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ABSTRACT TC "ABSTRACT" \f C \l "1" 
This study investigated effect of motivation techniques on employee performance within the Fire and Rescue Force in in Dar es salaamTanzania. The purposes were to evaluate the impact of reward, training & development, and overtime pay on performance. The study   used  Expectancy Theory; quantitative research methodology adopted with positivism philosophy the data collected from 264 employees randomly selected by using convenience sampling from 840 employees in Dar es Salaam Region. Also, the results show that reward systems, training and development and overtime payments enhance the level of performance of employees. More particularly, author established that intrinsic and extrinsic rewards boost up motivational pull and performance, training and development had positive effect on job competency and acumen, and payments for overtime work reflected motivation pull and satisfaction level. The study concludes that the proper implementation of these motivation techniques can lead to improved employee productivity in the Fire and Rescue Force. Based on these findings, the study recommends that the FRF of Tanzania should develop sound reward structures, provide ongoing professional training, and address overtime payments in ways that promote higher performance levels. These measures are essential for maintaining high professional standards and ensuring effective organizational functioning within the Fire and Rescue Force.
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1 Chapter Overview TC "1.1 Chapter Overview" \f C \l "1" 
This is an introductory chapter of this study which assesses the effect of motivation on employees’ performance. This chapter is divided into different sections including background of the study, statement of the problem, research objectives, research questions, significance of the study and organization of the study.
1.2 Background of the Study TC "1.2 Background of the Study" \f C \l "1" 
Employees are the main resources of any organization, even though an organization uses different resources like material, financial and human power for effective work and achievements of goal, human resource is the most determinant factor, which serves as an engine to utilize the other resources in the organization (Chukwuma, 2021).
Globally, research findings revealed dramatic increases in performance for motivated employees. According to an all-employee engagement survey conducted by Gallup in over 150 countries in 2020, engaged employees, businesses reported higher productivity, by up to 15%, and lower turnover, by up to 25% (2020). One other cross-sectional survey of more than 2000 organizations demonstrated the overall productivity improvement ranging between 15-38% and the customer loyalty increased to 20% for the organizations having well established motivation plan (Koontz, 2020).
African countries like Ghana have factors that stimulate the desire and energy in people to be continually interested and committed to their job and other responsibilities and to make an effort to attain the company’ goals and objectives. Every employee or worker has his or her own set of motivations and personal incentives that push him or her to work hard or not. Some are motivated by recognition whilst others are motivated by cash incentives. Anything the frame of representative inspiration, the key to advance that inspiration as a boss is based on gets it and motivating forces (McCoy, 2016).

In the African context, a study by (Vumbaca, 2020) revealed organizations witnessed on average 20% higher sales, 15% more innovation and 10% greater efficiency within 2 years of introducing benefits like training subsidies and bonus structures (Vumbaca, 2020). 

In Rwanda, employee motivation is one of the key points emphasized by the employment laws, regulations and policies used by human resource managers to boost employee satisfaction and performance in public and private institutions. In this perspective, organizations do their best to employ people who have the ability to motivate others with whom they work together including subordinates, peers, and superiors; people who work harder towards the accomplishment of goals assigned to them. If organizations can motivate employees to become effective problem solvers and to meet or exceed customer expectations, then the organizational goals and objectives can be realized, (Sibonde & Dassah 2021).

In Tanzania, employee motivation in public organizations is not a new phenomenon as the government has been granting motivation to employees for the sake of improving their service delivery. Tanzania recognizes the importance of employee motivation in various sectors. The concepts of employee motivation and performance have been highlighted by the wave of industrial labour unrest and conflict in the Tanzania private and public sector enterprises. The Public Service Management and Employment Policy Section 5.23 (URT, 1999) and the Public Service Act No 8 of 2002 (URT, 2002) spell out the right of employee motivation through salaries and remunerations.
In Tanzania, statistical evidence shows positive impacts of motivation. A study by Malecela, (2020). found motivation through training allowances and incentivized promotions correlated with 17% higher productivity and 28% more customers served (Malecela, 2020). Similarly, a study tracking 15 large corporates pre and post motivation reforms observed average increases of 22% in output, 13% in customer satisfaction and 19% reduction in errors rates (Lyatuu, 2020).Top performance requires a combination of motivation and knowledge within a supportive work environment. Just being motivated isn't enough to perform well if you lack the necessary skills or information (Sibonde & Dassah, 2021).  While motivation is crucial, it's just one piece of the puzzle. Many developed countries attribute their success to a hardworking Employee performance. This translates to high employee performance, often fueled by a combination of intrinsic (internal) and extrinsic (external) motivators.  Job satisfaction, a concept that emerged in the early 1900s, is closely linked to understanding what motivates employees.

Despite the potential contribution of employee motivation on employee job performance in Tanzania, there is scant evidence of studies assessed the effect of motivation on employee job performance in Tanzania, particularly in the Fire and Rescue Force. Hence, this study strives to cover this knowledge gap whether motivation factors can affect employee job performance Tanzania. The study adopted the expectancy theory to provide an understanding of motivation factors such as remuneration, training and development, reward on employee performance and their effects to delivery.
1.3 Statement of the Problem TC "1.3 Statement of the Problem" \f C \l "1" 
The most important fundamental component of an employee in the workplace is their motivation (Masydzulhak, Ali, & Anggraeni, 2016). According to Sandhya and Kumar (2011), motivation is a crucial component that helps employers improve employee job performance. In any organization, low motivation causes a high staff turnover rate, inefficiencies, fraud, corruption, and workplace indiscipline (Muze, 2014). Employee training that is developed and put into practice enhances services, motivates staff members (Dobre, 2013), and brings about good organizational transformation (Shaheen, Naqvi, & Khan, 2013). 
One way to address these issues is through employee training, which enhances services, motivates staff (Dobre, 2013), and fosters positive organizational transformation (Shaheen, Naqvi, & Khan, 2013). Training equips employees with new skills and knowledge, enabling them to perform their roles more effectively (Awino, 2022). It also mitigates uncertainties, leading to greater job satisfaction. Furthermore, performance-based incentives such as bonuses and commissions motivate employees to increase output (Owino, 2022). Similarly, clear promotion pathways based on merit encourage hard work, loyalty, and career advancement (Mwita, 2022).

Despite the acknowledged significance of motivation, there is was notable gap in research addressing its impact on job performance in the public sector in Tanzania. Low motivation continues to undermine performance in public institutions, yet few studies have systematically examined the underlying issues and solutions. This academic gap is particularly apparent within the Financial Revenue Fund (FRF), where challenges linked to motivation remain prevalent.

This study addresses the gap by empirically investigating the effects of motivation on employee job performance within the FRF. By focusing on both theoretical and practical dimensions, the study offers novel insights into motivational strategies tailored to public institutions in Tanzania. The findings aim to contribute not only to academic discourse but also to practical applications that enhance employee motivation and overall organizational efficiency in the public sector.
1.4 Objective of the Study TC "1.4 Objective of the Study" \f C \l "1" 
1.4.1General Objective TC "1.4.1General Objective" \f C \l "1" 
The general objective of this study was to investigate the effect of motivation techniques in public employees’ performance at the FRF of Tanzania.

1.4.2 Specific Objectives TC "1.4.2 Specific Objectives" \f C \l "1" 
i. To examine the effect of reward on employee performance at the Fire and Rescue Force Tanzania.
ii. To examine the effect of training and development on employee performance at the Fire and Rescue Force Tanzania.
iii. To examine the effect of overtime payment on employee performance at the Fire and Rescue Force Tanzania.
1.5 Significance of the Study TC "1.5 Significance of the Study" \f C \l "1" 
The significance of this study lies in its contributions to theoretical, methodological, and practical domains, particularly in the context of employee motivation and performance. Theoretically, the study enriches existing knowledge by establishing the relationship between motivation and employee performance, offering a foundation for further research and theorizing on motivation's role in organizational success. Methodologically, it provides a framework for examining motivational factors, serving as a reference for future studies in similar contexts. Practically, the study offers actionable insights for policymakers and practitioners in designing effective motivation policies and guidelines tailored to enhance employee performance across various sectors. By understanding motivational factors, organizations can develop strategies to improve performance and achieve success, while policymakers can implement better policies to address sector-specific challenges. Ultimately, this study bridges knowledge gaps and supports stakeholders in fostering an environment of enhanced productivity and organizational efficiency.
1.6 Scope of the Study TC "1.6 Scope of the Study" \f C \l "1" 
This research was carried out in Fire and Rescue Force (FRF) force of Dar es Salaam region. This was in an effort to see the impact of motivation tools including overtime payment, rewards and training and development on performance of public employees in Tanzania. The study focused on Fire and Rescue Force of Tanzania which could offer a form of respondent validity because researcher has some level of interaction with industry and related details pertinent to the research. To obtain the required data, this research was conducted in consultation with the workers at the FRF. The data collection technique was quantitative, and structured questionnaires were used to assess the impact made by the motivation tactics on the performance of the public employees.
1.7 Organization of the study TC "1.7 Organization of the study" \f C \l "1" 
The present dissertation is developed with five major chapters, including: Introduction, Literature Review, Methodology and Analysis, Results and Discussion, and Conclusion and Recommendations. Introduction is developed in the first chapter where the author describes the subject of the research and background information. The second chapter undertakes a review of the literature with regards to the research topic of interest. The third chapter of the study outlines the research methodology that was used on the study, the research design, data collection and analysis techniques. The fourth chapter is devoted to the discussion of the study findings and their comparison with the literature review findings. The fifth chapter encompasses a conclusion of the study, conclusion making, and recommendations for other researches.
CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW
 TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Chapter Overview TC "2.1 Chapter Overview" \f C \l "1" 
This chapter covers the literature related to the employee motivation and organizational performance. The chapter presents the definitions of key words, the theoretical review which discusses different theories underpinning this study, the empirical review which presents a review of past researches done in different areas on employee motivation and organizational performance, also, the research gap and conceptual framework are presented in this chapter.
2.2 Definitions of the Key Terms TC "2.2 Definitions of the Key Terms" \f C \l "1" 
2.2.1 Motivation Techniques TC "2.2.1 Motivation Techniques" \f C \l "1" 
Motivation techniques refer to plans or steps by which individuals can be made to act, perform tasks, develop positive attitudes or achieve specific objectives (Goet & Kharel, 2023). They bemoaned it as the way through which organizational performance can be enhanced through incentive reward programs (Loft, 2023). They are reward program which aim at identifying performers and motivating them to work hard in order to meet or exceed targets set. It is a way of encouraging workers whereby there is provision of lots of achievements and points system rewards him/her in form of any material thing he or she desires (Parashakti & Lukertina, 2020). By extension of this study, motivation techniques are generally defined as the measures or tools used the facilitate, increase, encourage and promote the desire and interest of the employees to perform their duties effectively.

2.2.2 Employee Performance TC "2.2.2 Employee Performance" \f C \l "1" 
Alfikri (2022) define employee performance as measure of the effectiveness that the employees exhibit in meeting their work targets and objectives that are expected of them in realization of their responsibilities. That is, the level of performing one’s tasks and responsibilities in contributing to the organization’s productivity and efficiency (Supriyati et al., 2021). Employee productivity is a level of compliance with expectations set in employees’ roles, standards, and objectives in performing their assigned tasks (Akintoye & Ofobruku, 2022). This study defines public employee performance as the degree of productivity, efficiency and effectiveness that the employees of the public sectors, in this case the Fire and Rescue Force of Tanzania, exhibit.
2.2.3 Rewards TC "2.2.3 Rewards" \f C \l "1" 
Rewards as described by Armstrong (2020) are the organizational based incentives or recompense employees are paid since they do a work. The rewards can therefore be tangible in the form of money remunerations including but not limited to salaries and incentives, bonuses and other forms of incentives and can also be non-tangible in form of promotions, recognition, better working conditions, flexible working hours etc. According to Armstrong (2020), reward system has the important function to shape the behavior, motivation and work attitude of the employees that will, in turn, impact organizational performance. According to Dessler (2020), the perceived rewards simply refer to the organizational returns employees obtain from their employers in the course of their employment. Tangible reward refers to compensation such as wages, incentives, and privileges while intangible rewards refer to feelings such as satisfaction, acknowledgement and promotion. Dessler also makes a point on how managers should factor key elements into efficient reward systems to encourage productivity and organizational commitment among the human asset (Dessler, 2020).
2.2.4 Training and Development TC "2.2.4 Training and Development" \f C \l "1" 
Noe (2020) describes training as the formal efforts planned and implemented by an organization to assist employees to develop the required job skills, knowledge and attitude. While training is directed towards providing short-term skills and competencies required for performing current job satisfactorily, development principally relates to the career progression of employees along with other disruptive and higher order skills required on the job. Noe further notes that training and development are central to enhancing performance of persons and organizations where business operates (Noe, 2020). According to Aguinis & Kraiger (2020), training and development refer to the planned process of improving employee’s skill for proper performance on the current and future job requirements. On the one hand, training centers on activities that enable one prepare to perform urgent activities, while development aims at achieving long-term learning needs. Aguinis & Krager (2020) have supported their need by affirming that well designed and implemented training and development interventions enhance the levels of organizational commitment, subsequently decrease turnover intention and enhance overall organizational competitiveness.

2.2.4 Overtime Payment TC "2.2.4 Overtime Payment" \f C \l "1" 
According to Kavanagh (2020), overtime payment means the extra entitle payment given to employees in the situation when they work more hours than scheduled for them. It is usually controlled by labor laws and polices since employees should be paid for working extra hours. Kavanagh admit that while OT is a way to motivate and incentivize workers and a legal necessity, it is also a way to distribute remuneration fairly for extra hours worked (Kavanagh, 2020). According to Mathis and Jackson (2020), overtime payment refers to salaries paid to employees when they work in excess of their agreed working hours or hours of work in any given day or week paid at a contract higher rate than the basic pay. This form of payment is meant to compensate extra hours worked, and carries legal strategies of labor laws to ensure that the employees are not over exploited. Mr. and Mrs. Mathis and Jackson rightly observe that the right approach can lead to improved organizational commitment and contain the costs of employee wages and compensation (Mathis & Jackson, 2020).
2.3 Theoretical Literature Review TC "2.3 Theoretical Literature Review" \f C \l "1" 
2.3.1 Expectancy Theory TC "2.3.1 Expectancy Theory" \f C \l "1" 
The expectancy theory of motivation, developed by Victor H. Vroom in 1964, is a foundational concept in understanding motivation in organizational settings. Vroom, an international expert on leadership and decision-making, defines motivation as a process through which individuals make choices among voluntary activities, driven by their expectations of how well a behavior’s results align with desired outcomes (Redmond, 2014). The theory asserts that motivation is influenced by three critical components: expectancy (the belief that effort leads to performance), instrumentality (the belief that performance will lead to a specific outcome), and valence (the value individuals place on the outcome). These components collectively determine the level of effort an individual is willing to exert.

A key message of Vroom’s expectancy theory is that individuals are motivated when they perceive a clear relationship between their efforts, performance, and the desired results. It assumes that people make choices to maximize pleasure and minimize pain, similar to the Law of Effect, which suggests that individuals repeat behaviors that yield positive outcomes and avoid those that bring negative consequences. The unit of analysis in this theory is the individual, as it focuses on personal perceptions and decision-making processes. Factors such as skills, knowledge, experiences, personality, and abilities are also recognized as influencing performance outcomes, emphasizing the interplay between individual capabilities and motivation.

While expectancy theory provides valuable insights into motivation, it has notable limitations. It tends to portray individuals as rational and self-serving, calculating organizational performance based solely on the desirability of outcomes. This perspective overlooks the influence of external factors, such as environmental barriers, social and cultural dynamics, and emotional responses, which may hinder motivated individuals from achieving their goals. Despite these shortcomings, the theory is highly relevant to this study as it highlights how employees adjust their efforts based on the perceived value of rewards and the clarity of the effort-result relationship. By understanding these dynamics, organizations can design motivational strategies that align with employees’ expectations and enhance performance.
2.3.3 The Two-Factor Theory TC "2.3.3 The Two-Factor Theory," \f C \l "1" 
The Two-Factor Theory, also known as Herzberg’s Motivation-Hygiene Theory, was developed by Frederick Herzberg in the late 1950s. Herzberg's theory posits that there are two distinct factors that influence employee motivation and satisfaction: motivators and hygiene factors. Motivators, such as recognition, achievement, and opportunities for personal growth, lead to higher levels of motivation and job satisfaction. In contrast, hygiene factors, including salary, working conditions, and job security, do not directly motivate employees but can cause dissatisfaction if they are inadequate. Herzberg’s assumption is that the presence of motivators results in job satisfaction and motivation, while the absence of hygiene factors leads to dissatisfaction but does not necessarily improve motivation when addressed. 

This theory was particularly suitable for the study on the effect of motivation techniques on public employee performance in the Fire and Rescue Force of Dar es Salaam because it provided a clear framework to understand how both intrinsic and extrinsic factors could impact performance. The study explored how motivation techniques like rewards, training, and overtime payment (hygiene factors) influenced employee performance. Herzberg’s theory helped address the weaknesses of the Expectancy Theory, which focuses heavily on individual expectations and the perceived likelihood of achieving desired rewards. Unlike Expectancy Theory, which might struggle to account for the dual nature of motivators, Herzberg's Two-Factor Theory emphasized the importance of both hygiene factors and intrinsic motivators, thus offering a more comprehensive explanation of how both types of factors influence employee satisfaction and performance. In the context of public employees like the Fire and Rescue Force, Herzberg’s theory highlighted the significance of a balanced approach that addresses both extrinsic rewards and intrinsic motivators to improve overall job performance and satisfaction.
2.4 Empirical Literature Review TC "2.4 Empirical Literature Review" \f C \l "1" 
2.4.1 The Effect of Reward on Employee Performance TC "2.4.1 The Effect of Reward on Employee Performance" \f C \l "1" 
Waithira (2018) conducted a study examining the effects of reward strategies on employee performance in Five Colleges, Incorporated (FCI). Using a mixed-methods approach, the study collected both quantitative and qualitative data through surveys and interviews with employees and management. The findings indicated dissatisfaction among employees regarding monetary rewards, with many expressing uncertainties about whether the current financial incentives improved performance. However, non-monetary rewards, such as recognition and flexible working conditions, were favorably received and were found to positively impact employee performance. Additionally, promotion schemes in the firm were identified as instrumental in enhancing employee motivation and output. Waithira recommended that management adopt performance-based pay systems to align compensation with employee productivity, fostering motivation and enhancing organizational outcomes. While the study provides valuable insights, it largely emphasizes organizational-level recommendations without exploring broader industry-specific implications.

Manzoor, Wei, and Asif (2021) investigated the impact of intrinsic rewards on employee performance using a quantitative research design. Data were collected via structured questionnaires from employees across multiple industries. The findings revealed a significant positive effect of intrinsic rewards—such as job satisfaction, recognition, and personal growth opportunities—on employee performance. Furthermore, employee motivation was found to mediate the relationship between intrinsic rewards and performance, underscoring the importance of motivation in leveraging intrinsic incentives. This study provides robust statistical evidence for the effectiveness of intrinsic rewards; however, it primarily focuses on internal motivation and does not account for potential cultural or organizational differences that could influence the applicability of its conclusions across contexts.

Chukwuma (2021) explored the effect of reward systems on employee performance through a case study approach, incorporating surveys and focus group discussions to gather data. The study found that effective reward systems, including both monetary and non-monetary incentives, significantly influence employee motivation and productivity. It emphasized that rewards play a critical role in enhancing employee engagement, driving higher performance levels, and helping organizations achieve their objectives. While the study highlights the general importance of rewards, it lacks a nuanced analysis of how different reward types interact with organizational structures and employee roles. Additionally, the study does not critically address potential limitations, such as the influence of external market conditions or the sustainability of reward systems.

According to Johnson (2020) reviewed on the role of monetary and non-monetary incentives on employee performance and enhancing job performance among technology companies. They concluded that while monetary incentives such as pay increase to match the competition positively influenced employee performance, organizational reward system such as recognition programs; training and advancement opportunities also impacted employee performance. Subordinate who got reward often demonstrated higher level of performance than others due to enhanced motivation.
Astudy by Ali (2020) on effect of reward on performance in retail industry. This work revealed that extrinsic motivation techniques such as use of bonuses were strategic, especially when used in the short-term goal setting to increase employee performance. But this work also revealed that long-term performance enhancement was better explained by extrinsic motivation such as career advancement and recognition within the workplace.

Smith et al (2020) similarly discussed on the use of reward management strategies in healthcare organizations and consequences on employees’ satisfaction and job performance. The research finding of the study was, increase in the compensation package including reward and promotions led to increase in productive performance among the employees. According to Smith et al., (2020) studies showed that those employees who said that they were fairly compensated for their work and those who reported that their work was recognized within the workplace had higher productivity and job satisfaction.

Ojeleye, (2017) explored the impact of remuneration on employees' performance. The finding suggested that there is a strong and positive relationship between remuneration and employees' performance and that salary/wage and bonus/incentives also serve as a form of motivation to the employees. The study recommends prompt payment of salaries, wages and all entitlements and encouragement of employees’ participation in pay determination.
2.4.2 The Effect of Training and Development on Employee Performance TC "2.4.2 The Effect of Training and Development on Employee Performance" \f C \l "1" 
Nama et al. (2023) investigated the potential of coaching and mentoring to enhance the skills of municipal employees whose performance appraisals indicated deficiencies in delivering essential services. Utilizing a mixed-methods approach, the study collected data through employee interviews and service delivery metrics. The findings revealed that employees who underwent targeted coaching and mentoring programs demonstrated improved service delivery. However, the study also identified a critical gap: the municipality failed to provide adequate training and development opportunities to address service delivery challenges. While the study effectively highlights the importance of capacity-building interventions, it does not extensively explore the structural or systemic barriers that hinder municipalities from implementing these initiatives. The recommendation for integrating coaching and mentoring programs is valuable but requires further examination of feasibility and sustainability within resource-constrained environments.

Kassie (2017) examined the effect of training and development on employee performance within the Ministry of Public Service and Human Resource Development. Using a case study methodology, the study relied on surveys and document analysis to assess existing training practices. The results indicated that training and development efforts in the ministry were unsystematic and lacked strategic alignment with organizational goals. Employees often perceived the training as ineffective in addressing performance gaps. Kassie recommended adopting a more strategic and systematic approach to training and development to align with organizational objectives and improve performance outcomes. While the study provides practical recommendations, it does not sufficiently address external factors such as budget constraints or policy limitations that may affect the adoption of its proposed strategies.

Anderson and Clark (2020) explored the impact of training and development on employee performance in the hospitality industry. Through a quantitative research design involving employee surveys and customer satisfaction data, the study demonstrated that continuous training programs significantly enhanced employees' knowledge, service quality, and customer satisfaction levels. The study highlighted the direct correlation between sustained investment in training and organizational success, recommending that hospitality companies prioritize training programs to maintain high performance standards. While the findings are compelling, the study focuses primarily on short-term outcomes, leaving questions about the long-term sustainability of such initiatives and their scalability in smaller organizations with limited resources.

Ofori & Asamoah, (2020) conducted a study on raining impact on employee performance is an area that has been studied; for instance, in the work by Ofori and Asamoah, the authors focused on the same topic in the context of the banking industry. Surprisingly, one of the most important discoveries made by the author was that employees with technological trainings regarding new technologies were more effective in their activities, which gave a positive influence on the overall performance of the business. The study concluded by arguing that organizations should ensure its training is up to date with market tendencies in order for it to achieve competitive performance.

Odhiambo, (2018) examined the effect of training and development on employee performance at Safaricom Company Limited. The study recommends that there ought to be regular skills set evaluation in the company, regular evaluation of skills ought to bring out areas of deficiency that employees are to be trained on and training for staff ought to be tailored to tasks performed by each staff. Thus, in order for organizations to obtain the returns from their investment, there is important to coordinating training and development programmes. 
2.4.3 Effect of Overtime Payment on Employee Performance TC "2.4.3 Effect of Overtime Payment on Employee Performance" \f C \l "1" 
Malik et al. (2020) examined the impact of overtime payment on employee performance in the manufacturing sector in Pakistan. The study employed a quantitative research design, utilizing structured surveys to gather data from employees and management. The findings demonstrated that fair and timely overtime compensation significantly improved employee productivity, job satisfaction, and overall performance. It was noted that employees felt motivated to work longer hours and showed increased commitment and engagement, contributing to positive organizational outcomes. While the study effectively highlights the benefits of overtime pay, it does not sufficiently address potential long-term implications, such as employee fatigue or diminishing returns from prolonged overtime.

Patel (2020) investigated the effects of overtime payments on work output in the construction industry. Using a mixed-methods approach, the research collected data through surveys and interviews with construction workers and managers. The study revealed that employees who received overtime pay worked longer hours, boosting short-term productivity. However, it also cautioned that insufficient breaks during extended work hours could lead to reduced output in the future. While the findings underscore the short-term benefits of overtime pay, they highlight the need for sustainable practices, such as incorporating sufficient rest periods to maintain long-term productivity.

Singh (2020) explored the impact of overtime payment on employee motivation and productivity in manufacturing firms. A case study methodology was used, gathering qualitative data through interviews and focus groups. The study found that although increased overtime payments initially led to enhanced productivity, these gains were not sustained in the long term compared to organizations that did not rely heavily on overtime compensation. The study suggested that achieving a positive correlation between additional working hours and productivity requires integrating other motivational factors, such as flexible schedules and personal downtime. This nuanced perspective highlights the need for a balanced approach to overtime compensation.

Ahmed and Shah (2020) focused on the relationship between overtime pay and performance in the retail industry. Using a quantitative approach, data were collected through employee surveys and performance metrics. The study found that overtime pay motivated employees to work additional hours, leading to improved store operations and higher customer satisfaction. However, the researchers emphasized the need for vigilance to prevent employee burnout from excessive overtime, which could negate these benefits. While the findings highlight the importance of fair compensation, they underscore the necessity of monitoring workload to sustain positive outcomes.

Karim et al. (2020) conducted a study on the influence of overtime payment on employee performance in the IT sector in Bangladesh, using surveys and performance data as part of a mixed-methods design. The findings revealed that overtime pay significantly enhanced task performance, contextual performance, and adaptive performance. The researchers attributed this to the financial incentive and the signal it sends to employees about the value of their extra efforts. However, the study also stressed the importance of maintaining work-life balance and mitigating burnout risks to sustain these performance gains. While the study provides valuable insights, it would benefit from further exploration of industry-specific factors that influence the effectiveness of overtime pay.

2.5 Research Gap TC "2.5 Research Gap" \f C \l "1" 
2.5.1 Empirical Gap TC "2.5.1 Empirical Gap" \f C \l "1" 
Studies done by Waithira (2018) and another similar study done by Manzoor et al. (2021) investigated the impact of rewards on performance, but actually did not include motivational strategies in Tanzanian public sector organizations. Unlike them, Nama et al. (2023) investigated the effect of training but failed to consider the Fire and Rescue Force (FRF). In addition, no previous research has examined specific aspects of motivation and their efficiency in relation to this specific organisation. Particularly, this study aims at filling that gap by gathering data pertaining to the FRF and the motivational strategies used in this context exclusively.
2.5.2 Contextual Gap TC "2.5.2 Contextual Gap" \f C \l "1" 
A study by Jain (2019) and Adeniji (2020) both investigated effects of work environment variables on performance which took place in private organizations in other countries. However, the Fire and Rescue Force in Tanzania is differently organizing, has its operational, resources and cultural issues that have not been focused in earlier studies. This study filled this contextual research gap by examining motivation strategies that are appropriate for addressing the FRF organizational and environmental contexts.
2.5.3 Theoretical Gap TC "2.5.3 Theoretical Gap" \f C \l "1" 
Vroom’s expectancy theory forms a good foundation to analyze motivation in organizations but previous research works have only focused on limited assumptions of the theory. For example, expectations of the performance to outcomes relationship and the attitude towards the positive or negative value of the outcomes compared to organizational goals are missing in the studies conducted by Waithira (2018) and Manzoor et al. (2021), which mostly referred to rewards and intrinsic motivation only. As explained earlier, this study has filled this theoretical void by using full expectancy theory to analyses how various motivation strategy influences the performance of public employees in the FRF.
2.5.4 Methodological Gap TC "2.5.4 Methodological Gap" \f C \l "1" 
While conducting his study, Kassie (2017) and Odhiambo (2018) conducted general employee perceptions’ survey and employee interviews to measure the effects of training without targeting the Fire and Rescue Force. Also, they have not used techniques that would allow for gathering materials rich enough to reflect the opinion of frontline workers. This study uses quantitative data of the frontline workers’ experiences to explicate the motivation barriers and enablers within the FRF. This approach offers a better perspective on how motivation affects service provision in this sense.
2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1" 
This figure below presents a depiction of the variables of the research problem separating the independent and dependent variables. Overtime payment, training and development and performance rewards make up the motivation factors, which are independent variables. Such aspects could consist of; wages and other incentives like; food, shelter, health insurance, and transport. The dependent variable is employee performance which include areas of; agreed targets, productivity, time-keeping, regularity, responsibility delivery, work quality, organizational commitment, and employee creativity or productivity.



Figure 2.1: Conceptual Framework TC "Figure 2.1: Conceptual Framework" \f F \l "1" 
Source: Researcher (2024)
1.7 Hypothesis TC "1.7 Hypothesis" \f C \l "1" 
i. There significant positive effect of training and development on employee performance at the Fire and Rescue Force Tanzania?
ii. There significant positive effect of reward on employee performance at the Fire and Rescue Force Tanzania?
iii. There significant positive effect of overtime payment on employee performance at the Fire and Rescue Force Tanzania?
2.8 Theoretical Framework TC "2.8 Theoretical Framework" \f C \l "1" 
In the public service context, motivation process has been identified to have a strong influence on the performance of the employees. This section examined literature in an attempt to establish the existence of the relationships among several motivation techniques used within the Fire and Rescue Force of Dar es Salaam and employee performance, based on the moderating effects of training and development, reward systems, and overtime payments.
2.8.1 The Relationship Effect of Training and Development on Employee Performance at the Fire and Rescue Force of Tanzania TC "2.8.1 The Relationship Effect of Training and Development on Employee Performance at the Fire and Rescue Force of Tanzania" \f C \l "1" 
Consequent on the Expectancy Theory of motivation, Vroom noted that employees will work harder, more efficiently, and produce outstanding results if only they believed that their effort will yield positive returns and they have the tools to deliver those results; Brown & Greene (2019). When it comes to the Fire and Rescue Force, this cross-sectional study indicates that employees who get training and professional development more frequently are more competent to work out challenges, more competent to develop their efficiency and competence to perform better. Training and development not only enhance specific technical skills but also enhance the self-confidence of the employee in terms of the likelihood of having a positive outcome every time he undertakes his assignments.
2.8.2 The Relationship Effect of Reward Systems on Employee Performance at the Fire and Rescue Force of Tanzania TC "2.8.2 The Relationship Effect of Reward Systems on Employee Performance at the Fire and Rescue Force of Tanzania" \f C \l "1" 
According to the Expectancy Theory, reward also play a crucial role in enhancing the performance of the employees if there is discoverable relationship between the performance and the reward (Vroom 1964, Deci et al., 2109). In the Fire and Rescue Force, motivation includes tangible such as bonuses, and intangibles such as recognition, and promotion. When the employees are assured, they shall be rewarded for their efforts, they can work harder to deliver since, they are motivated, their performance shall be enhanced. Reward systems, in this perspective, give consistency in the management of the business as it motivates employees to work more energetically since the reward systems are well understood and applied.
2.8.3 The Relationship Effect of Overtime Payment on Employee Performance at the Fire and Rescue Force of Tanzania TC "2.8.3 The Relationship Effect of Overtime Payment on Employee Performance at the Fire and Rescue Force of Tanzania" \f C \l "1" 
Overtime payments can further be an example of the extrinsic motivation. The Expectancy Theory asserts that people will go the extra mile if only they are certain that this will increase their pay (Vroom, 1964; Armstrong & Taylor, 2020). In the Fire and Rescue Force, allowances are recommended to be paid for extra hours worked by the employees. Pay for the extra work fosters motivated employees to undertake more duties, undertake contingency measures and improve on performance thus improving the level of service delivery and performance results.

CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Overview TC "3.1 Overview" \f C \l "1" 
This chapter gives an introduction of the study, the study area, sample, research method, research assumptions, research strategy, data collection technique, data processing and analysis method, timeline and budget.
3.2 Research Philosophy TC "3.2 Research Philosophy" \f C \l "1" 
Research philosophy is the process of creating knowledge and the knowledge itself (Saunders, Lewis, Thornhill, & Biouratsas, 2019). Research philosophy is therefore a view on the nature of a phenomenon and how, when and by whom data should be collected and analyzed. A positivism philosophy was adopted for this study. Positivism is a worldview which states that reality is fixed, and therefore can be recorded and explained on the basis of facts. Positivism uses the hypothetical deductive approach to validate a priori hypothesis which are usually stated operationally where functional relationships can be established between causal and explanatory variables and results (Park et al., 2020). Overall, positivist philosophy concerns itself with the testability of Theory and corresponds with the collection and analysis tools that are quantitative; it follows that the numeric research is usually conducted (Creswell, 2014).
3.3 Research Approach TC "3.3 Research Approach" \f C \l "1" 
This study used a quantitative approach. A quantitative approach is an approach that supports the collection of quantitative (numeric) data (Park et al., 2020). The goal of gathering this quantitative data is to understand, describe, and predict the nature of a phenomenon, particularly through the development of models and theories. Quantitative research techniques include experiments and surveys (Park et al., 2020). Quantitative research enables the identification of numbers, and these can be processed in form of statistics to indicate relationships between two or more variables (Creswell & Creswell, 2018). It proves convenient in studies meant to make predictions or test hypotheses to enhance the chances of attaching conclusions ending from maneuvering the data collected rather than passing judgments. In this way, the method of the study was used to make practical and accurate observations that can contribute to the formation of polices and interventions concerning workplaces and the performance of employees.
3.4 Research Design TC "3.4 Research Design" \f C \l "1" 
The research design refers to a plan employed in the scientific study of a phenomenon. It involves bringing together data and all aspects to give reliable outcomes (Nafi, 2020). Accordingly, the present study adopted a case-study research design. 
3.5 Study Area TC "3.5 Study Area" \f C \l "1" 
This study was carried out in the Fire and Rescue Force Dar es Salaam Region. The study was conducted in one of the 31 administrative regions in Tanzania, namely Dar es Salaam which is located at the East coast of the country. The region occupied an area of about 1,393 km2 according to National Bureau of Statistics (NBS) of 2012. The region was as big as the total land and water area of the Mauritius, a nation state. Pwani Region surrounded Dar es Salaam Region to the east by Indian Ocean, and to the north, west and south by Pwani Region itself. The Pwani districts that border Dar es Salaam region in the north was Bagamoyo District, to the west was Kibaha Urban District, to the south west was the Kisarawe District, and to the south was Mkuranga District. Ilala ward was also the region’s headquarters (capital) for the region. The region was named after this city; the city of Dar es Salaam. This region comprised of Tanzania’s main financial and administrative center together with the manufacturing industries; hence, it was the wealthiest region in the country. The 2022 census of the region found out that it has 5,383,728 respondents in the Employee performance while the national census of 2012 was 4,364,541. In its operation, the region recorded the highest employee performance in Tanzania.
3.6 Target Employee population TC "3.6 Target Employee population" \f C \l "1"  
The target Employee population for this study was the Tanzania Fire and Rescue Force in Dar es Salaam Region. The Force had a headquarter office and three branches in the region. The target Employee population from the FRF amounted to 840 staff.
Table 3.1: Employee  Distribution TC "Table 3.1: Employee  Distribution" \f T \l "1" 
	S/N
	Category of respondents 
	Employee population

	1.
	Firefighting operation 
	350

	2.
	Revenue collection 
	100

	3
	Resecure operation 
	200

	4.
	Fire buildings inspection 
	190

	
	Total
	840


Source: Researcher, (2024)
3.7 Sample Size and Sampling Procedure TC "3.7 Sample Size and Sampling Procedure" \f C \l "1" 
3.7.1 Sample size TC "3.7.1 Sample size" \f C \l "1" 
Sample size refers to the small size of Employee population in which the researcher selects to represent and provide maximum insights and understanding of the Employee population under study (Fonseca, 2014). It reflects the basic characteristics of the study Employee population from which the researcher makes inferences and draws conclusions (Ary et al., 2010). The sample size was determined by using Taro Yamane (Yamane, 1973) formula with 95% confidence level. The formula is given as; N/(1+N(e)
Where:

n = the sample size

N = the Employee population size = 840

e = the level of precision = 5%

Thus, n = 840/1+840 (0.05)2. Therefore, sample size was 264
Table 3.2: Distribution of the Study Sample TC "Table 3.2: Distribution of the Study Sample" \f T \l "1" 
	S/N
	Category of respondents 
	Employee population
	Sample size

	1.
	Firefighting operation 
	350
	119

	2.
	Revenue collection 
	100
	49

	3
	Resecure operation 
	200
	66

	4.
	Fire buildings inspection 
	190
	30

	
	Total
	840
	264


Source: Researcher, (2024)
3.7.2 Sampling Procedure TC "3.7.2 Sampling Procedure" \f C \l "1" 
Sampling is the technique of drawing a part of Employee population so that it should represent the whole population of Employees in full (Thompson, 2012).e of the entire Employee population  (Thompson, 2012). Such elements are referred to as a “sample”. The sample was chosen from among staff of the FRF in Dar es Salaam by the researcher. This research was an empirical analysis that adopted both primary data collected from the staff in the FRF in Dar es Salaam. Thus, the sampling method adopted in this research was convenient sampling. Convenience sampling or accidental sampling is a type of non-probability sampling where respondent is chosen and contacted because of his easy availability with the researcher. The author employed convenience sampling to get the respondent from the Free Rolling Foam (FRF) situated in Dar es Salaam.
3.8 Data Collection Methods TC "3.8 Data Collection Methods" \f C \l "1" 
According to the research objectives, data collection techniques mean the processes involved in the identification and quantification of information with regards to the study. This method can be classified into two main categories: quantitative and qualitative. (Creswell & Poth, 2018). Hence questionnaires yield a relatively ‘objective’ data and therefore are the most effective. In this study, basic and concise questionnaire instrument was constructed and used. Standardized questions were developed from a Likert scale rating method of administration.
3.9 Data Analysis TC "3.9 Data Analysis" \f C \l "1" 
Data analysis describes the interpretation, understanding and making conclusions of results that were obtained from the collection of data during the conducting of a research study (Bryman 2016). The data analysis done in this study was quantitative using the Statistical Package for Social Science (SPSS) version 20. A two stepped different detailed statistical analysis was conducted to do multiple regression analysis. First, the factor analysis of employee motivation was applied to obtain the factor in order to promote the subsequent research; Second, the multiple regression analysis of employee motivation and organization performance was conducted to achievement the aim of the current research. The multiple regression model is as follows;

. The multiple regression model is given as; 
Where; 

= Employee performance

 = the regression coefficient/constant/Y-intercept,

= the slopes of the regression equation, 

 = explanatory variables (i.e., = Reward, training and development, = Overtime payment)
3.9.1 Regression Model TC "3.9.1 Regression Model" \f C \l "1" 
The following formula is used to make assumptions about the study's model:

Y = ß0+ ß1 X1+ ß2 X2 +e
Where; 

Y = dependent variable representing Employee Performance

X1, X2 and X3, represent independent variables that were 

X1 Reward, training = X2= training and development X3= Overtime payment

ß0 = Is the independent variable's constant value. The regression coefficients of  

e = the error term in a statistical model is represented by the letter e. (residual). It achieves statistical accuracy by measuring the discrepancy between the theoretical model value and the actual observed outcome.
3.9.2 Regression Assumptions TC "3.9.2 Regression Assumptions" \f C \l "1" 
OLS regression assumptions are crucial because they are the criteria determining the validity of the regression results (Kim, 2019). Consequently, these assumptions were conducted to ensure that the data meet the condition that required for the analysis in line with the objective of the study. Five fundamental assumptions of OLS were examined: Multicollinearity, heteroscedasticity or homoscedasticity, normality or outliers, linearity problems, and normality or homoscedasticity.
3.9.3 Linearity Assumption TC "3.9.3 Linearity Assumption" \f C \l "1" 
This assumption assumes that there has to be linearity between the independent and dependent variables. We can therefore be able to see that for a unit change in the predictor variable, the average value of the outcome variable follows the straight-line trend. The assumption is usually tested by creating a P-P plot, whereby the actual should show diagonal pattern when linearity exits (Smith et al., 2019).

3.9.4 Normality Assumption TC "3.9.4 Normality Assumption" \f C \l "1" 
The second assumption is the normality assumption, which simply requires that the residuals should be normally distributed. This is usually done using the histogram whereby if the residuals lie in a bell shape curve, then it can be inferred that the residuals follow a normal distribution with mean close to zero and variability with a standard of one (Jones, 2019).

3.9.5 Outlier Assumption TC "3.9.5 Outlier Assumption" \f C \l "1" 
The outlier assumption states that residuals beyond the range of |3| are considered outliers. Outliers can distort the parameter estimates, affecting the accuracy of the regression model. Any observation outside this range is considered an outlier, and this values should be excluded to avoid skewed results (Nguyen & Kim, 2019).
3.9.6 Homoscedasticity Assumption TC "3.9.6 Homoscedasticity Assumption" \f C \l "1" 
Homoscedasticity assumes that the variance of the error terms remains constant across all levels of the independent variables. To check this assumption, a scatter plot of standardized residuals versus predicted values is used. If the points are evenly distributed and form a rectangular pattern, the data is homoscedastic (Anderson & Brown, 2019).
3.9.7 Multicollinearity Assumption TC "3.9.7 Multicollinearity Assumption" \f C \l "1" 
In multicollinearity, the independent variables are presumed not to bear high correlation with one another. This is compared to the Variance Inflation Factor (VIF), with values above 5 implying the problem of multicollinearity. As noted above, when multicollinearity emerges, variables that lead to this situation have to be deleted or combined to enhance the accuracy of the model in question ( Chen, 2019).
3.10 Variables and Measurement TC "3.10 Variables and Measurement" \f C \l "1" 
In this study, the independent variables were training and development, reward, and overtime payment, and the dependent variable was employee performance. In the questionnaires that were answered by respondents, items to measure the construct dimensions (variable measured) were adapted from previous studies. Overtime payment variable from Muinde, (2018), Muchai, Makokha & Namusonge (2018), Ojeleye, (2017) consisting of 8 items; training and development from Nama et al (2022), Tahir et al (2014), Kassie, (2017), Odhiambo, (2018) consisting of 8 items; and performance and reward variable from Waithira, (2018), Manzoor, Wei and Asif (2021), Chukwuma, (2021). These variables were measured using recommendations from previous scholars as described from the table below.

Table 3.3: Variable and Measurement TC "Table 3.3: Variable and Measurement" \f T \l "1" 
	S/N
	Variables
	Description
	Variable measurement

	· 
	Performance and Reward
	Effect of reward on employee performance at the Fire and Rescue Force Tanzania
	Likert scale

	· 
	Training and Development
	Effect of training and development on employee performance at the Fire and Rescue Force Tanzania
	Likert scale

	· 
	Overtime payment 
	Effect of overtime payment on employee performance
	Likert scale

	· 
	Employee Performance
	Effects of employee motivation on employee performance at the Fire and Rescue Force Tanzania
	Likert scale


Source: Researcher, (2024)
3.11 Validity and Reliability of Instruments TC "3.11 Validity and Reliability of Instruments" \f C \l "1" 
3.11.1 Validity TC "3.11.1 Validity" \f C \l "1" 
In research, validity simplistically means the “quality” of a study or its “health checkup.” (Andrade, 2018) To ensure validity of the pretested self-administered questionnaire, it was reviewed before the actual data were collected. Preliminary validation of the data collection instruments was conducted within the study area in other to test their reliability as a pilot study.
3.11.2 Reliability TC "3.11.2 Reliability" \f C \l "1" 
Research reliability is an important aspect of research endeavors of research because it helps in determining the level of dependability of the results (Ahmed & Ishtiaq, 2021). The researchers themselves must be able to believe that repeated application of the measures and data collection procedures will yield similar results (Anjana & Choudhuri, 2018). In this study internal reliability was taken into consideration. Creswell & Creswell (2017) pointed out that if we use a multiple-item measure in which each answer to each question is added together to create an overall score, then all the indicators under consideration must be related. To check the reliability, the researchers employed the Cronbach’s alpha method. The resulting value of 0.7 and above means that internal reliability of the constructed instrument is acceptable.
3.12 Ethical Consideration TC "3.12 Ethical Consideration" \f C \l "1" 
Researchers must ensure that the rights and well-being of participants are protected, obtain informed consent, and adhere to institutional review processes (Zhang, 2020). Prior to data collection, approval was requested from appropriate and responsible authorities, including the Open University of Tanzania and the Fire and Rescue Force. In this study, all participants were informed about the study’s goal, and their consent to participate was considered. Furthermore, consent and confidentiality were maintained for all responders’ information.

CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
FINDING AND DISCUSSION TC "FINDING AND DISCUSSION" \f C \l "1" 
4.1 Overview TC "4.1 Overview" \f C \l "1" 
The chapter presents and discusses the findings on the Effect of Motivation Techniques on Public Employee Performance: This paper seeks to analyses the relationship between organizational structure and organizational effectiveness: A case of Fire and Rescue Force of Tanzania. The study in pulled out three specific objectives with the objective of investigating the impact of reward on performance of employees at Fire and Rescue Force Tanzania. To examine the impact of training and development on performance of Fire and Rescue Force Tanzania. To examine impact of overtime payment on the Fire and Rescue Force Tanzania.
4.2 Response Rate TC "4.2 Response Rate" \f C \l "1" 
The study distributed 264 questionnaires to respondents, and 254 questionnaires were fully returned, which is equivalent to a response rate of 96% of all the distributed questionnaires. According to Kothari (2016), a response rate of more than 70% is considered an excellent response rate. The response rate of 97% was considered good to provide information for analysis and develop conclusions for this study.
4.3 Demographic Characteristics of Respondents TC "4.3 Demographic Characteristics of Respondents" \f C \l "1" 
4.3.1 Gender Distribution TC "4.3.1 Gender Distribution" \f C \l "1" 
The results which are provided in table 4.1 in the chapter shows that the gender distribution of the sample is almost equal whereby slightly over half the sample is male (55.1%) while slightly below half is Female (44.9%). This gender disparity might have something to do with the general composition of workforce within the Fire and Rescue Force of Tanzania, where men formed the majority of employees mainly because the job is demanding on the physical abilities of the employees and laden with high risks to the operators. This means that motivation strategies should take sex differences of individuals into consideration. For example, the male staff may be promoted by traditional reward such as increase in rank and monetary incentives while the female staff cares about flexibility, appreciation and sponsorship in a man’s world.
4.3.2 Age of Respondents TC "4.3.2 Age of Respondents" \f C \l "1"   

The age distribution also significantly varies with the 25-35 age group forming the highest response rate of 37.0%, then 35-45 years at 28.3 % while the 45 & above group making up 26.0%. A little above a quarter is in the 18-25 age bracket (8.7%). The allocation of work force distribution that is depicted in the current distribution points to the reason that a large number of the current work force is young-middle aged doing most of the work and this may have implications on the kind of motivational tactics that would be more applicable. It is also important to understand that the younger generation of 18-35 years old may be more receptive to promotion of the career development opportunities, training programs and education incentives that are close to their career track. On the other hand, employee with more than 35 years of age may focus on employment safety, pension benefits and acknowledgement of their experience in the firm. Thus, applying age-specific motivation may be vital for measuring performance in the Fire and Rescue Force of the employees employed in public organizations. Adapting motivational strategies with regard to workers’ age assures the address of specific needs of every age group in the workforce thus boosting job satisfaction, and productivity.
4.3.3 Education Level TC "4.3.3 Education Level" \f C \l "1"  

From the findings show that , 31.9% of respondents hold diploma while 33.1% hold degrees, 17.3% have a certificate, 16.9% have a master’s degree and a tiny 0.8% holds a PhD. These differences of education present fundamental defining to the motivation techniques. Better educated workers may be motivated to move up through the company rank and file, engage in more responsibility bearing positions and be involved in company decision making. In contrast, lower qualified people can see an opportunity in the programmes of skills enhancement and transparent promotion lines within the company. Thus, for the Fire and Rescue Force, it is imperative to predict motivation measures that formal education achievements will be appreciated and where all employees will be given opportunities for further education. This strategy not only encourages enhanced learning and increase overall organizational learning but also makes employees feel compelled by their abilities as well as their dreams hence making them work harder and smarter for the organization.
4.3.4 Working Experience TC "4.3.4 Working Experience" \f C \l "1"  

Working experiences among respondents indicates majority of them have been in the employment for over five years (58.7 %), followed by those who have worked for 2-5 years (35.0 %) while those with working experience of less than 2 years constituted only 6.3%. From this distribution we get to see that the company has a relatively experienced workforce. In the case of employees with longer experience, motivation should be oriented on their long service incentives, promotion, leadership positions and participation in major decision-making processes. To the group of short-tenured employees, special attention should be paid on the acculturation processes, and the opportunities for mentoring and skill enhancement. As with any population, understanding different phases within the employees’ working experience and, as a consequence, using different motivational strategies can enhance organizational performance. This means that, when workers felt valued and remembered and when there are ladders for their career progression at the workplace, they will work harder.
Table 4.1: Demographic Characteristics of Respondents TC "Table 4.1: Demographic Characteristics of Respondents" \f T \l "1" 
	Category
	Response
	Frequency
	Percent (%)

	Gender
	Male
	140
	55.1

	
	Female
	114
	44.9

	Age
	18-25
	22
	8.7

	
	25-35
	94
	37.0

	
	35-45
	72
	28.3

	
	45 and above
	66
	26.0

	Education
	Certificate
	44
	17.3

	
	Diploma
	81
	31.9

	
	Degree
	84
	33.1

	
	Master Degree
	43
	16.9

	
	PhD
	2
	0.8

	Length of Working
	Less than 2 years
	16
	6.3

	
	2 – 5 years
	89
	35.0

	
	More than 5 years
	149
	58.7

	
	Total
	254
	100.0


Source: Research Data. (2024)

The demographic analysis underscores the diversity of the workforce in terms of gender, age, education, and experience. By tailoring motivational strategies to these demographic variables, organizations can better address employee needs, thereby enhancing job satisfaction and performance. Additionally, these insights strengthen the study's validity, as they ensure that the findings and recommendations are reflective of and applicable to the varied demographic composition of the FRF. This alignment between demographic characteristics and motivation strategies bolsters the reliability of the study.
4.4 Descriptive Statistics TC "4.4 Descriptive Statistics" \f C \l "1" 
The main focus of this study was to assess Effect of Motivation Techniques on Public Employee Performance: A Case Study of Fire and Rescue Force of Tanzania. To cover the main focus of this study, the study addressed the several questions in questionnaire which were measured by Likert-scale 1-5, which is strongly disagree to strongly agree to obtain the responses on this objective. Descriptive statistics was performed for the indicators that were used to assess the Effect of Motivation Techniques on Public Employee Performance: A Case Study of Fire and Rescue Force of Tanzania. Such considerations, the highest loaded factor scores were transformed to be used as independent variables in the further analysis (Inferential Statistics-Multiple regression analysis).
4.4.1 Effect of reward on employee performance TC "4.4.1 Effect of reward on employee performance" \f C \l "1" 
From the results presented in Tables 4.2 below, it is clear that the level of rewards partly supports the level of performance within the organization. It also emerged that the issue of recognition and reward has a great potential when it comes to influencing and encouraging employees to do more. The level of agreement is the highest in response to the statement, “Do you get more desire to perform better when you are rewarded for your efforts?” The overall mean is calculated 1.1811, wherein the sd is equal to 0.38586 which indicated the conformity of the perceptions that the most of the employee strongly agreed on the fact that recognition does affect the performance. Likewise, the average rating for bonuses and the salary increase is 1.2441 with SD = 0.43040; that confirms that people agree with the notion that financial motivators can impact job performance.

Similarly, non-monetary incentives like verbal acknowledgment employees, and additional holiday also received a positive score for their effect on motivation (mean = 1,4528, SD= 0.65617), thus implying that non-monetary incentives are appreciated but their effectiveness vary between employees. Self and peer reward system shows a slightly higher mean of 1.5630 for the overall satisfaction with rewards and recognition with a Standard deviation of 0.89463, hence few employees may not feel fully satisfied with available rewards and recognition system.

Furthermore, the effect of individual performance on teamwork’s recognition has a mean of 1.5000, which indicates that the recognition promotes collaboration but the responses differ. The construct of the mean for belief that reward is necessary in order to motivate an employee stands out at 1.3543, pointing more towards the scores that employees provided stressing on the importance of rewards. Last, and perhaps most important, the bonus rewards were given a mean score of 1.4173, indicating that respondents may not be fully satisfied with the equity of the distribution. From the above findings, it means that while reward is known to influence employee motivation and performance, issues related to reward fairness and satisfaction across different types of rewards may still require enhancement.
Table 4.2:Descriptive Statistics for Effect of Reward on Employee Performance TC "Table 4.2:Descriptive Statistics for effect of reward on employee performance" \f T \l "1" 
	
	Minimum
	Maximum
	Mean
	Std. Deviation

	Do you feel motivated to perform better when you receive recognition for your achievements?
	1.00
	2.00
	1.1811
	.38586

	Do you believe that monetary rewards (e.g., bonuses, salary increases) positively impact your job performance?
	1.00
	2.00
	1.2441
	.43040

	Do you think the non-monetary rewards (e.g., praise, awards, extra time off) motivate you to perform better
	1.00
	3.00
	1.4528
	.65617

	Are you satisfied with the rewards and recognition you receive for your contributions at work?
	1.00
	4.00
	1.5630
	.89463

	Does the recognition of individual performance impact teamwork and collaboration within the FRF organization?
	1.00
	4.00
	1.5000
	.77383

	Do you believe that rewards should be given out to maintain high levels of motivation and performance?
	1.00
	3.00
	1.3543
	.52642

	Do you perceive the distribution of rewards to be fair and equitable within the FRF organization?
	1.00
	5.00
	1.4173
	.77450

	Valid N (listwise)
	
	
	
	


N = 254

Source: Research Data. (2024)

4.4.2 Effect of training and development on employee performance TC "4.4.2 Effect of training and development on employee performance" \f C \l "1" 
The descriptive statistics in Table 4.3 show the impact of training and development on employee performance in the Fire and Rescue Force (FRF) performance in Tanzania. Results suggest that employees generally consider the training program being related with their job responsibilities as shown in Fig 1, with a mean = 1.5000 and SD =.61439 which is interpreted as most of the respondents "agree" about this aspect of training content to be useful. Employees also perceive a similar level of enhancement in their job-related skills and knowledge (M = 1.5315, SD = 0.66904). This indicates that while the programs are helpful, results may not be representative of all experiences.

Again, of particularly interest is that there is the strongest agreement regarding improvement in job performance post-training having a mean of 1.2874 and a standard deviation of.57628, signifying training has been understood as directly influencing output performances. Since, I have seen that they use all their learning and their competences in their everyday job (average = 1.3937). Mean confidence in ability to do new job tasks post-training: Moderate High (1.4606)Training can raise employees' confidence, but not all trainees were feeling confident afterwards (SD = 0.65670). The mean score awarded to the applicability of training delivery methods was 1.5394 an indication that overall these methods are effective but can be further improved in their delivery. On the average there is mean satisfaction level of 1.3780 indicating that the benefits derived from training and development opportunities offered have a positive impact on the job performance of the employees at FRF thus underlining the strategic importance of training in promoting the performance of employees at FRF.
Table 4.3: Descriptive Statistics for Effect of Training and Development on Employee Performance TC "Table 4.3 :Descriptive Statistics for Effect of Training and Development on Employee Performance" \f T \l "1" 
	
	Minimum
	Maximum
	Mean
	Std. Deviation

	Do you find the training programs offered by the Fire and Rescue Force Tanzania relevant to your job responsibilities?
	1.00
	3.00
	1.5000
	.61439

	Do you believe that the training programs have enhanced your job-related skills and knowledge?
	1.00
	3.00
	1.5315
	.66904

	Have you noticed a significant improvement in your job performance after participating in training programs?
	1.00
	3.00
	1.2874
	.57628

	Are you able to apply the knowledge and skills gained from training to your daily tasks?
	1.00
	2.00
	1.3937
	.48953

	Do you feel confident in performing your job tasks after completing training programs?
	1.00
	3.00
	1.4606
	.65670

	Are the training delivery methods used in the programs you have attended effective?
	1.00
	4.00
	1.5394
	.74150

	Considering all the training and development opportunities provided, do you think they have an overall impact on your job performance?
	1.00
	3.00
	1.3780
	.51735

	Valid N (listwise)
	
	
	
	


N = 254
Source: Research Data. (2024)
4.4.3 Effect of Overtime Payment on Employee Performance TC "4.4.3 Effect of Overtime Payment on Employee Performance" \f C \l "1" 
The descriptive statistics in Table 4.4 contains the descriptive statistic relating to the effect of overtime payment on FRF employee performance. The findings also in favors of fair overtime pay have a mean of 1.3346 and SD of 0.58491 and clearly depict a positive relationship between overtime pay and productivity. The most satisfaction level with 1.2205 mean for the corresponding statement supported fair compensation for overtime work, and this least standard deviation (SD = 0.45185) also highlighted the fairness of overtime work compensation. The other elements also show that overtime pay naturally leads to increased commitment among the employees with 1.3661 mean value but showing slightly more spread-out responses (SD = 0.72491). When overtime is rewarded appropriately, this means fairly, then the probability of employees staying with the organization will further be enhanced as is shown by the mean = 1.2677.

Moreover, a fair remuneration of extra working hours is another factor in employees’ continued tenure decision, though relatively variable with mean of 1.4094 and standard deviation of 0.60111. Moreover, the overtime payment followed by receiving an overtime pay also has an impact on the working life balance (mean = 1.4528). In summary, this paper has found that fairly rewarding overtime is an effective determinant of productivity, engagement, retention, and work-life.

Table 4.4: Descriptive Statistics for Effect of Overtime Payment on Employee Performance TC "Table 4.4: Descriptive Statistics for Effect of Overtime Payment on Employee Performance" \f T \l "1" 
	
	Minimum
	Maximum
	Mean
	Std. Deviation

	To what extent do you believe that fair compensation for overtime contributes to higher productivity levels
	1.00
	3.00
	1.3346
	.58491

	How engaged do you feel at work when overtime work is compensated fairly and adequately
	1.00
	3.00
	1.2205
	.45185

	To what extent do you think that being paid for overtime hours impacts your commitment and dedication to your role?
	1.00
	4.00
	1.3661
	.72491

	How likely are you to continue working for the organization when overtime payment is considered and rewarded appropriately
	1.00
	2.00
	1.2677
	.44364

	Do you believe that fair compensation for overtime hours influences your decision to remain with the organization in the long term
	1.00
	3.00
	1.4094
	.60111

	To what extent does receiving financial compensation for overtime work affect your ability to manage your personal life outside of work
	1.00
	4.00
	1.4528
	.67984

	Valid N (listwise)
	
	
	
	


N = 254

Source: Research Data. (2024)

4.4.4 Employee Performance TC "4.4.4 Employee Performance" \f C \l "1" 
Table 4.5 shows positive significant correlation between motivation techniques and performance of FRF’s employees. This research evidence shows that employees believe they generate more outputs on adoption of incentives strategies with a mean of 1.4173, these responses are moderately positive (CI = 0.5744, SD = 0.77450).Motivation techniques are also seen as effective in improving teamwork and collaboration, with a lower mean of 1.2480, suggesting strong consensus on their positive impact (SD = 0.50049). Moreover, the influence of motivation on creativity and initiative at work is notable, with a mean score of 1.2126, indicating high employee agreement, which reflects the direct impact of motivation on innovative behaviors. The results also show that motivation techniques improve attendance and punctuality, with a mean of 1.3031 (SD = 0.48559), suggesting that motivation encourages timeliness.
In terms of meeting work targets and deadlines, motivation is perceived as highly effective, with a low mean of 1.1890, demonstrating that employees strongly agree on its influence. Overall, this results imply that motivation techniques play a crucial role in enhancing employee productivity, punctuality, creativity, and teamwork, ultimately contributing to improved performance across the FRF organization.

Table 4.5: Descriptive Statistics for Employee Performance TC "Table 4.5: Descriptive Statistics for Employee Performance" \f T \l "1" 
	
	Minimum
	Maximum
	Mean
	Std. Deviation

	Do you feel to produce more work when you receive motivation for your achievements?
	1.00
	4.00
	1.4173
	.77450

	Do you believe that motivation techniques can improve teamwork and collaboration among employees?
	1.00
	3.00
	1.2480
	.50049

	How have motivation techniques influenced your initiative and creativity at work?
	1.00
	2.00
	1.2126
	.40995

	Do you think motivation techniques have an impact on employee attendance and punctuality?
	1.00
	3.00
	1.3031
	.48559

	How has your motivation level affected the quantity of work you produce in the past month?
	1.00
	2.00
	1.2756
	.44769

	Do you believe that motivation techniques helped you to meet your work targets and deadlines?
	1.00
	2.00
	1.1890
	.39226

	How have motivation techniques affected employee attendance and punctuality in your department
	1.00
	3.00
	1.2520
	.46994

	Valid N (listwise)
	
	
	
	


N = 254

Source: Research Data. (2024)
4.5 Variable Means and Correlation Analysis Results TC "4.5 Variable Means and Correlation Analysis Results" \f C \l "1" 
Table 4.6 presented the correlation among the reward system, training and development, and overtime payment; and all of these variables were strongly correlated at 99 percent confidence level. The greatest correlation is found between rewards and training and development measures, where r = 0.762 suggesting the positive relationship between perceived effective rewards system and importance placed on training and development. The moderate positive correlation that training and development has with the overtime payment ( r = 0.652) means that consequent on training, the employees will be willing to consider the importance of overtime allowance. The nature of the relationship established between rewards and overtime payment (r = 0.496) shows a positive though a weaker relationship and suggest that the two though important on their own, have the potential of working independently in influencing the level of motivation and productivity of workers. These correlations support the conclusions about the interdependence of motivation factors in raising the employee performance in the Fire and Rescue Force with the significant role of rewards and training.
Table 4.6: Variable Means and Correlation Analysis Results TC "Table 4.6: Variable Means and Correlation Analysis Results" \f T \l "1" 
	Rewards
	Pearson Correlation
	1

	
	Sig. (2-tailed)
	

	
	N
	254
	254

	Training and development
	Pearson Correlation
	.762**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	254
	254

	Overtime payment
	Pearson Correlation
	.496**
	.652**
	1

	
	Sig. (2-tailed)
	.000
	.000
	

	
	N
	254
	254
	254

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


Source: Research Data. (2024)

4.6  Regression Assumptions TC "4.6  Regression Assumptions" \f C \l "1"  

The distribution of the variable “Employee performance” is shown in figure 4.1 by a Histogram. The histogram gives the cumulative observations arising from the variable along the vertical axis, or y-axis, and the variable’s values on the horizontal axis, or x-axis. The histogram of “Employee performance” data also indicates that distribution of the variable is approximately normal. There are a couple of extreme values yet the general bell shape of the distribution remains. This of course means the ‘Employee performance’ variable is in proportion with its (range/2), and that the overall distribution of this data falls with the normal distribution or bell-shaped curve. In turning to check the distribution of the results, it can be seen that the frequency distribution is nearly normal, which supports the assumption that this variable can be used for further regression analysis.
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Figure 4.1 Histogram TC "Figure 4.1 Histogram" \f F \l "1"  

Source: Data Analysis, (2024)

As presented in Figure 4.2, the standardized residuals P–P plot is another graphical technique employed to check normality assumption of the regression model. This plot compares Loess smoothened standardized residuals to the expected cumulative probabilities of a normal distribution. The observed pattern is an indication that the residuals are normally distributed with a minimal spread away from the straight line. This is important to know because, if the residuals are normally distributed then it tells us that one of the assumptions of regression has been met. The assumption of normally distributed residuals protects the model’s validity and means that the results can be extrapolated to the Employee performance level.
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Figure 4.2 P – P Plot for Standardized Residuals TC "Figure 4.2 P – P Plot for Standardized Residuals" \f F \l "1"  

Source: Data Analysis, (2024)
The next assumption, homoscedasticity, is demonstrated in the Figure 4.3 below as the scatter plot of the standardized residuals. The residuals are dispersed rectangularly around the zero, thus showing that the variance of the residuals does not depend on the level of the independent variable, motivations. The plot also clearly depicts a direct relationship between motivations and performance suggesting that as the frequency of using motivational methods rises, then so does the level of performance.
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Figure 4.3 Scatter Pot for Standardized Residuals TC "Figure 4.3 Scatter Pot for Standardized Residuals" \f C \l "1"  

Source: Data Analysis, (2024)

4.7 Multiple Regression Analysis TC "4.7 Multiple Regression Analysis" \f C \l "1" 
4.7.1 Regression Model Summary TC "4.7.1 Regression Model Summary" \f C \l "1" 
Table 4.7 gives the regression analysis summary, ANOVA, and regression equation, the R-value being 0.587, which shows a satisfactory association between the independent variable’s rewards, training and development and overtime payment and the level of employee performance. This level of explained variance is quite moderate and is represented by the R Square of 0.344, indicating that the reward, training, development and overtime payment policies explain 34.4% employee performance. The adjusted R Square value is 0.336 this shows that the model is reliable given number of predictors in this model. The standard error of the estimate (0.28234) represents the average discrepancy that the observed values are away from the fitted regression line. Therefore this model summary also suggests that factors such as incentives, training and other incentives including overtime have an influence over worker performance while other factors could also determine performance results.
These results align with prior studies, such as Malik et al. (2020), which found that financial incentives like overtime payment significantly enhance employee productivity and satisfaction. Similarly, Kassie (2017) emphasized the role of systematic training and development programs in improving performance, though the current study finds its influence to be weaker.

From a theoretical perspective, the findings support elements of expectancy theory, which posits that rewards and clear incentives influence effort and performance. Employees appear motivated when they perceive a direct link between their efforts and the rewards received. The weaker effect of training and development may suggest that its influence on performance is indirect or requires a longer time to materialize, warranting further exploration. An alternative explanation is that the training provided may not align with the immediate needs of employees or the organization, limiting its impact.

Table 4.7: Regression Model Summary TC "Table 4.7: Regression Model Summary" \f T \l "1" 
	

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

	1
	.587a
	.344
	.336
	.28234

	a. Predictors: (Constant), Rewards, Training and development, Overtime payment


Source: Research Data. (2024)

4.7.2 ANOVA Results for Regression Model TC "4.7.2 ANOVA Results for Regression Model" \f C \l "1" 
Table 4.9 is the ANOVA table for the regression model which shows the effect of the model significance. The F-value of 43.763 and the probability value of 0.000 suggest that the model comes with a good fit and that the research-independent variables, namely; rewards, training and development, and overtime payment, bear a statistical relationship with the variations in the level of employee performance. The analysis of regression model pointed that this model accounted a good proportion of the variance in the level of the employee performance, thus support the importance of this motivation technique in the public employee performance. The findings of the study imply that the application of well-organized systems of rewards and sound practice of rewarding overtime can result in enhancing the performance of the employees significantly; hence, making these efficacious strategies appropriate for increasing operational efficiency of the Fire and Rescue Force in Tanzania.

The significance of this model reinforces the effectiveness of these motivational strategies in improving public sector performance, particularly in challenging environments like the Fire and Rescue Force of Tanzania. Similar findings have been observed by Patel (2020), who highlighted the positive impact of overtime payment on productivity, and Ahmed and Shah (2020), who emphasized the importance of well-organized reward systems.

Connecting this to the study’s theoretical framework, the Equity Theory by Adams is particularly relevant. The theory emphasizes the importance of fairness in rewards, suggesting that employees are motivated when they perceive equitable treatment in compensation and recognition. The ANOVA results support this notion, as rewards and overtime payment significantly improve employee performance, likely by fostering a sense of fairness and value within the workforce.
Table 4.8 : ANOVA Results for Regression Model TC "Table 4.8 :ANOVA Results for Regression Model" \f T \l "1" 
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	10.466
	3
	3.489
	43.763
	.000b

	
	Residual
	19.929
	250
	.080
	
	

	
	Total
	30.395
	253
	
	
	

	a. Dependent Variable: Employee Performance

	b. Predictors: (Constant), Rewards, Training and development, Overtime payment


Source: Research Data. (2024)

4.7.3 Regression Coefficient for Regression Model TC "4.7.3 Regression Coefficient for Regression Model" \f C \l "1" 
The net regression coefficients shown in table 4.9 depicts the extent of influence of some independent variables such as rewards, training and development and the overtime payment on the dependent variable, employee performance. The significance at 0.000 indicates that the coefficients have a reliable estimate of the population parameter and that, even when all the independent variables are set at zero, employee performance begins at 0.601. Rewards are the most positive predictor of the employees’ performance, which shows that with increase in rewards, there will be significant increase in performance, coefficients (β = 0.449) and p = 0.000). Simple monthly allowance (β = 0.375, p = 0.001) also has a significant positive influence, and this shows that paying the employees for more hours substantially improve their performance. More importantly, training and development only has a coefficient of 0.163 and with a p-value of 0.074, it does not reach conventional statistical significance of 0.05; this means that its effect on performance is weaker or less certain than the effects of the other independent variables. These results suggest that in terms of the choice of incentives, a focus on rewards and overtime payment is promising and that the effects of training and development should be investigated in further detail.
These findings are consistent with studies such as Karim et al. (2020), who found that rewards and overtime compensation positively affect task and contextual performance. However, Singh (2020) noted that while overtime payment has immediate benefits, it may not sustain long-term productivity if other motivational factors are neglected.

From a theoretical perspective, these results align with expectancy theory, as employees are motivated by rewards and the perception that their extra effort will yield tangible benefits. The weaker impact of training and development could reflect a gap in the alignment between training content and employee needs, suggesting that further research is required to optimize training strategies. Alternatively, the finding could be explained by the immediacy of rewards and overtime payment, which have more direct and visible outcomes compared to the long-term benefits of training.

Table 4.9: Regression Coefficient for Regression Model TC "Table 4.9: Regression Coefficient for Regression Model" \f T \l "1" 
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	.601
	.065
	
	9.295
	.000

	
	Rewards 
	.320
	.056
	.449
	5.674
	.000

	
	Training and development, 
	.123
	.068
	.163
	.1.795
	.074

	
	Overtime payment
	.300
	.054
	.374
	5.546
	.000

	a. Dependent Variable: Employee Performance


Source: Research Data. (2024)

4.8 Discussion of the findings TC "4.8 Discussion of the findings" \f C \l "1" 
4.8.1 Effect of Rewards on Employee Performance at the Fire and Rescue Force Tanzania TC "4.8.1 Effect of Rewards on Employee Performance at the Fire and Rescue Force Tanzania" \f C \l "1" 
The study reveals that rewards have a positive impact on the performance of employee in the Fire and Rescue Force Tanzania. The findings have also revealed that the rewards have a very strong and positive means score with a Pearson correlation coefficient of .762 with improved employee performance. People have always found that the use of incentives motivates their employees apart from gaining better results, this also encourages workers to do more than their expected potential. This accredits existing studies of Mwaura et al. (2020) who discovered that reward systems greatly enhanced employee motivation and job satisfaction among Tanzanian public sector employees. Baligema et al. (2021) also establish that proper incentives in the Tanzanian public sector enhance performance and decrease employee turnover.

Further, from a wider perspective or as supported by global studies, reward structures were also underlined. For example, Deci and Ryan’s (2020) study finds that intrinsic and extrinsic motivation produce increased level of commitment and productivity. This is supported by Kuvaas et al. (2021 on recognition and rewards which he argued have a direct positive impact on the attitude and behavior of employees. Moreover, Gomez et al. (2022) also point to appreciation how performance-related incentives enhance the staff’s performance in different industries. This also shows that reward systems not only operate in Tanzanian context but in other countries as well.
4.8.2 Effect of Training and Development on Employee Performance at the Fire and Rescue Force Tanzania TC "4.8.2 Effect of Training and Development on Employee Performance at the Fire and Rescue Force Tanzania" \f C \l "1" 
The research provides conclusive evidence that training and development is a determinant of improved performance among the employees but not without a regional differentiator. Pearson correlation fixed between training and considering under an umbrella called employee performance was found to be.652 which indicates that, management training has a comprehensive impact on improving job performance. An example is Njoroge and Gachunga (2020) affirms that training initiatives serve as a rich source of differences in Tanzania, which show the importance of developing specific training programs for organizations to impact the fortunes of their employees. According to research conducted by the International Labour Organization (2021), it is agreed that professional development demonstrated efficiency and effectiveness of employees.

Internationally, the importance of training and development has particularly been understood. Controlling training emission strongly, as supported by Ahmed et al. (2022), is a major aspect of structured training, which enhances employee performance and job satisfaction. In the same category, a survey by Liu et al. (2023) reveals that specific programs for development are beneficial in raising the competency level of employees and achieving organizational goals. Furthermore, the findings affirm the work of Gichuhi and Ruto (2021,) who have discussed the fact that broader training programs enhance the levels of job performance and employees’ engagement in the public sector setting. The highly influential linkage established between training and development and the performance of employees means that sustained professional coaching results in outstanding improvements in job performance. It could also be applied to the Fire and Rescue Force Tanzania where improvement on training programs could mean improved service delivery and operation.
4.8.3 Effect of Overtime Payment on Employee Performance at the Fire and Rescue Force Tanzania TC "4.8.3 Effect of Overtime Payment on Employee Performance at the Fire and Rescue Force Tanzania" \f C \l "1" 
According to the findings of the analysis, pattern  reveals high significance for the variable overtime payment and its effect on the performance, as has an association coefficient of.652 on the Pearl Line. The subsequent study shows that the employee’s overtime work compensation pays off since the workers are more dedicated and productive due to fair remuneration. This makes our finding in line with the study conducted by Mwita et al. (2020) on the impact of compensation for extra hours among Tanzanian employees in the public sector. Likewise, Mmbaga and Gikunda (2022) have pointed out that they derive suitable overtime pay works to boost employee morale and productivity. 

International research also speaks volume on this regard. For instance, Clark and Oswald (2021) show how paying employees for overtime improves commitment and decreases turnover. In addition, studies by Horgan and Thornhill (2023) explain that if the remuneration of extra hours matched, then the output and organizational satisfaction would improve. This is supported by the study conducted by Pugh et al., (2022) which as highlighted that overtime payment boosts morale and performance of the workers in business fields. Thus, the opportunities for the overtime payment signal that for guaranteeing the high rates of employee performance, it is necessary to provide reasonable and fair remuneration for extra working hours. With respect to our findings regarding overtime, the Fire and Rescue Force Tanzania should consider assessing and possibly adjusting their compensation of overtime policies to get improved workforce support and higher optimal organizational performance.
CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY, CONCLUSION AND RECOMMENDATIONS
 TC "SUMMARY, CONCLUSION AND RECOMMENDATIONS" \f C \l "1" 
5.1 Overview TC "5.1 Overview" \f C \l "1" 
This chapter draws the summary and conclusion of the study based on the main findings of this study. Furthermore, it provides a recommendation based on the concluded fact. The recommendations are directly associated with the action that needs to be taken and the responsible personnel.
5.2 Summary TC "5.2 Summary" \f C \l "1" 
5.2.1 Effect of reward on employee performance at the Fire and Rescue Force Tanzania TC "5.2.1 Effect of reward on employee performance at the Fire and Rescue Force Tanzania." \f C \l "1" 
Analysis of motivation techniques on employee performance at the Fire and Rescue Force of Tanzania indicates that numerous motivational aspects such as rewards, training, and development, and overtime payment affects performance in numerous ways. The findings under discussion prove that organization reward system increases overall employees’ productivity. Research has shown that employees who are given monetary and non-monetary incentives express enhanced motivation and productivity. This shows that the appropriate reward systems play a significant part in raising organizational commitment, the level of accomplishment of tasks in the organization and contentment among the employee and therefore totality of Fire and Rescue Force.

tc "5.2 Summary" \f C \l 0001
5.2.2 Effect of Training and Development on Employee Performance at the Fire and Rescue Force Tanzania TC "5.2.2 Effect of Training and Development on Employee Performance at the Fire and Rescue Force Tanzania." \f C \l "1" 
Besides, a development of training as an essential factor to enhance performance among the employees is also put into view. Employees who undertake training activities portray improved expertise and capacity to deliver their jobs effectively, therefore, high job performance. The outcomes stresses that properly designed training activities enhance the performance, competence, and job satisfaction levels. This goes to support the importance of professional development training’s so as to ensure that employees are well equipped to perform their duties and support the goals of a given organization.
5.2.3 Effect of Overtime Payment on Employee Performance at the Fire and Rescue Force Tanzania TC "5.2.3 Effect of Overtime Payment on Employee Performance at the Fire and Rescue Force Tanzania" \f C \l "1" 
Finally, it was found that wage disparity for overtime improves the performance of its subjects. There is a positive association between levels of pay for overtime and employee commitment, as well as performance. Using this, it may be seen that overtime payment is one of the most essential approaches to maintaining motivation and performance high. This study also indicates the need to have adequate policies for equal physical overtime remunerations for the employees as a way of enhancing their performance at the Fire and Rescue Force of Tanzania. In summary, this work establishes the importance of motivational strategies in picking the spirit of employees and the performance levels, consequently.
5.3 Implication of the Study TC "5.3 Implication of the Study" \f C \l "1" 
5.3.1 Implication to Managers TC "5.3.1 Implication to Managers" \f C \l "1" 
This work examines the impact of motivational strategies on the performance of employees of the Force of Tanzania featured the need for rewards, training, and compensation for overtime work. From this it follows that managers must concern themselves with offering good reward systems, development programmes that are well rounded and reasonable compensation for overtime work. This paper shall argue that through the provision of monetary and non-monetary incentives for the employee’s achievements, the managers can enhance the motivation, production and performance of the respective employees. Furthermore, improvement in professional practice should be promoted to increase efficiency in delivering services through a high qualification of employees. In as much as this it has also helped in ensuring that employees are rewarded fairly and equally on the number of hours spent on their duties which in turn leads to high levels of motivation and commitment. Managers should use this knowledge to promote a climate that is positive and performance focused, consistent with the organization’s strategic plan.
5.3.2 Implication to Practitioners TC "5.3.2 Implication to Practitioners" \f C \l "1" 
To practitioners within different organization, the study will inform design and development of training interventions targeting challenges on the job. Organization training programs should involve acquiring of knowledge and skills that are functional for organizational tasks to enhance employee performance. Moreover, regarding practicing the regulations on overtime compensation, practitioners have to be clear with the overtime compensation policies in order to increase organizational commitment and job satisfaction of the employees. Therefore, by targeting these areas, practitioners are in a position of assisting in the improvement of general service delivery and organization effectiveness. The study also stresses the need for the development of confidence among the employees that are likely to ensure enhanced problem solving, communication and service delivery. It is hoped that practitioners will apply such insights to improve their action strategies where the distal training and compensation frameworks provide adequate fit to the needs of the employee force.
5.3.3 Implication to Employees TC "5.3.3 Implication to Employees" \f C \l "1" 
From the study, implication indicates that employees in the Fire and Rescue Force would greatly benefit from proper reward  system, training, and reasonable allowances for other time. Participation in training programme promotes ability and rumors of the workers thereby improving their morale and performance at the place of work. Fair remuneration for overtime work enhances the loyalty and performance of the employees besides meeting the organizational goals. The workers that are targeted under this motivational tool should show better performance, high job satisfaction and organizational commitment. Hence, the employees should ensure they engage in any training available if not all and ensure they advance in their career through rewards.
5.4 Conclusion TC "5.4 Conclusion" \f C \l "1" 
The research holds convincing evidence that motivational strategies, organizational reward systems, training and development and proper reward for overtime work influence employee performance significantly in the Fire and Rescue Force of Tanzania. These techniques can be seen to improve the motivational level and performance of the employees in the organization. Codec adoption of this motivational strategies can result in enhanced service provision, high job satisfaction and increased organizational performance. In conjunction with the study’s conclusion, it is imperative to identify that motivation is complex and multifaceted, encompassing development of incentives, training and remuneration, to ensure maximum productivity of organizational subordinates.
5.5 Recommendations TC "5.5 Recommendations" \f C \l "1" 
5.5.1 Effect of Reward on Employee Performance at the Fire and Rescue Force Tanzania TC "5.5.1 Effect of Reward on Employee Performance at the Fire and Rescue Force Tanzania" \f C \l "1" 
Reward system has got beneficial effect on the performance of employee in the Fire and Rescue Force of Tanzania thus, in order to enhance the benefit of adopting the reward system, it is essential to prepare a list of rewards and then divide them into monetary and non-monetary rewards. First, money rewards must be oriented to motivation by arranging various bonuses for extra performance within call-dangerous situations or appreciating effective team cooperation.
5.5.2 Effect of Training and Development on Employee Performance at the Fire and Rescue Force Tanzania TC "5.5.2 Effect of Training and Development on Employee Performance at the Fire and Rescue Force Tanzania" \f C \l "1" 
In regard to the Fire and Rescue Force of Tanzania, there is need to establish a coherent and progressive process of vocational education for the improvement of their performance for their records to reveal improved performance after attending the specific training needs as deemed appropriate for the organization. This program should cover basic orientation of newly recruited employees and subsequent training of existing staff. Training programs must cover all types of approaches, such as workshops, role plays, and actual on-job trainings to give holistic training. Also, the creation of mentorship roles for the senior employees might help to retain knowledge and improve skills within employees’ turnover.
5.5.3 Effect of Overtime Payment on Employee Performance at the Fire and Rescue Force Tanzania TC "5.5.3 Effect of Overtime Payment on Employee Performance at the Fire and Rescue Force Tanzania" \f C \l "1" 
To improve the performance of employees by adopting fair overtime compensation policy that applies to the Fire and Rescue Force of Tanzania the following policies have to be developed clearly and effectively. Such policies should cover for matters concerning extra hours worked and their likely compensation discussing aspects such as rates and qualification. The author then calls for the need for the organization to periodically perform ‘check-ups’ on its overtime payment provisions in order to maintain their effectiveness. In addition, the improvement of employees’ understanding of these policies though communication with all staff members will increase the level of trust and, consequently, decrease the likelihood of dissatisfaction regarding the compensation. Proper advent of implementing correct ways of reporting overtime hours by the employees would be vital in a way that all the work done will be accounted and rewarded adequately.
5.6 Limitations of the Study TC "5.6 Limitations of the Study" \f C \l "1" 
The study’s limitations include its focus on a single organization, which may limit 
the generalizability of the findings to other public sector organizations or different contexts. The reliance on self-reported data from employees may also introduce potential biases, affecting the accuracy of the findings. Additionally, the study was conducted during a specific period, which may not fully capture the dynamic nature of motivational practices and their impact over time. These limitations should be considered when interpreting the results and applying the findings to other settings.
5.7 Area for Further Studies TC "5.7 Area for Further Studies" \f C \l "1" 
Future research could benefit from a comparative analysis across multiple public sector organizations to assess the broader applicability of the findings. Incorporating objective measures of performance, such as service delivery metrics and customer satisfaction surveys, could provide a more comprehensive understanding of the impact of motivational techniques. Longitudinal studies tracking the long-term effects of rewards, training, and overtime compensation on employee performance would offer insights into the sustainability of this motivational strategies. Additionally, exploring the role of leadership, organizational culture, and employee empowerment in enhancing motivation and performance could provide valuable information for developing more effective motivational practices.
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APPENDICES TC "APPENDICES" \f C \l "1" 
APPENDIX 1: QUESTIONNAIRES
RE: REQUEST FOR FILLING RESEARCH QUESTIONNAIRE

Dear Sir/Madam,

Greetings!

This questionnaire is part of my Master's research in Human Resource Management at the Open University of Tanzania (OUT). Your insights will be very crucial in contributing to a better understanding of the “Effect of Motivation Techniques on Public Employee Performance: A Case Study of Fire and Rescue Force of Tanzania.” To facilitate the success of my research, I would be very appreciative if you could complete the attached questionnaires to the best of your ability. I kindly request your honest and open responses to the questions, as they are crucial to achieving the study's objectives. 

Thank you in advance for your utmost cooperation.
Yours faithfully,

........................................

Mary Ananias Zilahulula 
Section A: Respondent Information
(Tick most appropriate answer)

Respondent’s Status: 

FRF Management Staff …….. 

FRF Other Employees………

Gender                      Male  (           )            Female (        )

· Age

· 18-25 years               (          )

· 25-35 years               (          )

· 35-45 years               (          )

· 45 and above            (          )    

Respondent’s Level of Education  

Primary level (  ) Secondary level (   ) Diploma (   ) Degree (   ) Master Degree (  ) PhD (   )

Name of Your Department……………………………………………………

· For how long have you been working?

Less than 2 years (   )     2 – 5 years (   )    More than 5 years (   )

Section B:  Assessing the Effect of Reward on Employee Performance

For each item in the table, indicate how much you agree or disagree with applying the following statements regarding the effect of training and development on employee performance at the Fire and Rescue Force Tanzania. Respond by ranking on a scale of 1- 5. Where 1- Strongly Agree, 2- Agree, 3- Neither Agree nor Disagree, 4- Disagree 5 – Strongly Disagree

	S/N
	Measurement
	1
	2
	3
	4
	5

	· 
	Do you feel motivated to perform better when you receive recognition for your achievements?
	
	
	
	
	

	· 
	Do you believe that monetary rewards (e.g., bonuses, salary increases) positively impact your job performance?
	
	
	
	
	

	· 
	Do you think the non-monetary rewards (e.g., praise, awards, extra time off) motivate you to perform better
	
	
	
	
	

	· 
	Are you satisfied with the rewards and recognition you receive for your contributions at work?
	
	
	
	
	

	· 
	Does the recognition of individual performance impact teamwork and collaboration within the FRF organization?
	
	
	
	
	

	· 
	Do you believe that rewards should be given out to maintain high levels of motivation and performance?
	
	
	
	
	

	· 
	Do you perceive the distribution of rewards to be fair and equitable within the FRF organization?
	
	
	
	
	


Section C: Assessing the Effect of Training and Development on Employee Performance

For each item in the table, indicate how much you agree or disagree with applying the following statements regarding the Effect of Training and Development on Employee Performance . Respond by ranking on a scale of 1- 5. Where 1- Strongly Agree, 2- Agree, 3- Neither Agree nor Disagree, 4- Disagree 5 – Strongly Disagree

	S/N
	Measurement
	1
	2
	3
	4
	5

	· 
	Do you find the training programs offered by the Fire and Rescue Force Tanzania relevant to your job responsibilities?
	
	
	
	
	

	· 
	Do you believe that the training programs have enhanced your job-related skills and knowledge?
	
	
	
	
	

	· 
	Have you noticed a significant improvement in your job performance after participating in training programs?
	
	
	
	
	

	· 
	Are you able to apply the knowledge and skills gained from training to your daily tasks?

	
	
	
	
	

	· 
	Do you feel confident in performing your job tasks after completing training programs?
	
	
	
	
	

	· 
	Are the training delivery methods used in the programs you have attended effective?

	
	
	
	
	

	· 
	Considering all the training and development opportunities provided, do you think they have an overall impact on your job performance?
	
	
	
	
	


Section D :  Effect of Overtime Payment on Employee Performance 

For each item in the table, indicate how much you agree or disagree with applying the following statements regarding the effect of overtime payment on employee performance. Respond by ranking on a scale of 1- 5. Where 1- Strongly Agree, 2- Agree, 3- Neither Agree nor Disagree, 4- Disagree 5 – Strongly Disagree

	S/N
	Measurement
	1
	2
	3
	4
	5

	1
	To what extent do you believe that fair compensation for overtime contributes to higher productivity levels
	
	
	
	
	

	2
	How engaged do you feel at work when overtime work is compensated fairly and adequately
	
	
	
	
	

	3
	To what extent do you think that being paid for overtime hours impacts your commitment and dedication to your role?

	
	
	
	
	

	4
	How likely are you to continue working for the organization when overtime payment is considered and rewarded appropriately
	
	
	
	
	

	5
	Do you believe that fair compensation for overtime hours influences your decision to remain with the organization in the long term
	
	
	
	
	

	6
	To what extent does receiving financial compensation for overtime work affect your ability to manage your personal life outside of work

	
	
	
	
	


Section E: Employee Performance

· What is theEffect of Motivation Techniques on Public Employee Performance? Respond by ranking on a scale of 1- 5. Where 1- Strongly Agree, 2- Agree, 3- Neither Agree nor Disagree, 4- Disagree 5 – Strongly Disagree
	S/N
	Measurement
	1
	2
	3
	4
	5

	· 
	Do you feel to produce more work when you receive motivation for your achievements?
	
	
	
	
	

	· 
	Do you believe that motivation techniques can improve teamwork and collaboration among employees?
	
	
	
	
	

	· 
	How have motivation techniques influenced your initiative and creativity at work? 
	
	
	
	
	

	· 
	Do you think motivation techniques have an impact on employee attendance and punctuality? 
	
	
	
	
	

	· 
	How has your motivation level affected the quantity of work you produce in the past month? 
	
	
	
	
	

	· 
	Do you believe that motivation techniques helped you to meet your work targets and deadlines?
	
	
	
	
	

	· 
	How have motivation techniques affected employee attendance and punctuality in your department?
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[image: image5.png]Management (MHRM) We here by grant this clearance to conduct a research fitled
Effect of Motivation technique onPublic Employee Perfomance : A case of Fire
and rescue Force of Tanzania . He wil collect his data at your office from July 10 ,
2024 to 31% August 2024.

4. In case you need any further information, kindly do not hesitate to contact the
Deputy Vice Chancellor (Academic) of the Open University of Tanzania, P.O.Box 23409,
Dar es Salaam. Tel: 022-2-2668820.We lastly thank you in advance for your assumed
cooperation and facilitation of this research academic activity.

Yours sincerely,
THE OPEN UNIVERSITY OF TANZANIA

St

Prof Gwahula Raphael Kimamala

For: VICE CHANCELLOR
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ABSTARCT 

This study examined the effect of training and development on employee performance at the fire and rescue force Tanzania. The study   used Expectancy Theory; quantitative research methodology adopted with positivism philosophy the data collected from 264 employees randomly selected by using convenience sampling from 840 employees in Dar es Salaam Region. The findings revealed that training and development is positive and significantly related to employee performance at the fire and rescue force Tanzania.

Key words: Training and Development, Employee Performance, Fire and Rescue Force Tanzania, Organizational Performance

INTRODUCTION 

Training and development are fundamental components of human resource management, aimed at enhancing employees' skills, knowledge, and abilities. In the context of public safety organizations such as the Fire and Rescue Force in Tanzania, the importance of continuous professional development cannot be overstated. Employees in such organizations must be equipped with the necessary competencies to perform effectively under high-pressure situations, as well as to improve their overall performance and readiness.

Effective training programs are seen as essential in improving both the individual performance of employees and the organizational outcomes. According to Noe (2017), training is a critical tool for improving the competencies of employees, and when effectively implemented, it leads to increased job satisfaction and better job performance. Similarly, a study by Arthur et al. (2003) highlights that employee development programs not only enhance personal capabilities but also promote organizational growth by improving overall productivity. In Tanzania, organizations like the Fire and Rescue Force rely heavily on specialized skills, which are typically acquired through structured training programs.

The Fire and Rescue Force in Tanzania plays a crucial role in ensuring public safety, responding to emergencies, and preventing disasters. Given the diverse and dynamic nature of the tasks involved, training programs aimed at developing technical, physical, and interpersonal skills are essential for maintaining effective operations. Research conducted by Akinboade et al. (2014) suggests that organizations that invest in employee training and development observe higher levels of job performance, satisfaction, and retention. This is particularly relevant for the Fire and Rescue Force, where employees need to be physically and mentally prepared to handle emergency situations.

However, the challenge remains in assessing the specific impact of these training initiatives on the performance of employees at the Fire and Rescue Force in Tanzania. Understanding how training and development influence the effectiveness of fire and rescue personnel is crucial to enhancing organizational performance and service delivery. This study seeks to explore this relationship by focusing on the Fire and Rescue Force, with the objective of providing insights into how training contributes to improved employee performance.

Training and development have long been recognized as critical factors influencing employee performance across various industries globally. According to a comprehensive meta-analysis by Arthur et al. (2003), training programs have a significant positive impact on employees' performance, with well-structured programs enhancing knowledge, skills, and job competence. Globally, organizations increasingly invest in training to improve productivity, job satisfaction, and retention.

In developed countries, companies often prioritize training to keep up with technological advances and industry trends. For example, in the United States and Europe, organizations like IBM and Google have been investing heavily in continuous learning programs to ensure employees remain competitive and adaptable in the fast-changing tech industry. A study by Hartenian (2003) highlights that businesses that adopt a systematic approach to training tend to achieve higher productivity, as employees gain the necessary skills to perform at higher levels. Additionally, training programs are aligned with business goals, allowing organizations to develop a more capable workforce.

However, in developing nations, access to such advanced training programs is often limited. In these regions, there is a greater focus on basic training programs designed to improve essential skills such as communication, time management, and technical abilities. Despite these challenges, research indicates that even basic employee development initiatives contribute to improved performance, as they foster greater job satisfaction, morale, and organizational loyalty (Chand, 2010).

In Africa, training and development are increasingly recognized as crucial for improving employee performance, particularly in public service sectors such as healthcare, education, and emergency services. A study by Ng’ethe et al. (2012) on Kenyan public sector employees found that training and development programs significantly enhanced employees' technical skills and contributed to greater job satisfaction, ultimately improving overall organizational performance.

In the context of Africa, many organizations, especially in the public sector, face resource constraints that affect the quality and consistency of training programs. However, some countries, such as South Africa, have made significant strides in improving employee development initiatives. A report by the South African government found that well-structured training programs in the public sector have led to better public service delivery and improved performance, especially in emergency services like the police and fire departments (Thornhill & Stuart, 2014).

Training is also recognized as a tool for bridging skill gaps, particularly in industries where a lack of specialized skills hampers productivity. For instance, research conducted by Gatera (2015) in Rwanda shows that the country’s civil service has benefited from investment in training and development, which has improved both individual performance and the delivery of public services.

In Tanzania, the role of training and development in enhancing employee performance has been increasingly acknowledged, particularly within government agencies and the public sector. The Tanzania Public Service Management and Employment Policy (2017) highlights training as a central component of improving public service performance. Research by Mwaijande and Ipuge (2017) also points out that training has been essential in increasing productivity and performance in Tanzania's public institutions, including ministries and local government authorities.

Specifically, in the Fire and Rescue Force Tanzania, training programs have been identified as key to improving job readiness, particularly in emergency response. A study by Mpogole (2016) on the Fire and Rescue Force of Tanzania found that regular training significantly improved firefighters' skills, including technical knowledge and physical preparedness. Furthermore, the study showed that employees who participated in structured training programs displayed higher levels of job satisfaction, which in turn improved their performance in emergency situations.

Additionally, Tanzanian organizations are increasingly recognizing the need for continuous training due to technological advancements and the evolving nature of their operations. A report by the Tanzania Commission for Science and Technology (2020) emphasizes the importance of training programs in improving the performance of employees in both the private and public sectors, with a focus on skills development in areas such as information technology and customer service.

However, challenges remain, such as insufficient funding, inadequate training facilities, and lack of advanced training methods, which limit the effectiveness of training programs in some regions of Tanzania. As a result, there is a need for greater collaboration between government, private sector, and educational institutions to develop more comprehensive training programs that can address these challenges.

LITERATURE REVIEW 

Employee Performance

Alfikri (2022) define employee performance as measure of the effectiveness that the employees exhibit in meeting their work targets and objectives that are expected of them in realization of their responsibilities. That is, the level of performing one’s tasks and responsibilities in contributing to the organization’s productivity and efficiency (Supriyati et al., 2021). Employee productivity is a level of compliance with expectations set in employees’ roles, standards, and objectives in performing their assigned tasks (Akintoye & Ofobruku, 2022). This study defines public employee performance as the degree of productivity, efficiency and effectiveness that the employees of the public sectors, in this case the Fire and Rescue Force of Tanzania, exhibit.

Training and Development

Noe (2020) describes training as the formal efforts planned and implemented by an organization to assist employees to develop the required job skills, knowledge and attitude. While training is directed towards providing short-term skills and competencies required for performing current job satisfactorily, development principally relates to the career progression of employees along with other disruptive and higher order skills required on the job. Noe further notes that training and development are central to enhancing performance of persons and organizations where business operates (Noe, 2020). According to Aguinis & Kraiger (2020), training and development refer to the planned process of improving employee’s skill for proper performance on the current and future job requirements. On the one hand, training centers on activities that enable one prepare to perform urgent activities, while development aims at achieving long-term learning needs. Aguinis & Krager (2020) have supported their need by affirming that well designed and implemented training and development interventions enhance the levels of organizational commitment, subsequently decrease turnover intention and enhance overall organizational competitiveness.

Expectancy Theory

The expectancy theory of motivation, developed by Victor H. Vroom in 1964, is a foundational concept in understanding motivation in organizational settings. Vroom, an international expert on leadership and decision-making, defines motivation as a process through which individuals make choices among voluntary activities, driven by their expectations of how well a behavior’s results align with desired outcomes (Redmond, 2014). The theory asserts that motivation is influenced by three critical components: expectancy (the belief that effort leads to performance), instrumentality (the belief that performance will lead to a specific outcome), and valence (the value individuals place on the outcome). These components collectively determine the level of effort an individual is willing to exert.

A key message of Vroom’s expectancy theory is that individuals are motivated when they perceive a clear relationship between their efforts, performance, and the desired results. It assumes that people make choices to maximize pleasure and minimize pain, similar to the Law of Effect, which suggests that individuals repeat behaviors that yield positive outcomes and avoid those that bring negative consequences. The unit of analysis in this theory is the individual, as it focuses on personal perceptions and decision-making processes. Factors such as skills, knowledge, experiences, personality, and abilities are also recognized as influencing performance outcomes, emphasizing the interplay between individual capabilities and motivation.

While expectancy theory provides valuable insights into motivation, it has notable limitations. It tends to portray individuals as rational and self-serving, calculating organizational performance based solely on the desirability of outcomes. This perspective overlooks the influence of external factors, such as environmental barriers, social and cultural dynamics, and emotional responses, which may hinder motivated individuals from achieving their goals. Despite these shortcomings, the theory is highly relevant to this study as it highlights how employees adjust their efforts based on the perceived value of rewards and the clarity of the effort-result relationship. By understanding these dynamics, organizations can design motivational strategies that align with employees’ expectations and enhance performance.

Nama et al. (2023) investigated the potential of coaching and mentoring to enhance the skills of municipal employees whose performance appraisals indicated deficiencies in delivering essential services. Utilizing a mixed-methods approach, the study collected data through employee interviews and service delivery metrics. The findings revealed that employees who underwent targeted coaching and mentoring programs demonstrated improved service delivery. However, the study also identified a critical gap: the municipality failed to provide adequate training and development opportunities to address service delivery challenges. While the study effectively highlights the importance of capacity-building interventions, it does not extensively explore the structural or systemic barriers that hinder municipalities from implementing these initiatives. The recommendation for integrating coaching and mentoring programs is valuable but requires further examination of feasibility and sustainability within resource-constrained environments.

Kassie (2017) examined the effect of training and development on employee performance within the Ministry of Public Service and Human Resource Development. Using a case study methodology, the study relied on surveys and document analysis to assess existing training practices. The results indicated that training and development efforts in the ministry were unsystematic and lacked strategic alignment with organizational goals. Employees often perceived the training as ineffective in addressing performance gaps. Kassie recommended adopting a more strategic and systematic approach to training and development to align with organizational objectives and improve performance outcomes. While the study provides practical recommendations, it does not sufficiently address external factors such as budget constraints or policy limitations that may affect the adoption of its proposed strategies.

Anderson and Clark (2020) explored the impact of training and development on employee performance in the hospitality industry. Through a quantitative research design involving employee surveys and customer satisfaction data, the study demonstrated that continuous training programs significantly enhanced employees' knowledge, service quality, and customer satisfaction levels. The study highlighted the direct correlation between sustained investment in training and organizational success, recommending that hospitality companies prioritize training programs to maintain high performance standards. While the findings are compelling, the study focuses primarily on short-term outcomes, leaving questions about the long-term sustainability of such initiatives and their scalability in smaller organizations with limited resources.

Ofori & Asamoah, (2020) conducted a study on raining impact on employee performance is an area that has been studied; for instance, in the work by Ofori and Asamoah, the authors focused on the same topic in the context of the banking industry. Surprisingly, one of the most important discoveries made by the author was that employees with technological trainings regarding new technologies were more effective in their activities, which gave a positive influence on the overall performance of the business. The study concluded by arguing that organizations should ensure its training is up to date with market tendencies in order for it to achieve competitive performance.

Odhiambo, (2018) examined the effect of training and development on employee performance at Safaricom Company Limited. The study recommends that there ought to be regular skills set evaluation in the company, regular evaluation of skills ought to bring out areas of deficiency that employees are to be trained on and training for staff ought to be tailored to tasks performed by each staff. Thus, in order for organizations to obtain the returns from their investment, there is important to coordinating training and development programmes.

METHODOLOGY 

Research philosophy is the process of creating knowledge and the knowledge itself (Saunders, Lewis, Thornhill, & Biouratsas, 2019). Research philosophy is therefore a view on the nature of a phenomenon and how, when and by whom data should be collected and analyzed. A positivism philosophy was adopted for this study. Positivism is a worldview which states that reality is fixed, and therefore can be recorded and explained on the basis of facts. This study used a quantitative approach. A quantitative approach is an approach that supports the collection of quantitative (numeric) data (Park et al., 2020). The goal of gathering this quantitative data is to understand, describe, and predict the nature of a phenomenon, particularly through the development of models and theories. Quantitative research techniques include experiments and surveys (Park et al., 2020). Quantitative research enables the identification of numbers, and these can be processed in form of statistics to indicate relationships between two or more variables (Creswell & Creswell, 2018).

Sample size
Sample size refers to the small size of Employee population in which the researcher selects to represent and provide maximum insights and understanding of the Employee population under study (Fonseca, 2014). It reflects the basic characteristics of the study Employee population from which the researcher makes inferences and draws conclusions (Ary et al., 2010). The sample size was determined by using Taro Yamane (Yamane, 1973) formula with 95% confidence level. The formula is given as; N/(1+N(e)
Where:

n = the sample size

N = the Employee population size = 840

e = the level of precision = 5%

Thus, n = 840/1+840 (0.05)2. Therefore, sample size was 264

Table 1: Distribution of the Study Sample

	S/N
	Category of respondents 
	Employee population
	Sample size

	1.
	Firefighting operation 
	350
	119

	2.
	Revenue collection 
	100
	49

	3
	Resecure operation 
	200
	66

	4.
	Fire buildings inspection 
	190
	30

	
	Total
	840
	264


Source: Researcher, (2024)

Data Analysis

Data analysis describes the interpretation, understanding and making conclusions of results that were obtained from the collection of data during the conducting of a research study (Bryman 2016). The data analysis done in this study was quantitative using the Statistical Package for Social Science (SPSS) version 20. A two stepped different detailed statistical analysis was conducted to do multiple regression analysis. First, the factor analysis of employee motivation was applied to obtain the factor in order to promote the subsequent research; Second, the multiple regression analysis of employee motivation and organization performance was conducted to achievement the aim of the current research. The multiple regression model is as follows;

. The multiple regression model is given as; 

Where; 

= Employee performance

 = the regression coefficient/constant/Y-intercept,

= the slopes of the regression equation, 

 = explanatory variables (i.e., = Reward, training and development, = Overtime payment)

3.9.1 Regression Model

The following formula is used to make assumptions about the study's model:

Y = ß0+ ß1 X1 +e

RESULTS 

Effect of training and development on employee performance

The descriptive statistics in Table 4.3 show the impact of training and development on employee performance in the Fire and Rescue Force (FRF) performance in Tanzania. Results suggest that employees generally consider the training program being related with their job responsibilities as shown in Fig 1, with a mean = 1.5000 and SD =.61439 which is interpreted as most of the respondents "agree" about this aspect of training content to be useful. Employees also perceive a similar level of enhancement in their job-related skills and knowledge (M = 1.5315, SD = 0.66904). This indicates that while the programs are helpful, results may not be representative of all experiences.

Again, of particularly interest is that there is the strongest agreement regarding improvement in job performance post-training having a mean of 1.2874 and a standard deviation of.57628, signifying training has been understood as directly influencing output performances. Since, I have seen that they use all their learning and their competences in their everyday job (average = 1.3937). Mean confidence in ability to do new job tasks post-training: Moderate High (1.4606)Training can raise employees' confidence, but not all trainees were feeling confident afterwards (SD = 0.65670). The mean score awarded to the applicability of training delivery methods was 1.5394 an indication that overall these methods are effective but can be further improved in their delivery. On the average there is mean satisfaction level of 1.3780 indicating that the benefits derived from training and development opportunities offered have a positive impact on the job performance of the employees at FRF thus underlining the strategic importance of training in promoting the performance of employees at FRF.

Table 2: :Descriptive Statistics for effect of training and development on employee performance

	
	Minimum
	Maximum
	Mean
	Std. Deviation

	Do you find the training programs offered by the Fire and Rescue Force Tanzania relevant to your job responsibilities?
	1.00
	3.00
	1.5000
	.61439

	Do you believe that the training programs have enhanced your job-related skills and knowledge?
	1.00
	3.00
	1.5315
	.66904

	Have you noticed a significant improvement in your job performance after participating in training programs?
	1.00
	3.00
	1.2874
	.57628

	Are you able to apply the knowledge and skills gained from training to your daily tasks?
	1.00
	2.00
	1.3937
	.48953

	Do you feel confident in performing your job tasks after completing training programs?
	1.00
	3.00
	1.4606
	.65670

	Are the training delivery methods used in the programs you have attended effective?
	1.00
	4.00
	1.5394
	.74150

	Considering all the training and development opportunities provided, do you think they have an overall impact on your job performance?
	1.00
	3.00
	1.3780
	.51735

	Valid N (listwise)
	
	
	
	


N = 254

Employee Performance

Table 4.5 shows positive significant correlation between motivation techniques and performance of FRF’s employees. This research evidence shows that employees believe they generate more outputs on adoption of incentives strategies with a mean of 1.4173, these responses are moderately positive (CI = 0.5744, SD = 0.77450).Motivation techniques are also seen as effective in improving teamwork and collaboration, with a lower mean of 1.2480, suggesting strong consensus on their positive impact (SD = 0.50049). Moreover, the influence of motivation on creativity and initiative at work is notable, with a mean score of 1.2126, indicating high employee agreement, which reflects the direct impact of motivation on innovative behaviors. The results also show that motivation techniques improve attendance and punctuality, with a mean of 1.3031 (SD = 0.48559), suggesting that motivation encourages timeliness.

In terms of meeting work targets and deadlines, motivation is perceived as highly effective, with a low mean of 1.1890, demonstrating that employees strongly agree on its influence. Overall, this results imply that motivation techniques play a crucial role in enhancing employee productivity, punctuality, creativity, and teamwork, ultimately contributing to improved performance across the FRF organization.

Table 4.5: Descriptive Statistics for employee Performance

	
	Minimum
	Maximum
	Mean
	Std. Deviation

	Do you feel to produce more work when you receive motivation for your achievements?
	1.00
	4.00
	1.4173
	.77450

	Do you believe that motivation techniques can improve teamwork and collaboration among employees?
	1.00
	3.00
	1.2480
	.50049

	How have motivation techniques influenced your initiative and creativity at work?
	1.00
	2.00
	1.2126
	.40995

	Do you think motivation techniques have an impact on employee attendance and punctuality?
	1.00
	3.00
	1.3031
	.48559

	How has your motivation level affected the quantity of work you produce in the past month?
	1.00
	2.00
	1.2756
	.44769

	Do you believe that motivation techniques helped you to meet your work targets and deadlines?
	1.00
	2.00
	1.1890
	.39226

	How have motivation techniques affected employee attendance and punctuality in your department
	1.00
	3.00
	1.2520
	.46994

	Valid N (listwise)
	
	
	
	


N = 254

Source: Research Data. (2024)

Regression Analysis Results

Model Summary 

The Model Summary provides key statistics for evaluating the model's fit and explanatory power. The R value of 0.089 indicates a very weak positive correlation between the independent variable (TR) and the dependent variable (EP). The R Square value of 0.008 suggests that only 0.8% of the variance in the dependent variable can be explained by the model, indicating a very poor fit. The Adjusted R Square of -0.010, which adjusts the R Square for the number of predictors, further supports this by showing a negative value, implying that the model does not improve much beyond using the mean of the dependent variable. The standard error of the estimate (0.47410) represents the average distance that the observed values fall from the regression line, and in this case, it is relatively large, indicating considerable variability in the data. Overall, this model seems to have limited predictive power and does not adequately explain the relationship between the variables.

Table 2: Model Summary 

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

	1
	.089a
	.008
	-.010
	.47410

	a. Predictors: (Constant), TR

	b. Dependent Variable: EP


ANOVA RESULTS 

The ANOVA table evaluates the overall significance of the regression model. The Regression Sum of Squares (0.098) represents the variation in the dependent variable (EP) explained by the independent variable (TR), while the Residual Sum of Squares (12.362) indicates the unexplained variation. The Total Sum of Squares (12.460) reflects the total variation in EP. The F-statistic of 0.436 compares the explained variance to the unexplained variance, and the associated p-value of 0.512 is greater than the common significance level of 0.05, suggesting that the model is not statistically significant. This means that TR does not significantly explain the variation in EP, and the model does not provide a meaningful fit to the data.

Table 3:  Anova Results 

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	.098
	1
	.098
	.436
	.512b

	
	Residual
	12.362
	55
	.225
	
	

	
	Total
	12.460
	56
	
	
	

	a. Dependent Variable: EP

	b. Predictors: (Constant), TR


Regression Coefficients 

The Regression Coefficients table provides the estimated relationship between the predictor variable (TR) and the dependent variable (EP). The unstandardized coefficient for TR is 0.097, indicating that for each one-unit increase in TR, EP is expected to increase by 0.097 units, though this relationship is weak. The standardized coefficient (Beta) of 0.089 suggests a very small effect of TR on EP in standardized terms. The t-statistic for TR is 0.660, and with a p-value of 0.512, which is greater than the significance level of 0.05, this indicates that TR is not statistically significant in predicting EP. The constant of 2.424 is the estimated value of EP when TR is zero, and it is statistically significant with a t-value of 6.241 and a p-value of 0.000. Overall, while the model's constant is significant, TR does not significantly influence EP based on the p-value.

Table 4: Regression Coefficients 

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	2.424
	.388
	
	6.241
	.000

	
	TR
	.097
	.147
	.089
	.660
	.512

	a. Dependent Variable: EP


DISCUSSION 

The findings on the effect of training and development on employee performance at the Fire and Rescue Force Tanzania highlight the significant role that training programs play in enhancing the skills and capabilities of employees, which in turn improves their performance. The data suggests that employees who participate in regular training programs are better equipped to handle emergency situations, demonstrate higher levels of competence in their roles, and contribute more effectively to the organization's goals. Moreover, continuous professional development not only boosts employee confidence and job satisfaction but also fosters a sense of commitment and loyalty to the organization. However, despite the positive effects, the study also indicates that challenges such as inadequate resources, limited access to advanced training opportunities, and a lack of personalized development plans can hinder the full potential of training programs. Overall, the findings underscore the importance of investing in comprehensive training and development strategies to optimize employee performance, but also highlight the need for more tailored and accessible training options to maximize its impact.

CONCLUSION

In conclusion, the study on the effect of training and development on employee performance at the Fire and Rescue Force Tanzania reveals that training and development are critical for improving employees' skills, knowledge, and overall performance. The findings demonstrate that well-structured and consistent training programs enhance employees' ability to perform their duties effectively, particularly in managing emergencies and ensuring public safety. Additionally, training fosters job satisfaction and motivation, contributing to greater organizational commitment. However, the study also highlights limitations, such as insufficient training resources and limited access to advanced programs, which can reduce the overall effectiveness of these initiatives. Therefore, it is essential for the Fire and Rescue Force to prioritize investments in training and development by increasing resources, offering more specialized programs, and aligning training with employees’ specific needs to fully leverage its positive impact on performance.

RECOMMENDATIONS 

Based on the findings, it is recommended that the Fire and Rescue Force Tanzania prioritize the development and implementation of comprehensive training programs tailored to meet the specific needs of its employees. Regular and updated training should be provided to enhance employees’ skills in handling emergencies and improve overall performance. The organization should allocate sufficient resources to ensure access to modern training tools and facilities, as well as advanced and specialized training programs. Additionally, management should establish a clear training policy that aligns with organizational goals and employee career development plans. Monitoring and evaluation mechanisms should also be implemented to assess the effectiveness of training initiatives and make necessary improvements. By addressing these areas, the Fire and Rescue Force can optimize the impact of training and development on employee performance and overall organizational efficiency.
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