Sufficient Understanding on their Responsibilities

About this variable, respondents were asked to state as whether they have adequate knowledge to execute their responsibilities. The analysis revealed that out of respondents who engaged in data collection, 1(0.9 %%) of them strongly disagreed, 40(36.4%) disagreed, 5(4.5%) neither agreed nor disagreed, 52(47.3%) of them agreed and 12(10.95) strongly agreed. The data are further provided in Table 4.19. 

Table 4.19: Workers have Sufficient Understanding on their Responsibilities
	
	SD
	D
	N
	A
	SA
	Total

	Ward executive officer
	0
	1
	0
	6
	2
	9

	Development officer
	0
	0
	0
	2
	2
	4

	Street executive officer
	0
	15
	3
	21
	4
	43

	Street chair person
	1
	24
	2
	22
	1
	50

	Land planning and management officers
	0
	0
	0
	1
	3
	4

	Total
	1(0.9%)
	40(36.4%)
	5(4.5%)
	52(47.3%)
	12(10.9%)
	110(100.0%)


Source: Field Data (2023)

Backing to the data in Table 4.19, cumulatively, data have shown that majority of respondents about 64(58.2%) claimed to have adequate knowledge, however also 40(36.4%) reported to have moderate knowledge. In general, the findings show that almost half of employees being the street chairperson stated to have limited knowledge to execute their delegated responsibility. The condition in one way or another affect the working performance.     

4.4.7
Regression Analysis between Employee’s Commitment versus Employees` Job Performance  

Again, the researcher tested the hypothesis as whether the employee’s commitment as covariate (predictors) impacts the existence of dependent variable (criterion) employees` job performance. From the model summary in Table 4.20, the adjusted R-Square is 0.287, which means that the employee commitment variable contributes about 28.7% to the increase of employees` job performance among workers in Handeni Town Council and 71.3% is contributed by other factors not mentioned in mode.

Table 4.20: Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.536a
	.287
	.246
	.58087


Source: Field Data (2023)

Again, the findings revealed that employees’` commitment significantly impact the employees` job performance as the ANOVA test showed the probability value to be 0.00 which is less 0.05 as given in Table 4.21. 

Table 4.21: ANOVA Test on Employees’ Commitment and Employee Job Performance
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	14.020
	6
	2.337
	6.925
	.000b

	
	Residual
	34.753
	103
	.337
	
	

	
	Total
	48.773
	109
	
	
	


Source: Field Data (2023)
Further, the coefficients table as provided in Table 4.22 showed that the most driving employee commitment factors toward employees` job performance are workers` attitude towards team work with P-value of 0.030, sufficient leader at each administrative level with P-value of 0.001 and spirit of job satisfaction among workers with P-value of 0.043 and workers` motivation in their responsibilities with P-value of 0.053. 

Table 4.22:  Regression Coefficients on Working Condition and Employee Job Performance
	Variables
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	(Constant)
	1.917
	.416
	
	4.613
	.000

	Workers attitudes towards team work
	.195
	.089
	.194
	2.196
	.030

	Sufficient leader at each administrative level 
	.237
	.071
	.311
	3.350
	.001

	Spirit of job satisfaction among workers
	-.147
	.072
	-.220
	-2.047
	.043

	Workers` responsibilities understands 
	.121
	.075
	.189
	1.604
	.112

	Workers` motivation in their responsibilities
	.161
	.082
	.187
	1.960
	.053

	Workers` adequate problem-solving skills
	.002
	.069
	.003
	.033
	.974


Source: Field Data (2023)
4.5
Effect of Employees’ Training Programs on Local Government Employee’s Job Performance in Handeni Town Council   

This was the last specific objective of the study. On this the researcher aimed to study as whether local government employee in Handeni Town Municipal often gets trainings to increase their working productivity. The findings are presented below. 

4.5.1
Workers Have Adequate Set of Skills in Running their Responsibilities

Concern this variable, the respondents were asked to state as whether workers have adequate skills to facilitate them to execute their delegated responsibilities accordingly. The result show that out of the respondents involved, 13(11.8%) of them strongly disagreed, 43(39.1%) of them disagreed, 1(0.9%) of them neither agreed nor disagreed, 44(40%) of them agreed and 9(8, 2%) of them strongly agreed.  The data are further presented in Table 4.23.
Table 4.23: Workers have Adequate Set of Skills in running their Responsibilities

	Position
	SD
	D
	N
	A
	SA
	Total

	Ward executive officer
	0
	3
	0
	6
	0
	9

	Development officer 
	0
	1
	0
	3
	0
	4

	Street executive officer
	2
	17
	0
	17
	7
	43

	Street chair person
	11
	20
	1
	17
	1
	50

	Land planning and management officer 
	0
	2
	0
	1
	1
	4

	Total 
	13(11.8%)
	43(39.1%)
	1(0.9%)
	44(40.0%)
	9(8.2%)
	110(100.0%)


Source: Field Data (2023)
Recalled the statistical data as presented in Table 4.23, the findings showed that about 53(48.2%) agreed to have adequate skills to run their responsibilities. Quite different, the findings also have shown that a certain rate of respondents about 56(50.9%) claimed not to have adequate skills. The findings inform that still there is wide gap of knowledge among the employees on their responsibilities. So, this in one way or another limits their performance in terms of productivity. 

4.5.2
There is Increased Productivity among Workers

About this variable, the respondents were asked to state as whether local government employees in Handeni council often get training programs to increase their working performance.  The study revealed out that, out of them 1(0.9%) of them strongly disagreed, 10(9.1%) of them disagreed, 26(23.6%) of them neither agreed nor disagreed, 62(56.4%) of them agreed and 11(10%) of them strongly agreed.  The data are further provided in Table 4.24. 

Table 4.24: There is Increased Productivity among Workers

	Position
	SD
	D
	N
	A
	SA
	Total

	Ward executive officer
	0
	0
	4
	4
	
	9

	Development officer
	0
	0
	0
	3
	1
	4

	Street executive officer
	0
	0
	12
	27
	4
	43

	Street chair person
	1
	10
	10
	27
	2
	50

	Land planning and management officers
	0
	0
	0
	1
	3
	4

	Total
	1(0.9%)
	10(9.1%)
	26(23.6%)
	62(56.4%)
	11(10%)
	110(100%)


Source: Field Data (2023)
From the analysis as presented in Table 4.24, the data have shown that majority of respondents about 73(66.4%) agreed to have increased productivity. The findings denote that despite of the challenges, which exist in their responsibilities, local employees in the district are inspired to increase production. 

4.5.3
There is Increased Working Loyalty among Workers

About this variable, the respondents were asked to state if working loyalty among them is so high. From the analysis, the result revealed that 5(4.5%) of the respondents disagreed, 26(23.6%) of them neither agreed nor disagreed, 71(64.5%) of them agreed, 8(7.3%) of them strongly agreed. The data are further presented in Table 4.25. 

Table 4.25: There is Increased Working Loyalty among Workers
	Position
	D
	N
	A
	SA
	Total

	Ward executive officer
	1
	4
	4
	0
	9

	Development officer
	0
	0
	3
	1
	4

	Street executive officer
	1
	12
	27
	3
	43

	Street chair person
	3
	9
	36
	2
	50

	Land planning and management officers
	0
	1
	1
	2
	4

	Total
	5(4.5%)
	26(23.6%)
	71(64.5%)
	8(7.3%)
	110(100.0%)


Source: Field Data (2024)

Cumulatively, the data in Table 4.25 have shown that majority of respondents about 78(71.8) agreed toward the statement that despite the existing challenge still are curious to save the community.  This signifies that if the government continue to increase working environment the production of workers in the district will increase more.

4.5.4
There is Effective Communication among Workers

On this variable, respondents were asked to state whether they experience effective communication among themselves.  The findings, revealed out that from the respondents asked, 1(0.9%) of them strongly disagreed, 4(3.6%) of them disagreed, (15(13.6%) neither agreed nor disagreed, 78(70.9%) of them agreed and 12(10.9%) of them strongly agreed. The data are further presented in Table 4.26. 

Table 4.26: There is Effective Communication among Workers

	Position
	SD
	D
	N
	A
	SD
	N

	Ward executive officer
	0
	1
	1
	7
	0
	9

	Development officer
	0
	0
	1
	1
	2
	4

	Street executive officer
	0
	1
	9
	27
	6
	43

	Street chair person
	1
	1
	4
	41
	3
	50

	Land planning and management officers
	0
	1
	0
	2
	1
	4

	Total
	1(0.9%)
	4(3.6%)
	15(13.6%)
	78(70.9%)
	12(10.9%)
	110(100.0%)


Source: Field Data (2023)
With regard to the data presented in Table 4.26, the findings have shown that majority of respondents about 83.8% accepted to have effective communication among themselves. This signifies that employee are cooperative in taking their responsibilities. 

4.5.5
There is Increased Working Integrity among Workers

Concern this, the respondents were asked as whether they comply with working standards (integrity). The findings revealed that out of them 4(3.6%) of them disagreed, 20(18.2%) of them neither agreed nor disagreed, 78(70.9%) of them agreed, 8(7.3%) of them strongly agreed.  The data are further presented in Table 4.27.

Table 4.27: There is Increased Working Integrity among Workers

	Position
	D
	N
	A
	SA
	Total

	Ward executive officer
	0
	5
	4
	0
	9

	Development officer
	0
	0
	4
	0
	4

	Street executive officer
	0
	7
	31
	5
	43

	Street chair person
	4
	8
	36
	2
	50

	Land planning and management officers
	0
	0
	3
	1
	4

	Total
	4(3.6%)
	20(18.2%)
	78(70.9%)
	8(7.3%)
	110(100%)


Source: Field Data (2024).

Recalled the data presented in Table 4.27, the findings have informed that majority of respondent’s equivalent to 78.2% agreed that the working integrity among workers is good. This notify that majority of the local authorities’ leaders are willing to save the community accordingly.  

4.5.6
Regression Analysis between Employee Training Programs versus Employees` Job Performance  

Moreover, the study tested the third hypothesis as whether employee training program as covariate (predictors) influence the existence of dependent variable (criterion) employees` job performance in Handeni Town Council. Based on the findings the model summary in Table 4.28, the adjusted R-Square is 0.410, which means that the employee training programs influence about 41.0% to the increased employees` job performance among workers in Handeni Town Council and 59.0% is contributed by other factors not mentioned in model.

Table 4.28: Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.640a
	.410
	.381
	.52611


Source:  Field Data (2023)

Further, the findings revealed that positively employee training programs support the employees` job performance as the ANOVA test showed the probability value to be 0.00 which is less 0.05 as given in Table 4.29. 

Table 4.29: ANOVA Test on Employees` Training Programs and Employee Job Performance
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	19.986
	5
	3.997
	14.441
	.000b

	
	Residual
	28.786
	104
	.277
	
	

	
	Total
	48.773
	109
	
	
	


Source: Field Data (2023).

Additionally, the coefficients table as provided in Table 4.30 showed that in the covariate, the most influential factors are workers` skills in running their responsibilities with P-value of 0.001, working integrity among workers with P-value 0.000, and working loyalty among workers with P-value of 0.030. 

Table 4.30: Regression Coefficients on Employees` Training Programs and Employee Job Performance

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	(Constant)
	2.931
	.372
	
	7.881
	.000

	Workers` skills in running their responsibilities
	.266
	.077
	.334
	3.477
	.001

	Working integrity among workers
	.378
	.087
	.462
	4.342
	.000

	Working loyalty among workers
	-.326
	.106
	-.320
	-3.086
	.003

	Effective communication among workers
	.021
	.096
	.022
	.224
	.823

	Increased productivity among workers


	-.035
	.107
	-.031
	-.325
	.746


Source: Field Data (2023)
CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1 
Overview

This chapter presents the final parts of the study. It covers the summary of the study, implication of the study, conclusion of the study, recommendation of the study as well as the areas for further study. 

5.2
Summary of the Main Finding

This study aimed to study the factors affecting employees` job performance in Handeni Town Council in Tanga region. Based on the existing visible evidences, there are various problems in the district including stuck and failure of some development projects which actually signifies the presence of poor performance of employees along their responsibilities.  To achieve that the researcher thoroughly investigated the factors behind by looking three angles of concern.  Specifically, the study determined three key areas namely the working condition, employees` working commitments as well as employees trainings programs on how they affect the local government employees` job performance. 

5.2.1
Effects of Working Condition on Local Government Employees` Job Performance in Handeni Town Council

This objective sought to study the local government employees` working environment as whether it affects the local government job performance. On that, the study examined various factors namely natures of coordination (support) between employees and supervisors, status of communication among employees, condition of working offices and facilities, status of coordination between workers and political leaders, degree of respect of workers from the community when delivering their responsibilities as well as the status of transport facilities as whether are supportive to their responsibilities.  

 In summative, the findings showed that majority of the respondent’s equivalent to 76.3% agreed on the statement that there is supportive coordination between workers and supervisors.  Also, the findings revealed that 79.1% of the respondents agreed indicating that the local government employees in the district experience good communication among themselves.  On the issues of coordination between workers and political leaders, the findings showed that 63.7% of the respondents agreed to have good coordination and also the findings revealed that about 88.2% of the respondents agreed to have good relationship with the community when executing their responsibilities.

However, that is concern; the study identified some obstructiveness which highly was associated to cause the articulated poor employees job performance in the district. It was discovered that   81.8% of the respondents stated to work under poor office condition and others have no offices.  Also, the findings showed that 90% of the respondents involved stated that the lack of proper transport facilities accelerates much to poor monitoring of the ongoing development projects as well as serving the community in general. Due to that, most of time employee uses their own pocket money for transport.  

According to Nderitu and Ndeto (2019), variables such as workplace incentives, training and development, supervisor support and the physical working environment affected employee performance.  Also, Machui (2018) articulated that office building design and sanitary conditions, as well as the availability of tools and effective communication practices among co-workers, positively affect employees' performance. Thus, is to say, the absence of good offices and working facilities; availability of poor transport facilities automatically slows down the performance of local government employees in the district. 

5.2.2
Effect of Employee’s Commitment on Local Government Employees` Job Performance in Handeni Town Council

On this, the researcher anticipated to study the factors affecting the local government employee job performance by looking their degree of commitment.  To attain that, the researcher selected few areas of examination namely; rate of available employee to supervise the existing responsibilities, employees` attitudes towards team work, problem solving skills, level of job satisfaction, motivation towards their responsibilities, as well the capability of understanding of their responsibilities. 

In overview the study identified that majority of respondents equivalent 84.5% agreed that local government in the district have high attitudes toward team work, 61.9% agreed to have reliable capacity to deal with emerging development problem and 50% of the respondents agreed to have high sprit of job satisfaction while about 39.1% of them disagreed toward the statement that employees are satisfied with working conditions.

On the same set of examination, the study revealed that about 58.2% of the respondents claimed to have adequate knowledge, however also 40(36.4%) reported to have moderate knowledge, which also signified that some employees lack the potential skills to enhance them to perform their tasks successfully. 

Not least but very significant, the study identified that   55.5% of the respondents disagreed to be fully motivated signifying that basing on the existing working challenges no matter to what magnitudes but the working condition available reduced the performance of the workers.  Moreover, the study identified that among the key and noticeable challenges which affects employee job performance is the presence of inadequate local government manpower/ administrators to some administrative levels namely wards and streets.  This situation with no doubt has cause many weaknesses including poor monitoring of the implemented projects as well poor saving of the community. 

In general, the findings revealed that however the local government employees in the district have commitment spirit towards their responsibilities but the working condition in one way or another highly do not support them thus why some of them disseminated not to be motivated and satisfied by their working.  While the study by Dinc (2021) articulated that that job satisfaction and affective commitment affect employees’ job performance, the presence of some indicators of poor working environment in the districts likely reduces the productivity of the employee. Moreover, the findings conquer to Khan et al., (2018) study which indicated that there is positive relationship between employee commitment and employees’ job performance. 

5.2.3
Effect of Employees’ Training Programs on Local Government Employees Job Performance in Handeni Town Council   

This was the last specific objective of the study. Under this aspect, the researcher concerned to study the factors affecting the local government employees in Handeni district by looking whether the employees in the district often get working training. Very specifically, the researched examined number of factors namely, level of employees` skills in running their responsibilities, productivity rate among workers, status of communication among workers, degree of working loyalty among workers as well as degree working integrity among them.

In particular, the study revealed that 64% of the respondents agreed to have increased productivity, 71.8% agreed to have good morale (loyalty) of working. On the other side of the coin, the study revealed that 83.8% of the respondents stated to have effective communication among themselves and 78.2% of them agreed that the working integrity among workers is good. In general, the findings agree to what Valentine (2020) studied stated that employee training significantly increase job integrity and loyalty as well as improving communication. Again, the study by Osman and Ibrahim (2019) provided that training positively affect the growth of an employee’s performance in the organization.  

5.3
Implication of the Findings

Based on the findings, the study generally revealed that the working environments among local government employees in Handeni Town Council is still not much suitable for them to execute their responsibilities accordingly.  It was unearthed that majority of employees lack offices and working facilities, transport facilities is one of the big challenges when comes on the issue of monitoring the ongoing activities, some administrative areas have no required employees and also motivation to employees is poor. From that the study sees the need for the government to take further initiatives to rectify the condition through improving and implementing suitable workers policies. 

5.4
Conclusion of the Study

This section provides the basic comments based on the key findings, which the study identified from the field in relation to the problem of the study. The presentation of the section is given per specific objective.  

The first objective focused to determine the working condition in the district if are supportive to employees` productivity.  However, the study identified that, there is good coordination (support) between employees and supervisors, good communication among employees, coordination between workers and political leaders, high degree of coordination between workers and political leaders as well as high degree of respect of workers from the community. 
But the study discovered that all that are inefficient to cause vibrant employee job performance. From the findings, the study identified that in the district the local government employees are confronted with poor transport system facilities which highly reducing the monitoring power of the ongoing development projects. Also, the study identified that almost 99% of the studied employees complained to have no working facilities and offices. These two obstacles seemed to be very strong even to downturn the good indicators in their daily working and totally reducing their product capacity. 

On the second objective, the researcher identified that the key factors affecting local government employees` job performance is the presence of inadequate local government employees, which highly has caused heavier burden of responsibilities to the existing employees and reduces their productivity.  Also, the study identified that some employees are demotivated with the existing working condition.  By all, working condition need to be improved to increase productivity as majority of the employees showed their readiness of working accountably.  

About the last objective, the study generally identified that however working challenges exists, but majority of employees are enthusiastic to increased good conduct in working.  Majority of the respondents agreed to have high working integrity, effective communication, working loyalty, and are curious to increase production however are affected by some working environments. 

5.5
Recommendation of the Study 

Based on the line of the study, the study observed various key issues, which require further improvement to increase employees` job performance.

(i) Provision or improvement of transport facilities. The study identified that the lack of good transport system act as the standing obstacles, which hinders the delegated personnel not to provided services to the communities accordingly. 
With the available poor transport system, mostly workers use their own pocket money to facilitate transport equipment’s during the monitoring of ongoing development projects. 

(ii) Provision of good offices and office facilities. The study identified that approximately 98% of the local government employees in the district have no working offices and facilities, which actually affects their job performance. 

(iii) Increase motivation incentive to employee. During the study the researcher identified majority of street chairs person claimed to be paid low amount about 10,000% per month as monthly wages.  

(iv) Increase the number of local government employees. The study identified that some administrative areas lack leaders most being the street executive officers as well as ward executive officers. 

5.6
Limitation of the Study

However, the study succeeded to attain the anticipated desire, but along the journey some setbacks also emerge. Among the challenges, which the researcher encountered was unavailability of some respondents at their working area, distance location of the respondents which costed the researcher to use much time to reach the respondents. The other challenges included delay to get introduction letter from the department concern, as well as delay to get data collection permit at the regional level.  

5.7
Area for Further Study 

The study concentrated to study the factors affecting employees` job performance in Handeni Town Council in Tanga region. The study was driven from the fact that Handeni Town Council encounters poor implementation of the development projects as well as existence of different challenges among being land problems. For that case, other studies can be carried to study the impacts on implemented projects towards peoples` life change in term of production.
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APPENDICES

Appendix I: Questionnaire Guide

Informed Consents 

Dear respondents, I am Upendo Nyerere Magashi from the Open University of Tanzania. Currently I am pursuing Master Degree of Open University and now I am conducting research entitled:  Factors Affecting Local Government Employees’ Job Performance in Handeni Town Council Tanzania.  I would like to ask you some questions about your experience concern the topic. The purpose of these questionnaires is to solicit information that will help the researcher to produce the dissertation as a partial fulfillment of post graduate degree. Information that will be provided will be treated as confidential and will be used for this study only. Please, answer the following questions as open as you can.

Part A: Respondents Characteristics
Please indicate your sex


 Male [    ], Female [   ]

Please indicate your age group 
18-30 [  ], 31-40 [   ], 41-55[   ], Above 56 [   ]

Please indicate your working occupation__________________

Please indicate years of working experience _______________

Please indicate your highest education level

Primary, [    ] , Secondary level [   ], Certificates [   ], Diploma [   ], Degree [   ], Masters [   ], PHD [  ]

Part B: Working environments in facilitating local government employees job performance in Handeni Town Council 

To what extent do you agree with the following statements? Please rate in a scale of 1-5, with 1= strongly disagree, 2= disagree, 3= neutral, 4= Agree, 5= strongly agree

	Dimension/Scale
	1
	2
	3
	4
	5

	There is good support of workers from their supervisor 
	
	
	
	
	

	There is effective communication among workers
	
	
	
	
	

	There is good offices and facilities to facilitated service delivery
	
	
	
	
	

	There is good coordination between workers and political leaders
	
	
	
	
	

	There is high respect of workers when delivering their responsibilities
	
	
	
	
	

	There supportive transport facilities
	
	
	
	
	


Part C: Local government employee’s commitment in delivering services to the community in Handeni Town Council 

To what extent do you agree with the following statements? Please rate in a scale of 1-5, with 1= strongly disagree, 2= disagree, 3= neutral, 4= Agree, 5= strongly agree

	Dimension/Scale
	1
	2
	3
	4
	5

	Workers have high attitude towards team work
	
	
	
	
	

	There are adequate employees at each administrative level
	
	
	
	
	

	Workers have adequate problem-solving skills 
	
	
	
	
	

	There is high spirit of job satisfaction among workers
	
	
	
	
	

	Workers are motivated in their responsibilities 
	
	
	
	
	

	Workers have sufficient understands of their responsibilities
	
	
	
	
	


Part D: Employees’ training program in increasing local government employees working performance in Handeni Town Council

To what extent do you agree with the following statements? Please rate in a scale of 1-5, with 1= strongly disagree, 2= disagree, 3= neutral, 4= Agree, 5= strongly agree

	Dimension/Scale
	1
	2
	3
	4
	5

	Workers have adequate set of skills in running their responsibilities
	
	
	
	
	

	There is increased productivity among workers
	
	
	
	
	

	There is increased working loyalty among workers
	
	
	
	
	

	There is effective communication among workers
	
	
	
	
	

	There is increased working integrity among workers
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Abstract
This study aimed to study the factors affecting employees` job performance in Handeni Town Council in Tanga region. Following the existence of various challenges including stuck and failure of some development projects and land problems. The study specifically embarked to determine of whether working condition, employees` working commitments and employees trainings programs affect local government employee’s job performance in the district. To achieve that, the study applied the quantitative approach under descriptive research design to compute the findings. Again, the researcher cross tabled the findings to attain the most precisely described data based on the categories of respondents subjected to the study. From the three study variables, the study unveiled that pertaining to working condition, majority of employees have no offices and working facilities, transport facilities is a big challenge when comes on the issue of monitoring the ongoing activities. On case of employees` commitment; the study identified that a big challenge that hamper employees` job performance is the presence of inadequate human resource (street executive officers and ward executive officers). Hence, the study concluded that employees` job performance is inseparable from conducive working conditions. Now the government should continue to improve the identified setbacks. Specifically, the study recommended for provision or improvement of transport facilities. Provision of good offices and office facilities, increase motivation incentive to employee and increase the number of local government employees.
 Key words: Job performance, work environment, employee training and employee Commitment.
Introduction

Human resources as one of the resources in the organization play an important role in the successful achievement of organizational goals. In the development of human resources, the performance of an employee in a company is needed to achieve employee performance itself and also for the success of the company. 
In the development of human resources, the performance of an employee in a company is needed to achieve employee performance itself and also for the success of the company. Improving the performance of these employees is not only beneficial for the company, but also for the employees themselves. 
Because with good performance theoretically can achieve a better level of employee career development (Siahaan et al., 2016). Improvement of productivity is a core topic for any organization (Pradhan & Jena, 2016).  In all processes of increasing organization productivity, human resource management stands as a fundamental aspect for such productivity. The studies conducted by Sukmawali (2019) and Ulabor et al., (2019) saw human resource as a fundamental element in fulfilling organizational goals.  
Hermina and Yosepha (2019) asserted that in development of human resources, the performance of an employee in a company is needed to achieve the success of the company.  Employee job performance refers to how well an employee performs their job duties and responsibilities. It is a measure of their productivity, efficiency, quality of work, and ability to meet or exceed goals and expectations set by their employer.
To develop service delivery to the citizens since independence, the government of Tanzania has passed through various forms of governance. Among the transformation adopted is the establishment of local government system. According to Ngonyani (2015), Tanzania Local Government history goes back to 1926 when it was established by the colonial government. 
In 1985, the Constitution of the United Republic of Tanzania was amended to effectively entrench local government in the country`s system of governance (Ngwilizi, 2002).  In 1996 Tanzania consequently embarked on a new Local Government Reform Programme (LGRP) which was accompanied by the decentralization by devolution (D by D) strategy, which placed Local Government Authorities (LGAs) to be largely autonomous institutions, free to make policy and operational decisions consistent with the country’s laws and policies, and have the power to possess both human and financial resources (Gunning, 2018).
In Handeni Town Council, there are many indicators of poor governance from the delegated authorities which proportionally have affected development level of the communities within. Many governance faults are noted in the council including delay to complete community development projects and some stop forever before they are completed, land problems, and poor services delivery to the community in general. 
Literature Review

There are different theories adopted to provide the roadmap of the study. The adopted theories provide a ground discussion on how employees` job performance is attained. To meet that the study has adopted Human Capital Theory and Maslow's hierarchy of needs theory. 

Human Capital Theory

The theory was developed by Becker in 1993, the theory provides the basis for the perspective that training and development is a worthwhile investment (Olaniyan and Okemakinde), the theory holds the assumption that in the world labor market, people bring different levels of education, knowledge, skill, and abilities as well as their expectancy to the workplace.  McConnell et al. (2009) perpetuate that the more the employees are equipped with wide range of knowledge and skills, the more he/ she become much productive.  However, the theory explains the best aspect of human resources development in terms of skills development which increases job performance, but skill development alone cannot complement the aspect of job performance. To compliment that, the study adopted Maslow's hierarchy of needs theory.

Maslow's Hierarchy of Needs Theory

Maslow's hierarchy of needs is a theory of psychology explaining human motivation based on the pursuit of different levels of needs.  The theory was developed in 1943 by Abraham Maslow. The theory states that humans are motivated to fulfill their needs in a hierarchical order (Srivastava, 2005. This order begins with the most basic needs before moving on to more advanced needs. The theory explains five categories of needs; Self-actualization needs, Esteem needs which entails respects, status, recognition, Safety needs and lasty is physiology need.  According to Abraham Maslow, these categories of needs have influence on employee job performance. 

Conceptual Framework

The conceptual framework below presents the connection of variables; independent and depend variables. From the framework, the job performance the Handeni Town Council employees are highly dependent on the three key variable, working environment, employee commitment as well as employee development and training programs.
Independent Variables                                                     Dependent Variable


Figure 4.5: Conceptual Framework

Source; Extracted by Researcher (2024)

Research Methodology

Research Design

Research design is the conceptual structure or roadmap, which outlines the direction of how the study was carried. According to Kothari (2014), research design functions as a blueprint for data collection, measurement, and analysis. With reference to the scope of the study, this study applied a descriptive research design. According to Pawar (2021), descriptive research design enhances the researcher to determine the way things are. In other words, descriptive research design describes the problem in connection to the existing environments. With the assistance of descriptive research design, the researcher deeply studied the study as respondents were freely allowed to state about the study problem based on their experience of working in the district. 
Study Area

Handeni Town Council also known as Handeni Urban is one of the 11 Council of the Tanga Region  Tanzania. The council covers an area of 837.4 km2 (323.3 sq mi). The administrative capital of the district is Kwenjugo. Handeni Town Council is bordered to the east by Handeni District Council and the west by Kilindi District. The council has twelve wards; Chanika, Kwamagome, Mabanda, Mlimani, Kideleko, Kwediyamba, Malezi, Msasa, Kwenjungo, Mdoe, Vibaoni and Konje. Despite the fact that Handeni council has 12 wards of which each wards constitutes 5 streets to make a total of 60 streets, unfortunately the study found that some streets lack leaders specifically street executive leaders.  Further, information about this is given in heading 3.7.1 and in chapter four. 

Target Population for the Study

It is defined by Bryman (2012) that population refers to a large group of people possessing one or more characteristics in common on which a research study focuses. For the sake of this study, the main participants/population of the study involved the following local government employee groups as indicated in Table 5.6.  

 Target population for the study

	Categories of Respondents 
	Expected Population [image: image9.png]1+N(e)®





	Ward Executive Officer
	12

	Development Officers 
	5

	Street Executive Officers
	60

	Street Chair Person
	60

	Land planning and Management Officers
	6

	Total respondents 
	143


Source: Handeni Town  council Employee Data Base (2022)

Sample Size and Sampling Procedures

The use of a sample in research enables the researcher to achieve objectives with reduced resources as well as time (Best & Kahn, 1993).   Also, with reference to the inquiries or nature of the study, the researcher using simple random sampling expected to collect data from 52 street chairperson, 52 street executive officers and purposively to collected data from 12 ward executive officers, 5 development officer and 6 land planning and management officers. The data about this are presented in Table 5.6.  In calculating the sample size, the researcher adopted Yamane`s (1967) formula as shown below.  



n =[image: image11.png]1+N(e)®






Where: n = Sample size; N = Size of targeted population; e = Level of precision (0.05), 1 is constant

Therefore: N= 143÷1+143(0.05)2=127. 

Data Analysis Plan

Bickle and Bogdan (1992) considers data analysis as a systematic activity that concern with organizing data and breaking them into manageable units thereby synthesizing them, searching for patterns, discovering what is important as well as what is learnt and deciding what to tell others. This study applied quantitative data analytical techniques. Speaking for the quantitative data, Statistical Package for Social Science software (SPSS) was used to compute the data into statistical figures. In the software, the researcher selected descriptive analysis techniques to display the respondents` response trend and the outputs were displayed in terms of percentages. To displays clearly the analysis, the data were cross tabulated.   Again, the data were subjected to regression analysis (multiple linear regression) so as to identify the association between independent variables versus dependent variable.   

Discussion of the Findings

Effects of Working Condition on Local Government Employees` Job Performance in Handeni Town Council

This objective sought to study the local government employees` working environment as whether it affects the local government job performance. On that, the study examined various factors namely natures of coordination (support) between employees and supervisors, status of communication among employees, condition of working offices and facilities, status of coordination between workers and political leaders, degree of respect of workers from the community when delivering their responsibilities as well as the status of transport facilities as whether are supportive to their responsibilities.  

In summative, the findings showed that majority of the respondent’s equivalent to 76.3% agreed on the statement that there is supportive coordination between workers and supervisors.  Also, the findings revealed that 79.1% of the respondents agreed indicating that the local government employees in the district experience good communication among themselves.  On the issues of coordination between workers and political leaders, the findings showed that 63.7% of the respondents agreed to have good coordination and also the findings revealed that about 88.2% of the respondents agreed to have good relationship with the community when executing their responsibilities.

However, that is concern, the study identified some obstructiveness which highly were associated to cause the articulated poor employees job performance in the district. It was discovered that   81.8% of the respondents stated to work under poor office condition and others have no offices.  Also, the findings showed that 90% of the respondents involved stated that the lack of proper transport facilities accelerates much to poor monitoring of the ongoing development projects as well as serving the community in general. Due to that, most of time employee uses their own pocket money for transport.  

According to Nderitu and Ndeto (2019), variables such as workplace incentives, training and development, supervisor support and the physical working environment affected employee performance.  Also, Machui (2018) articulated that office building design and sanitary conditions, as well as the availability of tools and effective communication practices among co-workers, positively affect employees' performance. Thus, is to say, the absence of good offices and working facilities; availability of poor transport facilities automatically slows down the performance of local government employees in the district. 

Effect of Employee’s Commitment on Local Government Employees` Job Performance in Handeni Town Council

On this, the researcher anticipated to study the factors affecting the local government employee job performance by looking their degree of commitment.  To attain that, the researcher selected few areas of examination namely; rate of available employee to supervise the existing responsibilities, employees` attitudes towards team work, problem solving skills, level of job satisfaction, motivation towards their responsibilities, as well the capability of understanding of their responsibilities. 

In overview the study identified that majority of respondents equivalent 84.5% agreed that local government in the district have high attitudes toward team work, 61.9% agreed to have reliable capacity to deal with emerging development problem and 50% of the respondents agreed to have high sprit of job satisfaction while about 39.1% of them disagreed toward the statement that employees are satisfied with working conditions.

On the same set of examination, the study revealed that about 58.2% of the respondents claimed to have adequate knowledge, however also 40(36.4%) reported to have moderate knowledge, which also signified that some employees lack the potential skills to enhance them to perform their tasks successfully. 
Not least but very significant, the study identified that   55.5% of the respondents disagreed to be fully motivated signifying that basing on the existing working challenges no matter to what magnitudes but the working condition available reduced the performance of the workers.  Moreover, the study identified that among the key and noticeable challenges which affects employee job performance is the presence of inadequate local government manpower/ administrators to some administrative levels namely wards and streets.  This situation with no doubt has cause many weaknesses including poor monitoring of the implemented projects as well poor saving of the community. 

In general, the findings revealed that however the local government employees in the district have commitment spirit towards their responsibilities but the working condition in one way or another highly do not support them thus why some of them disseminated not to be motivated and satisfied by their working.  While the study by Dinc (2021) articulated that that job satisfaction and affective commitment affect employees’ job performance, the presence of some indicators of poor working environment in the districts likely reduces the productivity of the employee. Moreover, the findings conquer to Khan et al., (2018) study which indicated that there is positive relationship between employee commitment and employees’ job performance. 

6.3   Effect of Employees’ Training Programs on Local Government Employees Job Performance in Handeni Town Council   

This was the last specific objective of the study. Under this aspect, the researcher concerned to study the factors affecting the local government employees in Handeni district by looking whether the employees in the district often get working training. Very specifically, the researched examined number of factors namely, level of employees` skills in running their responsibilities, productivity rate among workers, status of communication among workers, degree of working loyalty among workers as well as degree working integrity among them.

In particular, the study revealed that 64% of the respondents agreed to have increased productivity, 71.8% agreed to have good morale (loyalty) of working. On the other side of the coin, the study revealed that 83.8% of the respondents stated to have effective communication among themselves and 78.2% of them agreed that the working integrity among workers is good. In general, the findings agree to what Valentine (2020) studied stated that employee training significantly increase job integrity and loyalty as well as improving communication. Again, the study by Osman and Ibrahim (2019) provided that training positively affect the growth of an employee’s performance in the organization.  
Summaries, Conclusion and Recommendation

Recommendation of the Study 

Based on the line of the study, the study observed various key issues, which require further improvement to increase employees` job performance.

(i) Provision or improvement of transport facilities. The study identified that the lack of good transport system act as the standing obstacles, which hinders the delegated personnel not to provided services to the communities accordingly. With the available poor transport system, mostly workers use their own pocket money to facilitate transport equipment’s during the monitoring of ongoing development projects. 

(ii) Provision of good offices and office facilities. The study identified that approximately 98% of the local government employees in the district have no working offices and facilities, which actually affects their job performance. 

(iii) Increase motivation incentive to employee. During the study the researcher identified majority of street chairs person claimed to be paid low amount about 10,000% per month as monthly wages.  

(iv) Increase the number of local government employees. The study identified that some administrative areas lack leaders most being the street executive officers as well as ward executive officers. 

Limitation of the study

However, the study succeeded to attain the anticipated desire, but along the journey some setbacks also emerge. Among the challenges, which the researcher encountered, was unavailability of some respondents at their working area, distance location of the respondents which costed the researcher to use much time to reach the respondents. The other challenges included delay to get introduction letter from the department concern, as well as delay to get data collection permit at the regional level.  

Area for Further Study 

The study concentrated to study the factors affecting employees` job performance in Handeni Town Council in Tanga region. The study was driven from the fact that Handeni Town Council encounters poor implementation of the development projects as well as existence of different challenges among being land problems. For that case, other studies can be carried to study the impacts on implemented projects towards peoples` life change in term of production.
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