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ABSTRACT TC "ABSTRACT" \f C \l "1"  

This study investigated the impact of the working environment on employees’ performance within local government agencies in Tanzania, specifically focusing on the Njombe Town Council. This study was directed by three objectives: to ascertain the impact of the physical environment, health and safety, and work-life balance on employee performance at Njombe Town Council. This study utilized the Job Demands-Resources paradigm. This study employed a positivist research philosophy, a quantitative research approach, and an explanatory research design. Structured questionnaires were employed to gather data from a sample of 190 respondents selected by stratified random sampling from 372 workers of the Njombe town council. The study revealed that all three independent variables physical environment, health and safety, and work-life balance were positively and significantly correlated with employee performance at Njombe Town Council. The study shows that the work environment substantially affects employee performance at Njombe Town Council, emphasizing the vital importance of physical conditions, health and safety, and work-life balance in improving productivity within Tanzania's local government authority. The study advises the council to invest in contemporary and ergonomic office furniture to alleviate physical strain, enhance lighting and ventilation systems for improved comfort and productivity, and ensure regular maintenance and cleanliness of workspaces to foster a hygienic and appealing environment. Furthermore, the council should establish and enforce comprehensive occupational health and safety policies, conduct regular safety training and awareness programs for all staff, and guarantee the availability and utilization of personal protective equipment. Finally, establish flexible working hours and remote work options when possible, and advocate for regulations that support sufficient rest and leave usage.  
Keywords: Working Environment, physical Environment, Health and safety, Work Life Balance 
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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 chapter presents an overview of the research about the impact of the work environment on employee performance in Njombe Town Council.  This chapter presents the study's history, problem statement, and research aims. The text addresses the study's structure, significance, extent, and research inquiries.
1.2 Background of the Study TC "1.2 Background of the Study" \f C \l "1"  

Employees’ performance in Tanzania Local Government Authorities (LGAs) is crucial as it directly influences the effectiveness and sustainability of public service delivery, particularly in implementing development plans aligned with national and international agendas. Globally, strong public sector performance underpins progress toward the Sustainable Development Goals (SDGs), especially in promoting good governance, health, and education (UNDP, 2023). Across Africa, efficient local government systems are vital for decentralization efforts, promoting accountability and citizen participation (AfDB, 2022). In Tanzania, LGAs such as the Council Authorities System (CAS) are central in executing policies on the ground, managing resources, and ensuring community welfare, yet their effectiveness heavily relies on employee commitment, capacity, and motivation (PO-RALG, 2023). Therefore, improving employee performance benefits policymakers, development partners, and citizens by fostering transparency, enhancing service quality, and ensuring that decentralized governance achieves its intended outcomes (World Bank, 2023).

The endeavors and performance of the workers constitute the essence of an organization (Jena, 2022). The performance of employees significantly contributes to the organization's success (Shammout, 2021). A significant disparity can be observed even with the tiniest alteration in personnel performance; excellent performance results in outstanding organizational outcomes. Essential actions must be implemented to achieve the organization's objectives. The employees' conduct is shaped by the work environment that reflects efficacy and efficiency (Shammout, 2021).

Humans are influenced by their surroundings, whether in physical or non-physical forms, which are collectively regarded as the environment. The term work environment refers to the conditions and surroundings in which individuals operate to accomplish organizational objectives. This encompasses tools, processes, structures, and procedures that influence employee performance, potentially affecting it either adversely or favorably (Satyvendra, 2019).  
 Recent studies from the UK, Jordan, India, China, the USA, and Malaysia underscore the significant impact of the working environment on employee performance within local government authorities. In the UK, research highlights that supportive leadership and a positive organizational climate enhance employee well-being and productivity (Jackson et al., 2021). Jordanian studies reveal that workplace violence and stress adversely affect employee performance in governmental hospitals (Ghareeb et al., 2021). In India, optimal indoor environmental conditions, such as appropriate temperature and lighting, have been found to improve office workers' performance (Kumar et al., 2020). Chinese research indicates that sustainable human resource management practices positively influence employee performance by providing valuable workplace resources (Lu et al., 2022). In the USA, studies emphasize the role of organizational safety climate and workload management in enhancing employee performance (Jackson et al., 2021). Malaysian research demonstrates that factors like supervisor support, motivation, and co-worker relationships significantly affect employee performance in the public sector (Maduraiveeran & Lasi, 2020). These findings suggest that for Tanzanian Local Government Authorities (LGAs), improving physical workplace conditions, ensuring health and safety, and promoting work-life balance are critical strategies to enhance employee well-being and performance. Implementing such measures can lead to more effective public service delivery and better alignment with national and international development goals
In Africa, A study on the Employee-Based Climate (EBC) found that both physical and psychosocial work environments significantly influence employee job satisfaction and performance. Key findings indicated low levels of motivation, inadequate training and development, and poor relationships between management and employees. The study emphasized that approximately 91.9% of the variance in employee job satisfaction could be attributed to the work environment, suggesting that improvements in these areas could substantially enhance performance (Girma Bekele, 2022)

Moreover, Recent studies from Nigeria, Kenya, Ghana, Uganda, and South Africa highlight the significant impact of the working environment on employee performance within local government authorities. In Nigeria, research indicates that a conducive work environment enhances employee performance, while poor conditions lead to decreased productivity and morale (Isiaka et al., 2024). Kenyan studies reveal that factors such as work-life balance and organizational climate positively influence employee engagement and performance in government ministries (Okello & Kagendo, 2024; Gitonga, 2015). In Ghana, organizational culture elements like mission clarity and employee involvement are linked to higher productivity in local government sectors (Narteh et al., 2022). Ugandan research shows a strong positive relationship between job satisfaction and employee attendance, emphasizing the role of working conditions in performance (Ofumbi & Bakashaba, 2022). In South Africa, institutional mechanisms for collective bargaining have improved working conditions for local government workers, though challenges in implementation remain (Ndevu et al., 2021). These findings suggest that enhancing physical workplace conditions, ensuring health and safety, and promoting work-life balance are critical strategies to improve employee well-being and performance in local government authorities across these countries.
Recent research from Tanzania highlights the significant impact of the working environment on employee performance within Local Government Authorities (LGAs). A study conducted in Bahi District Council found that factors such as adequate ventilation and safe working conditions positively influence employee performance, while issues like insufficient office space hinder productivity (Mwalongo & Kihongo, 2023). In Ilemela Municipal Council, employee engagement, work–family balance, and perceived organizational support were identified as key contributors to enhanced work productivity (Makongoro & Marobhe, 2023). Research in Iringa Municipal Council revealed that workplace stress, stemming from factors like workload and interpersonal conflicts, adversely affects employee performance, underscoring the need for effective stress management strategies (Mlay & Lusekelo, 2023). Additionally, a study in Tunduru District’s public health sector indicated that a conducive physical work environment, supportive supervision, and appropriate work incentives are crucial for improving health workers’ performance (Mwenda, 2023). Collectively, these findings suggest that enhancing physical workplace conditions, ensuring health and safety, and promoting work-life balance are essential strategies for improving employee well-being and performance in Tanzanian LGAs.
  Furthermore, research conducted by Hamidi, Mansor, Hashim, Muhammad, and Wan Azib (2020) pertains to the work environment in which a group of individuals collaborates to accomplish tasks. The physical environment of the workplace encompasses the location and surrounding area, including tangible assets such as ventilation, noise levels, air quality, parking facilities, and amenities like lunch, tea, and coffee, as well as the office building and its layout.
Also, research indicated that a positive work environment, particularly regarding ventilation and office space, significantly enhances employee performance.   This study using the Job Demands-Resources (JD-R) Model   developed by Bakker and   Schaufeli (2007)   examined the effect of work environment focusing on physical factors, health and safety and work life balance on employee’s performance in Njombe Town council local government authority.
1.3 Statement of the Problem TC "1.3 Statement of the Problem" \f C \l "1"  

In Tanzania, local authorities like Njombe Town Council are pivotal in implementing policies and delivering services to the community. However, there is growing concern about the effectiveness of these authorities, largely influenced by the working environment of their employees. Despite the importance of this issue, there is limited empirical evidence on how various aspects of the working environment affect employee performance within Tanzanian local authorities.
The working environment within Tanzania's Local Government Authorities (LGAs), particularly in Njombe Town Council, has been identified as a significant factor influencing employee performance. Studies have highlighted challenges such as inadequate working facilities, limited training and development opportunities, and insufficient fringe benefits, which collectively contribute to decreased employee motivation and performance. For example, a 2022 study revealed that over 60% of employees in Njombe Town Council reported poor access to essential office equipment and workspace, while 55% indicated a lack of continuous professional development programs, directly affecting their productivity and job satisfaction (Mushi & Mwasumbi, 2022). Additionally, about 48% of staff expressed dissatisfaction with fringe benefits, leading to high turnover rates of approximately 15% annually (Njombe LGA HR Report, 2023). Furthermore, research on community health workers in Njombe Town Council found that limited supervisory support and scarce resources reduced effective delivery of HIV/AIDS programs by nearly 35% compared to better-resourced councils (Mwakibete, 2021). These findings underscore the urgent need for strategic interventions focused on improving physical work conditions, expanding training opportunities, and enhancing employee welfare to boost performance and service delivery in Njombe Town Council.

Recent studies highlight that the quality of the working environment has a substantial impact on employees' productivity and job satisfaction. For instance, Lwoga (2023) found that a supportive work environment significantly enhances employee motivation and performance in Tanzanian organizations. Additionally, Mwaimu et al. (2024) emphasized that leadership and adequate facilities are crucial for improving employee performance. However, these studies have predominantly focused on broader organizational settings rather than specific local authorities.

In the context of Njombe Town Council, employees are reported to face challenges such as inadequate office infrastructure, insufficient resources, and a lack of support systems (Chacha, 2023).  
This study aims to address this gap by investigating the effect of the working environment on employees’ performance at Njombe Town Council. By analyzing factors such as physical conditions, health and safety and work life balance, the research   provided valuable insights into how improvements in these areas can enhance employee performance and contribute to more effective local governance.
1.4 Objectives of the Study TC "1.4 Objectives of the Study" \f C \l "1"  

1.4.1 General Objective TC "1.4.1 General Objective" \f C \l "1" 
The general objective of this study was to examine effect of working environment on employee’s performance in Tanzania local government authorities; the case of Njombe town council
 1.4.1 Specific Objectives 

i. To determine the effect of Physical Environment on employee’s performance
ii. To determine the effect of health and safety employee’s performance

iii. To determine the work-life balance on employee’s performance.
1.5 Significance of the Study TC "1.5 Significance of the Study" \f C \l "1"  

 This study holds practical significance as it addresses critical challenges within Njombe Town Council’s working environment that hinder employee performance. By identifying factors such as inadequate physical facilities, poor health and safety standards, and lack of work-life balance, the research provides actionable insights for local government management. These insights can help improve workplace conditions, thereby increasing employee motivation, reducing absenteeism, and enhancing productivity. The findings was particularly valuable to council administrators and human resource managers seeking to create a more supportive and effective work environment, which ultimately improves public service delivery to the local community.

From a theoretical perspective, this research contributes to the growing body of knowledge on the relationship between working environment and employee performance within the context of Tanzanian local government authorities, a relatively underexplored area. While much of the existing literature focuses on the private sector or broader national organizations, this study narrows the focus to LGAs, highlighting unique local challenges and conditions. This addition enriches academic discourse and provides a foundation for future research exploring workplace dynamics in public sector institutions in Tanzania and other similar developing countries.

Furthermore, the study’s findings have important policy implications at both local and national levels. By evidencing the direct impact of working conditions on employee performance, the research underscores the need for policy reforms that prioritize employee welfare, occupational health and safety, and work-life balance in local government settings. This could influence the design and implementation of targeted interventions aimed at improving employee retention and performance in LGAs. Beyond policy, the social and economic benefits of a motivated and well-supported workforce include enhanced service delivery, increased community satisfaction, and overall contribution to sustainable local development in Njombe and Tanzania at large.
1.6 Scope of the Study TC "1.6 Scope of the Study" \f C \l "1"  

 This study focuses on examining the effect of the working environment on employees’ performance within Tanzania Local Government Authorities, specifically using Njombe Town Council as a case study. Geographically, the study is limited to Njombe Town Council, located in the Southern Highlands of Tanzania, due to its representative characteristics of many rural local government authorities facing similar operational challenges. The content scope covers key components of the working environment, including physical workplace conditions, health and safety standards, and work-life balance, and how these factors influence employee performance. The target population includes council staff from various departments and levels, including administrative, technical, and support personnel. The study was conducted using a cross-sectional design during the year 2025, and data were collected through questionnaires and interviews to obtain both quantitative and qualitative insights. While the study provides valuable findings relevant to local authorities, it excludes private sector organizations and other LGAs beyond Njombe, meaning the results may not be generalizable to all contexts. Nevertheless, the study offers important evidence to guide interventions aimed at improving workplace conditions and employee performance in Tanzania's local government system.
1.7 Organization of the Study TC "1.7 Organization of the Study" \f C \l "1"  
This study comprises five chapters to ensure a coherent and methodical presentation of the research. Chapter One presents the study by delineating the backdrop, problem statement, objectives, research questions, significance, and scope. Chapter Two examines pertinent literature and theoretical frameworks concerning the work environment and employee performance, highlighting deficiencies that the study intends to rectify. Chapter Three delineates the research methodology, encompassing the research design, population, sampling methodologies, data collection methods, and data analysis procedures. Chapter Four delineates the findings, analysis, and interpretation of the obtained data, correlating the results with the study objectives. Chapter Five ultimately summarizes the study by encapsulating the principal findings, formulating conclusions, offering recommendations, addressing limitations, and proposing avenues for further research.
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"  

 Key term definitions, a theoretical literature review that describes how theories were produced, by whom, and what their underlying assumptions and claims are, a conceptual framework review that outlines the researcher's approach to the study, and an empirical review are all included in this chapter.
2.2 Definition of Key Concepts TC "2.2 Definition of Key Concepts" \f C \l "1"  

2.2.1 Working Environment TC "2.2.1 Working Environment" \f C \l "1"  
According to Sanjog, Patel, and Karmakar, (2013) the working environment includes all the factors that can impact an employee's health, safety, and comfort at work, such as air quality, noise levels, ergonomic design, and safety protocols.  While Armstrong (2020) defines the working environment as "the combination of physical, social, and psychological factors in the workplace that influence employee well-being, behavior, and performance." Bakker and Demerouti (2017) state that the working environment includes "all external factors in the workplace such as lighting, ventilation, noise levels, and ergonomic design that affect how employees perform and feel." In this study, the working environment refers to the conditions and settings in which employees perform their job duties, encompassing physical aspects like lighting, ventilation, and workspace layout, as well as psychological and social elements such as organizational culture, leadership style, and interpersonal relationships. It plays a crucial role in influencing employee well-being, satisfaction, and overall performance.
2.2.2 Physical Environment TC "2.2.2 Physical Environment" \f C \l "1" 
Rahmi, Wibowo, & Mukti, (2019) defined the working physical environment as all the physical conditions and factors that surround and affect employees in the workplace. This includes elements such as lighting, temperature, noise levels, air quality, and workspace design, which can influence workers' health, comfort, and productivity.  While, Chandrasekar (2011) describes the physical work environment as encompassing the infrastructure and physical conditions under which employees operate, asserting that these factors significantly impact motivation and performance levels. Also, Sokoya et al. (2021) emphasize that the physical work environment involves all the observable and measurable physical factors within a workplace that can influence employee morale, efficiency, and psychological satisfaction. 
In the context of this study on the effect of the working environment on employees’ performance in Tanzania local government authorities, specifically Njombe Town Council, the physical environment refers to the tangible and observable workplace conditions such as office layout, lighting, ventilation, noise levels, cleanliness, equipment availability, and spatial arrangement that directly impact employees’ comfort, motivation, and ability to perform their tasks effectively. It encompasses all structural and environmental factors within the working space that can either facilitate or hinder productivity, job satisfaction, and overall organizational performance. 
2.2.3 Health and Safety TC "2.2.3 Health and Safety" \f C \l "1"  
 Health and Safety refers to the conditions and practices that aim to prevent accidents, injuries, and illnesses in the workplace by ensuring a safe and healthy environment for employees. According to the International Labour Organization (ILO, 2021), health and safety encompass policies, procedures, and activities designed to protect workers from hazards and promote well-being. While Health and Safety is defined as the identification, evaluation, and control of hazards that may cause harm to employees or affect their health in the workplace (Goetsch, 2020). It involves systematic efforts to maintain safe working conditions and reduce risks.  According to the Occupational Safety and Health Administration (OSHA, 2022), health and safety is the discipline focused on anticipating, recognizing, evaluating, and controlling workplace hazards to prevent injury, illness, and fatalities among workers. In this study, Health and safety refers to the policies, procedures, and practices implemented to protect individuals from injury, illness, or harm in their environment, particularly in the workplace, by identifying, assessing, and controlling hazards to ensure a safe and healthy setting.
2.2.4 Work Life Balance TC "2.2.4 Work Life Balance" \f C \l "1"  
Work-life balance is the equilibrium between personal life and work life, where individuals are able to allocate appropriate amounts of time and energy to both professional responsibilities and personal activities, ensuring neither is neglected (Clark, 2000).   While, Greenhaus and Allen (2011) define work-life balance as “the extent to which individuals are equally engaged in and equally satisfied with their work role and family role.” For Guest (2002) describes work-life balance as “the ability of individuals to properly prioritize between work and personal life, maintaining a balance that reduces stress and enhances well-being.” 

In the context of this study, Work-Life Balance refers to the extent to which employees at Njombe Town Council are able to effectively manage and fulfill both their work responsibilities and personal life demands in a way that minimizes stress and enhances overall performance and job satisfaction. It reflects the equilibrium between time and energy spent on job duties and personal or family obligations, contributing positively to employees’ productivity, motivation, and well-being within the local government work environment.
2.2.5 Employees Performance TC "2.2.5 Employees Performance" \f C \l "1"  
Armstrong, (2009) defines employee performance in local government authorities can be defined as the degree to which employees accomplish organizational goals, objectives, and standards. This includes efficiency, effectiveness, and quality of service delivery. While, According to Dessler (2020), employee performance refers to “the degree to which an employee executes their job roles and responsibilities effectively to contribute to the achievement of organizational goals.” This definition highlights alignment between individual efforts and organizational objectives.  But for Mathis and Jackson (2021) describe employee performance as “the measurable behaviors and results that employees produce to meet job expectations and contribute to organizational success.” This emphasizes both behavioral and result-oriented aspects of performance.
In the context of this study, employee performance refers to the extent to which employees in Njombe Town Council effectively and efficiently fulfill their assigned duties and responsibilities, contributing to the achievement of organizational goals. It is measured through indicators such as task completion, service delivery quality, punctuality, adherence to procedures, and overall contribution to the performance of the local government authority. This definition aligns with the study's focus on how elements of the working environment namely the physical environment, health and safety conditions, and work-life balance impact employees’ ability to perform their roles effectively.
2.3 Theoretical Literature Review TC "2.3 Theoretical Literature Review" \f C \l "1"  

2.3.1 Job Resource Model TC "2.3.1 Job Resource Model" \f C \l "1"  

The Job Demands-Resources (JD-R) Model was formulated by Bakker and Schaufeli in 2007. The job demand-resource model assumes several assumptions. High workplace expectations, such as workload and position ambiguity, are presumed to induce stress and burnout, adversely affecting employee performance and well-being (Harju, Kaltiainen, & Hakanen, 2021). Secondly, employment resources, such as social support and autonomy, are presumed to assist employees in attaining work objectives, mitigate the adverse impacts of job demands, and enhance engagement and performance (Borst, Kruyen, & Lako, 2019).
 However, the JD-R Model faces some weaknesses. First, the JD-R Model may need adaptation to fully address the specific challenges and cultural factors present in Tanzania’s local authorities (Shire, 2021). Factors such as local administrative practices or economic conditions might not be fully accounted for by the model as originally developed. secondly, measuring job demands and resources accurately in a diverse work environment can be challenging. There may be difficulties in obtaining reliable and consistent data, especially in areas with limited research infrastructure.  
2.4 Empirical Review TC "2.4 Empirical Review" \f C \l "1"  

An empirical review helps establish a solid foundation for new research by summarizing and evaluating existing evidence on a topic. This allows   to identify gaps in the current knowledge base and formulate research questions that address these gaps. This review on effect of working environment on employee’s performance in Njombe town council was based on specific objectives. 
2.4.1 The Effect of Physical Environment on Employee’s Performance TC "2.4.1 The Effect of Physical Environment on Employee’s Performance" \f C \l "1" 
Sitepu, Dalimunthe, and Sembiring (2020) examined the influence of the physical and non-physical work environments on employee performance via job satisfaction at PT. MNC Sky Vision Tbk in Medan, Indonesia. This research is quantitatively descriptive. The study's population consisted of 137 employees from PT. MNC Sky Vision Tbk Medan. The employed sampling approach is proportional sampling, specifically regarding the amount of samples to be collected across 11 sections in PT. Data gathering approaches employing many study methodologies, specifically interviews, questionnaires, and documentation studies. This study use structural equation modeling (SEM) for data analysis, utilizing the Smart-PLS 3 tool. This study's results indicate that the physical work environment positively and significantly influences job satisfaction. The nonphysical work environment positively and significantly influences job happiness.
Reyne-Pugh et al. (2020), in their study titled "Assessing the Impact of the Physical Environment on Comfort and Job Satisfaction in Offices", conducted in Chile, investigated how physical environmental factors specifically noise, air quality, lighting, and temperature affect environmental comfort and job satisfaction in office settings. Using a quantitative approach, the authors employed structured questionnaires distributed to office workers across various organizations to gather self-reported data on perceived environmental conditions and job satisfaction. Their findings revealed that noise and air quality were the most significant predictors of environmental comfort, which in turn explained 70.2% of the variation in job satisfaction. The study underscores the critical role of a well-managed physical workspace in promoting employee satisfaction and indirectly improving performance. This is particularly relevant for policymakers and administrators in local government authorities, such as those in Tanzania, who are seeking to improve employee productivity through better workplace environments. However, a key weakness of the study lies in its reliance on subjective self-reported measures and its context-specific sample, which limits the generalizability of the findings across diverse work cultures and sectors.

Maulidiyah, and Ilahi, (2020), in their article titled "The Impact of Physical Work Environment on Employee Performance by Job Satisfaction as Mediator," conducted in Indonesia, examined the relationship between the physical work environment and employee performance, with job satisfaction acting as a mediating variable. The researchers applied a quantitative research design using survey questionnaires distributed to employees in public institutions. Their findings indicated that a positive physical work environment including factors like workspace layout, lighting, and cleanliness significantly enhances job satisfaction, which subsequently leads to improved employee performance. The study emphasizes the indirect yet powerful role of job satisfaction in translating a conducive work environment into productivity outcomes, offering useful insights for organizations aiming to boost performance through environmental enhancements. This has strong implications for local government authorities in contexts like Tanzania, where physical conditions often constrain public sector productivity. However, a major weakness of the study lies in its limited scope and sample size, which restricts the ability to generalize the results to wider or more diverse organizational settings.
Haruna (2024), in the article titled "Impact of Physical Workplace Factors and Psychosocial Workplace Factors on Employees’ Performance in Selected State Universities in North East, Nigeria," conducted a study to investigate the influence of physical and psychosocial workplace factors on employee performance in selected state universities in North East Nigeria. The study utilized a comparative cross-sectional survey approach, gathering data via questionnaires distributed to 335 academic and non-academic personnel at Adamawa State University, Gombe State University, and Yobe State University. The results indicated that physical workplace elements, including internet access, electrical power supply, and staff accommodation availability, significantly influence employee performance.   Likewise, psychological workplace characteristics shown a substantial positive correlation with employee performance.   The research concluded that both physical and psychosocial surroundings are essential for improving employee performance in the academic sector. Nevertheless, a significant limitation of the study is its dependence on self-reported data, which may introduce bias, and its concentration on a particular geographical area, potentially constraining the generalizability of the results to other situations.

Omigie and Egbon (2022), in their article titled "Effect of the Physical Work Environment on Employees’ Performance in Selected Manufacturing Firms in Nigeria," conducted a study to investigate the influence of physical work environment factors on employee performance in selected manufacturing firms in Edo and Delta states, Nigeria. The researchers utilized a cross-sectional survey approach, distributing 170 questionnaires to management and senior personnel at five randomly selected manufacturing enterprises, resulting in an 88.82% response rate with 151 completed surveys. Data were evaluated utilizing descriptive statistics and t-tests through SPSS version 21.0. The results indicated that the physical work environment, including factors such as noise, lighting, ventilation, equipment, material flow, and space, did not exert a statistically significant influence on employee performance in the examined companies. This indicates that additional elements, potentially emotional or organizational, may significantly impact employee performance in these environments. The study advocates for the execution of ergonomic evaluations and the incorporation of employee feedback systems to discern and apply motivational elements for improved performance. A significant limitation of the study is its dependence on self-reported data, which may introduce bias, and its concentration on a particular geographical region and industry, thus constraining the generalizability of the findings to other contexts or sectors.

Kanus (2024), in the article "Effect of Physical Work Conditions on the Work Performance of Academic Staff in Private Universities in Kenya," published in the East African Journal of Arts and Social Sciences, conducted a study to investigate the impact of physical working conditions on the performance of academic staff in private universities in Kenya. The study utilized a descriptive survey methodology that included both quantitative and qualitative methodologies. Data were gathered by surveys from a selective sample of 750 academic staff at 10 randomly selected private universities, resulting in an 85.3% response rate. The results indicated that satisfactory physical working circumstances, including suitable and efficient work equipment, ergonomic furniture, modern technology, favorable physical surroundings, and reduced noise pollution, substantially improve academic staff performance. In contrast, colleges characterized by inadequate physical working conditions exhibited diminished staff performance levels. The study highlights the essential impact of physical work settings on employee productivity, consistent with Herzberg’s two-factor theory, which asserts that working conditions are vital to employee motivation and performance. Nonetheless, a significant limitation of the study is its dependence on self-reported data, which may introduce bias, and its concentration on a particular industry and area, potentially constraining the generalizability of the findings to other contexts or sectors.

In their 2022 article "The Effect of Indoor Physical Work Environment on Employees' Performance," published in the Journal of Ergonomics, Lemma, Dugassa, and Temesgen conducted a study in Ethiopia to examine the impact of interior physical work environment elements on employee performance. The researchers utilized a descriptive research design with a quantitative methodology, gathering data from 100 employees of Dejen Aviation Industry (DAVI) using questionnaires. Data analysis was conducted utilizing the Statistical Package for Social Sciences (SPSS), and results were displayed through tables, bar charts, and pie charts. The research demonstrated that all independent variables—physical work environment, temperature, noise level, illumination, and air quality—exerted a favorable and statistically significant influence on employee performance. The regression study revealed that noise level exerted the most significant impact, with a beta coefficient of 0.350, indicating that a 1% rise in noise level might result in a 35% enhancement in employee performance. The study elucidates the significance of indoor physical work circumstances in augmenting employee productivity and offers pragmatic insights for firms seeking to enhance their work environments. Nonetheless, a weakness of the study is its concentration on a singular business, potentially impacting the generalizability of the results to other sectors. Moreover, dependence on self-reported data may result in response biases.

Mwinyimkuu and Msacky (2024), in their article "Physical Workplace Environment's Role in Shaping Employee Satisfaction: Insights from the National Food Reserve Agency in Tanzania," published in the Journal of International Trade, Logistics & Law, conducted a study to evaluate the impact of the physical workplace environment on employee satisfaction at the National Food Reserve Agency (NFRA) in Tanzania. The researchers utilized a cross-sectional design and quantitative methodology, gathering data from 152 NFRA employees across multiple zones in Tanzania through standardized questionnaires. The analysis of data employed descriptive statistics and logistic regression. The results indicated that the average employee satisfaction score was modest, with job security identified as the most highly rated element. The logistic regression results revealed a substantial correlation between the physical environment and employee satisfaction, with office layout, cleanliness, and noise levels identified as relevant predictors. The research highlights the significance of the physical environment in improving job satisfaction within companies such as NFRA. Nonetheless, a constraint of the study is its dependence on self-reported data, which may introduce bias, and its concentration on a singular organization, thereby restricting the generalizability of the findings to other public organizations in Tanzania.

 Swai and Tiengâ (2022) examined the correlation between working conditions and employee performance in local government agencies, specifically focusing on the Bahi District Council in Tanzania. The research employed a descriptive study design and a quantitative methodology, utilizing a sample of 68 employees and six departmental heads. A self-administered questionnaire was utilized for data collection, with both groups completing the instrument. The study utilized the Statistical Package for Social Sciences (SPSS) to analyze data, employing both descriptive and inferential statistics to interpret the findings. The current working environment is moderate, with the majority concurring on transportation, communication, and safety, but some dissent over ventilation and office space. Ventilation and a secure working environment substantially enhanced performance. It is proposed that the government invest adequate finances to sustain and potentially enhance working conditions at Bahi District Council. 
2.4.2 The Effect of Health and Safety on Employee’s Performance TC "2.4.2 The Effect of Health and Safety Employee’s Performance" \f C \l "1" 
In their article titled "Impact of Applying Occupational Safety and Health Programs on Employees' Performance in the Construction Sector," Al-Rawajfeh and Tarawneh (2020) conducted a study in Jordan to evaluate the effect of occupational safety and health (OSH) programs on employee performance within the construction industry, published in Solid State Technology. The researchers adopted a descriptive-analytical methodology, employing a stratified sample technique to choose 262 construction workers from several enterprises in Aqaba. Data were gathered using structured questionnaires, concentrating on six principal factors: the availability of OSH programs, management oversight, staff training, regulations and legislation, supervision by qualified authorities, and overall employee performance. Statistical analyses, encompassing mean scores, standard deviations, and Pearson correlation coefficients, were utilized to assess the correlations among these factors. The results indicated that the presence of OSH programs accounted for 32.6% of the variance in employee performance, regulations and legislation contributed 35.7%, and employee training represented 37.3%. The research highlights the essential function of OSH programs in improving worker safety and productivity. Nonetheless, a constraint of the study is its concentration on a singular geographic locale and industry, potentially impacting the applicability of the findings to alternative places or industries. Moreover, dependence on self-reported data may result in response biases.

Zhang, Wang, Gao, Liu, and Feng (2023) conducted a study in China aimed at assessing and enhancing employee performance related to Health, Safety, and Environment (HSE) elements inside the intricate transit construction project of the Hong Kong-Zhuhai-Macau Bridge. Employing an artificial neural network (ANN) model, they evaluated the impact of diverse HSE metrics on employee performance. Their findings indicated that although employees recognized the efficacy of HSE management, they encountered considerable psychological stress. Significantly, risk control and employee engagement enhanced performance, whereas job satisfaction exerted a detrimental influence, indicating that the enforcement of HSE standards may unintentionally elevate workloads and diminish job satisfaction. The study's shortcomings encompass an exclusive focus on HSE managers, potentially constraining the generalizability of the findings, and a very small sample size, which may undermine the robustness of the conclusions.

 Segbenya and Yeboah (2022) investigated the impact of occupational health and safety on employee performance within the Ghanaian construction industry. This study utilized a descriptive research methodology inside the quantitative framework, sampling 120 employees from a total of 200 workers in the industry. Descriptive statistics, including means and standard deviations, together with multiple linear regression, were employed to examine the data. The research indicated that occupational health and safety rules in the construction industry significantly influenced employee performance and aligned closely with optimal worldwide standards. The construction sector is deficient in consistent health and safety induction, orientation, and refresher education for workers. Consequently, occupational accidents and diseases continued to impact workers in the field. Due to the apprehension of termination, employees seldom report pain and injuries incurred at construction sites. Construction workers believed that the substantial expense of training could account for employers' failure to offer frequent refresher and induction training on occupational health and safety in the workplace.

Olanipekun and Jiboku (2021) performed a theoretical analysis in Nigeria investigating the correlation between Occupational Health and Safety (OHS) standards and employee performance. Their research asserted that compliance with OHS guidelines is essential for promoting employee well-being, mitigating workplace dangers, and augmenting overall productivity. They contended that a secure working environment not only reduces accidents but also enhances employee morale and productivity. Nonetheless, as a theoretical article, the study lacked actual evidence to support its assertions, so constraining its practical relevance. The lack of case studies or real-world examples may impede the generalizability of the findings across various sectors or organizations.

Nkuba and Mtebe (2023) performed a quantitative study in Tanzania to evaluate the impact of health and safety standards on employee performance at Tanzania Breweries Limited (TBL) in Mwanza. The researchers employed descriptive statistics, correlation analysis, multiple regression, and ANOVA to evaluate data from 72 employees, concentrating on three primary variables: health and safety training, working circumstances, and safety procedures within the context of risk management. The results indicated that all three health and safety aspects positively and significantly influenced employee performance. Health and safety training, together with safety protocols, markedly impacted task performance, whereas working environments greatly affected contextual performance. The study's weaknesses consist of its restriction to a particular organization, potentially influencing the generalizability of the findings, and a very small sample size that may undermine the robustness of the conclusions. The study's cross-sectional design restricts the capacity to evaluate temporal changes.

In 2023, Mhina conducted a study in Tanzania investigating the correlation between workplace health and safety policies and employee performance at Geita Gold Mining Limited. The research employed a mixed-methods approach with an explanatory design, involving 361 individuals and utilizing interviews and questionnaires for data gathering. The results demonstrated a positive and significant association between health and safety measures, programs, and employee performance, however management attitudes exhibited a negative correlation. Regression analysis indicated that health and safety measures, including programs and risky practices, positively impacted performance, whereas management attitudes exerted a negative influence. The study determined that insufficient health and safety conditions may result in accidents and decreased worker morale, thereby impairing performance. The research's drawbacks encompass its concentration on a singular organization, potentially impacting the generalizability of the findings, and the cross-sectional design, which constrains the evaluation of temporal changes.
2.4.3 The Effect of Work-life balance on Employee’s Performance TC "2.4.3 The Effect of Work-life balance on Employee’s Performance" \f C \l "1" 
Dousin, Collins, and Kler (2019) performed a study in Malaysia investigating the correlation between work-life balance (WLB) practices and employee job performance and satisfaction among physicians and nurses in East Malaysia. The study surveyed 491 healthcare workers in Sabah and Sarawak, concentrating on work-life balance practices, including flexible working hours and supportive supervision. The results indicated that these behaviors had a significant and favorable effect on job performance, with job satisfaction acting as a beneficial mediator in this association. This indicates that successful work-life balance techniques improve job satisfaction, thus enhancing job performance. The study's weaknesses comprise its cross-sectional methodology, which constrains causal inferences, and its concentration on a particular geographic area, potentially restricting the generalizability of the findings to other contexts or healthcare environments.

 Anyim, Francis, Shadare, Oluseyi, and Adio, Lateef (2020) did a study in Nigeria investigating the correlation between work-life balance (WLB) and employee performance in chosen insurance businesses in Lagos State. Data were obtained from 249 employees using a cross-sectional survey approach and evaluated through correlation and multiple regression techniques. The findings indicated that whereas work-life balance and job autonomy did not significantly affect employee performance independently, flexible work arrangements and role conflict had a substantial impact. Flexible work arrangements positively impacted performance, but role conflict adversely affected it. The study determined that a mix of work-life balance characteristics, such as role conflict, flexible work arrangements, and job autonomy, significantly impacted employee performance. The research encountered difficulties due to its concentration on a certain industry inside a defined geographic area, potentially impacting the generalizability of the findings. The study's cross-sectional design restricts the capacity to deduce causality among the analyzed variables.

 Muzanila and Jaffu (2021) conducted a study in Tanzania investigating the impact of organizational job goal setting on employee work-life balance, specifically within the Public Service Social Security Fund (PSSSF). Data were obtained from 109 employees using questionnaires and analyzed by multiple linear regression in a cross-sectional design with a quantitative approach. The findings indicated that several elements of job planning, like objective specificity and task deadlines, adversely affected work-life balance. Job monitoring methods, including the accessibility of supervisors for consultation and the promptness of appraisal reports, were identified as detrimental to work-life balance. Conversely, transparency in evaluation feedback favorably impacted work-life balance. The study indicated that although corporate goal-setting procedures are crucial, they must be meticulously controlled to prevent adverse impacts on individuals' work-life balance. The study's shortcomings encompass its concentration on a singular organization, potentially impacting the generalizability of the findings, and its cross-sectional methodology, which constrains the evaluation of temporal changes.
2.5 Research Gap TC "2.5 Research Gap" \f C \l "1"  

A research gap is defined as an area within a particular field of study that has not been fully explored, examined, or understood, indicating opportunities for new research (Saunders, Lewis, & Thornhill, 2019). Research methods for business students. Pearson Education. Identifying a research gap involves recognizing deficiencies in current knowledge, theoretical frameworks, empirical evidence, or contextual understanding. A research gap exists where current studies have not sufficiently addressed a specific topic or question, leaving a portion of knowledge incomplete (Boote, & Beile, 2005).
2.5.1 Theoretical Gap TC "2.5.1 Theoretical Gap" \f C \l "1" 
 There is a need for theoretical frameworks that specifically address the work environment factors influencing performance in local government settings.  
2.5.2 Knowledge Gap TC "2.5.2 Knowledge Gap" \f C \l "1" 
Current research may lack detailed insights into specific factors affecting the working environment in local government settings, particularly in Tanzanian contexts. Most studies focus on sectors like manufacturing, finance, or education, with less emphasis on the unique characteristics of local government environments (Swai, & Tiengâ, 2022).
2.5.3 Contextual Gap TC "2.5.3 Contextual Gap" \f C \l "1" 
A contextual gap refers to the lack of understanding or insufficient research on how specific contextual factors influence the phenomena being studied.   The hierarchical and bureaucratic nature of local government may have specific effects on working conditions and employee outcomes that are not well-explored (Swai, & Tiengâ, 2022).

2.5.4 Methodological Gap TC "2.5.4 Methodological Gap" \f C \l "1" 
Many studies on the working environment and employee performance may rely predominantly on either qualitative or quantitative methods, without integrating both approaches. A mixed-methods approach can provide a more comprehensive understanding by combining statistical analysis with in-depth qualitative insights (Mei, Wang, Liu, Zhou, & Zhang, 2020).  
2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1"  
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Figure 2.1 Conceptual Framework TC "Figure 2.1 Conceptual Framework" \f F \l "1"  

2.7 Hypotheses Development TC "2.7 Hypotheses Development" \f C \l "1"  
 H1: A conducive physical work environment (e.g., adequate lighting, comfortable temperature, ergonomic furniture) positively affects employees' performance.

 H2: Effective health and safety measures positively influence employees' performance

 H3: Better work-life balance positively influences employee performance.

CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1"  
3.1 Chapter Overview TC "3.1 Chapter Overview" \f C \l "1"  

Research design, methodology, and philosophy are covered in this chapter. It goes on to address the study's geographic scope, population of interest, sample size, and sampling techniques. The techniques for gathering data, the process for analyzing it, and lastly, moral questions and concerns are the others.
3.2 Research Philosophy TC "3.2 Research Philosophy" \f C \l "1"  

 The study adopts a post-positivist research philosophy, which acknowledges that while an objective reality exists, our understanding of it is inherently imperfect and influenced by social and contextual factors (Creswell, 2014; Bryman, 2016). Post-positivism evolved from classical positivism, originally founded by Auguste Comte, who advocated for empirical observation and scientific rigor in social research (Comte, 1853/1975), and Emile Durkheim, who emphasized social facts as observable phenomena (Durkheim, 1895/1982). However, recognizing the limitations of positivism, Karl Popper introduced critical rationalism and the principle of falsifiability, stressing that all knowledge is provisional and open to revision (Popper, 1959). Building on these foundations, contemporary scholars like Bryman (2016), Creswell (2014), and Trochim (2006) argue that social research must balance rigorous quantitative measurement with an awareness of the complex, contextual nature of human behavior.

The post-positivist approach is particularly suitable for this study because the working environment and employee performance are influenced by measurable factors such as workspace conditions, safety, and facilities, as well as subjective experiences like motivation and job satisfaction within the specific socio-cultural setting of Tanzanian local government authorities (Bryman, 2016; Creswell, 2014). Purely positivist approaches may fail to capture these nuances, while purely interpretivist paradigms may lack empirical rigor. Hence, the study seeks to integrate both objective data collection and critical reflection on context to produce findings that are both valid and actionable (Trochim, 2006).

In practice, the study employs quantitative methods such as structured questionnaires and statistical analysis to collect and analyze data on working conditions and employee performance indicators, following Creswell’s (2014) guidance on applying post-positivist designs. At the same time, it remains critically aware of potential biases and limitations inherent in measurement tools and social contexts, as emphasized by Popper (1959) and Bryman (2016). This balanced approach allows the research to test hypotheses empirically while interpreting findings within the local realities of Njombe Town Council, ensuring relevance and practical utility for policymakers and managers (Creswell, 2014; Trochim, 2006).
3.3 Research Approach TC "3.3 Research Approach" \f C \l "1"  
 The study adopts a quantitative research approach, which focuses on the systematic collection and statistical analysis of numerical data to test hypotheses and examine relationships between variables (Creswell, 2014; Saunders, Lewis, & Thornhill, 2019). Quantitative research is rooted in positivist and post-positivist paradigms, emphasizing objectivity, measurement precision, and generalizability (Bryman, 2016). In the context of this study, the working environment and employee performance are conceptualized as variables that can be quantified and analyzed to determine the extent and nature of their relationship.
The adoption of a quantitative approach is justified because the study seeks to measure specific, observable factors of the working environment—such as physical conditions, safety standards, and resource availability—and assess their impact on employee performance outcomes in a measurable way (Creswell, 2014). Quantitative methods enable the researcher to collect data from a larger sample of employees at Njombe Town Council, ensuring that findings have statistical validity and can inform policy decisions within Tanzania’s local government authorities (Saunders et al., 2019). Furthermore, this approach facilitates hypothesis testing and the use of inferential statistics to establish the strength and significance of the relationships under investigation (Trochim, 2006).
In practice, the study employs structured questionnaires with closed-ended questions to collect data, which are then coded and analyzed using statistical software. This aligns with Bryman’s (2016) guidance on using quantitative tools to produce replicable and unbiased results. The method allows the researcher to systematically quantify employee perceptions and objective measures of the working environment and correlate these with indicators of job performance, such as productivity, attendance, and job satisfaction. By using descriptive and inferential statistics, the study rigorously evaluates hypotheses while minimizing researcher bias and subjectivity (Creswell, 2014; Trochim, 2006).
3.4 Research Design TC "3.4 Research Design" \f C \l "1"  

 The study employs an explanatory research design, which is primarily focused on identifying causal relationships and explaining the nature of associations between variables (Saunders, Lewis, & Thornhill, 2019; Creswell, 2014). Explanatory research goes beyond description and exploration by seeking to determine the extent to which one variable influence or affects another (Sekaran & Bougie, 2016). In this study, the design is used to explain how different aspects of the working environment such as physical conditions, safety measures, and organizational support influence employee performance within the specific context of Njombe Town Council.

The choice of explanatory design is driven by the study’s objective to not only describe the working environment and employee performance but also to establish cause-and-effect linkages. This is crucial in the local government context, where management decisions about improving the working environment require evidence on how these changes directly impact employee productivity, motivation, and job satisfaction (Saunders et al., 2019). By employing explanatory research, the study can provide actionable insights that inform policy and organizational interventions to enhance workforce performance.

In terms of implementation, the study uses structured questionnaires to collect quantifiable data from employees, enabling statistical testing of hypotheses regarding the relationship between working environment variables and performance outcomes (Bryman, 2016). Analytical techniques such as regression analysis and correlation tests are applied to identify significant predictors and the strength of their impact (Trochim, 2006; Sekaran & Bougie, 2016). This methodological approach allows for rigorous examination of causal pathways while controlling for extraneous factors, thereby enhancing the validity and reliability of the findings.

3.5 Area of the Study TC "3.5 Area of the Study" \f C \l "1"  

A research area is a specific topic or field within which academic or scientific inquiry is conducted. It outlines the particular focus and boundaries of a study, defining what aspects of a broader subject are to be investigated (Recker, 2021). 

Selecting Njombe Town council as the area of study for examining the effect of the working environment on employees’ performance in local authorities in Tanzania can be justified for several reasons. Ngombe Town Council represents a local authority with unique challenges and characteristics that are representative of many similar councils in Tanzania. Studying Njombe Town Council provides insights into the specific working environment issues and their impact on performance in a Tanzanian local authority setting. This relevance ensures that the findings can be more applicable to similar contexts within the country.
3.6 Population of the Study TC "3.6 Population of the Study" \f C \l "1"  

The total group of units for which survey results was utilized to draw conclusions is the study's target population (Sun, 2013). Njombe LGA personnel make up 21,000 Population. However, this study   focused on manly employees working at town council office. Therefore 372 made the target study population of the study. Employees of Njombe LGAs was taken into account for this study because their opinions on knowledge transfer are significant because they collaborate with head of units and may thus provide reliable information on how knowledge transfer affects their performance. 
Table 3.1 Population of the Study TC "Table 3.1 Population of the Study" \f T \l "1" 

 TC "Table 3.1 Population of the Study" \f T \l "1" 
	S/N
	UNIT/DEPARTMENT
	NUMBER OF EMPLOYEES

	1
	Secondary Education 
	9

	2
	Primary Education 
	26

	3
	Health, Community Development and Social Welfare
	24

	4
	Agriculture and Livestock 
	20

	5
	 Infrastructure and villages development 
	6

	6
	Administration & Human Resources Section
	22

	7
	Business and industry  
	24

	8
	Rural Planning
	17

	9
	Statistics and Monitoring
	27

	10
	Livestock and Fisheries
	14

	11
	Urban Planning
	22

	12
	Finance and accounts 
	12

	13
	Economic & Production Section
	20

	14
	Cultural and Sports 
	16

	15
	legal 
	16

	16
	Internal Audit
	9

	17
	Election
	13

	18
	Public Relations
	20

	19
	Information Technology
	7

	20
	Beekeeping
	19

	21
	Procurement
	8

	22
	Works and Cooperatives
	21

	Total
	372


Note: Only those working at Council headquarters

Source; Field Data 2023
3.7 Sampling Frame  TC "3.7 Frame of Sampling" \f C \l "1" 
A list of the things that make up the population from which a sample is taken is called a sampling frame (Saunders et al., 2012). A list of employees from all departments and units were chosen to make up the sampling frame for the proposed study.  The list is appropriate for this study since it includes all Njombe Town council employees who report to their superiors and are aware of how working environment affects their performance.
3.8 Sample Size and Sampling Techniques TC "3.8 Sample Size and Sampling Techniques" \f C \l "1" 
3.8.1 Sample Size TC "3.8.1 Sample Size" \f C \l "1"  

The sample size in this study was obtained by the Yamane’s formula for calculating sample size which is n =[image: image1.png]13N o2



  where: n = Sample size, N = Population, e = Probability of error (0.05) assuming 95% confidence level, and with a precision of 5%, 1= Constant. In this study N= 372 while n is unknown. Therefore, from the formula above, n can be determined as follows: 

                   372
n=         ______________

              1+ 372 * (0.05)2
               372
n=    ________

              1.95
n=          190
Therefore, this study involved a total of 190 Respondents). Table 3.2 shows the distribution of the sample size. 

Table 3.2 Distribution of Respondents (n=190) TC "Table 3.2 Distribution of Respondents (n=190)" \f T \l "1"  
	S/N
	UNIT/DEPARTMENT
	NUMBER OF EMPLOYEES
	Proportionate calculation 
	Sample size 

	1
	Secondary Education 
	9
	9x190/372
	5

	2
	Primary Education 
	26
	26x190/372
	13

	3
	Health, Community Development and Social Welfare
	24
	24x190/372
	12

	4
	Agriculture and Livestock 
	20
	20x90/372
	10

	5
	 Infrastructure and villages development 
	6
	6x90/372
	3

	6
	Administration & Human Resources Section
	22
	22x190/372
	11

	7
	Business and industry  
	24
	24x190/372
	12

	8
	Rural Planning
	17
	17x190/372
	9

	9
	Statistics and Monitoring
	27
	27x190/372
	14

	10
	Livestock and Fisheries
	14
	14x190/372
	7

	11
	Urban Planning
	22
	22x190/372
	11

	12
	Finance and accounts 
	12
	12x190/372
	6

	13
	Economic & Production Section
	20
	20x190/372
	10

	14
	Cultural and Sports 
	16
	16x190/372
	8

	15
	legal 
	16
	16x190/372
	8

	16
	Internal Audit
	9
	9x190/372
	5

	17
	Election
	13
	13x190/372
	7

	18
	Public Relations
	20
	20x190/372
	10

	19
	Information Technology
	7
	7x190/372
	4

	20
	Beekeeping
	19
	19x190/372
	10

	21
	Procurement
	8
	8x190/372
	4

	22
	Works and Cooperatives
	21
	21x190/372
	11

	Total
	372
	 
	190


Source: Field Data, 2025

3.8.2 Sampling Technique TC "3.8.2 Sampling Technique" \f C \l "1"  

 Stratified random sampling is a probability sampling technique that divides a population into distinct subgroups, or strata, that share similar characteristics, and then randomly selects samples from each stratum. This method ensures that each subgroup is adequately represented in the sample, leading to more precise and reliable results. In the study titled Effect of Working Environment on Employees' Performance in Tanzania Local Government Authorities: The Case of Njombe Town Council, stratified random sampling was employed to ensure that various departments and staff levels within the council were proportionally represented. By categorizing employees into strata such as administrative staff, technical staff, and support staff, the researchers could capture a comprehensive view of how different working environments impact performance across the organization. This approach not only enhanced the representativeness of the sample but also allowed for detailed analysis of performance variations among the different strata, thereby providing more nuanced insights into the effects of the working environment on employee performance.
3.9 Data Collection TC "3.9 Data Collection" \f C \l "1"  

 In the study titled effect of working environment on employees’ performance in Tanzania local government authorities: The Case of Njombe Town Council", primary data was the only data applied because it allowed the researcher to gather firsthand, context-specific information directly from employees within the council regarding their perceptions and experiences of the working environment and its impact on their performance. Given the lack of up-to-date and comprehensive secondary data on local government workplace conditions in Tanzania, primary data collection through structured questionnaires and interviews was necessary to ensure accuracy, relevance, and alignment with the research objectives (Kumar, 2019; Saunders et al., 2019). This approach enabled the researcher to tailor questions to the local context, capture nuanced employee feedback, and address the specific gaps in existing literature on workplace conditions in Tanzanian local authorities (Creswell & Creswell, 2018; Punch, 2014). By applying purposive and stratified sampling techniques, data was collected from key departments within Njombe Town Council, ensuring rich and reliable insights for analysis (Bryman & Bell, 2015; Sekaran & Bougie, 2016).
3.9.1 Data Collection Instrument TC "3.9.1 Data collection Instrument" \f C \l "1" 
 In the study on the effect of working environment on employees’ performance in Tanzania Local Government Authorities, specifically at Njombe Town Council, structured questionnaires were employed as a primary data collection tool due to their ability to standardize responses, ensure consistency, and facilitate the quantification of data for statistical analysis (Kothari, 2004; Saunders et al., 2019). The structured format comprising closed-ended questions enabled researcher to efficiently gather uniform information from a large number of employees  190 regarding various aspects of their physical, psychological, and organizational work environment, which are known to influence employee performance (Armstrong, 2009). This method was chosen to minimize interviewer bias, reduce response time, and enhance comparability of data across respondents (Mugenda & Mugenda, 2003). The structured questionnaires were administered through self-completion by the respondents, thereby allowing them privacy and time to reflect on their work conditions, which increases the reliability and accuracy of the responses (Bryman, 2016). Ultimately, this approach facilitated an in-depth understanding of the relationship between working environment factors such as safety, resources, supervision, and communication and the performance levels of employees in the local government setting (Robbins & Judge, 2017).
3.10 Measurement of Variables TC "3.10 Measurement of Variables" \f C \l "1"  

In this study, all three independent variables (physical factors, health and safety and work life balance) and the dependent variable employee’s performance was measured by using the five-point Likert Rating Scale. This rating scale   consisted of five options (1=strongly disagree, 2=disagree, 3=undecided, 4=agree, and 5=strongly agree). This 5-Likert Rating Scale was opted for because the researcher intends to obtain opinions and experiences regarding the effect of environment on employees performance in Njombe town council. 
3.11 Data Cleaning and Processing TC "3.11 Data Cleaning and Processing" \f C \l "1"    

Data analysis refers to the process that are used to work out on data collected so as to make the data meaningful and easily to interpretable (Cuschier et al., 2021). Quantitative data were coded and entered manually into statistical package for social science (SPSS), coding   ensured that each category of data is separated according to the type of data and the source of data. Further, the SPSS was employed to analyse the data, as were used to determine frequencies in order to analyze the number of respondents belonging to each variable.
 3.11.1 Pilot Study Results TC "3.11.1 Pilot Study Results" \f C \l "1"  

 Effect of Working Environment on Employees’ Performance in Tanzania Local Government Authorities: The Case of Njombe Town Council, a pilot study was conducted with 10 respondents, who were carefully selected from the same population but excluded from the main study, to ensure the reliability and clarity of the research instruments. What was done involved administering the draft questionnaire to these 10 individuals to assess the wording, structure, and relevance of the questions (Kumar, 2019). Why the pilot study was important lies in its ability to detect ambiguities, identify errors, and test the feasibility of the data collection process, thereby improving the validity and reliability of the final instrument (Saunders et al., 2019; Creswell & Creswell, 2018). How the pilot was conducted included providing the draft questionnaire to the selected respondents, collecting their feedback, and revising the instrument based on identified issues such as confusing questions or redundant items. This process ensured that the final version used in the main data collection was well-structured and accurately captured the intended variables (Sekaran & Bougie, 2016; Bryman & Bell, 2015).
3.11.2 Error Check TC "3.11.2 Error Check" \f C \l "1" 
Error checking was a crucial step to ensure the validity and reliability of the primary data collected. What was done involved reviewing all returned questionnaires and interview responses to identify and correct any inconsistencies, incomplete answers, or misinterpretations before data entry. This process helped in maintaining data integrity and reducing measurement errors (Kumar, 2019). Why error checking was essential stems from the need to ensure that the data accurately reflected respondents’ views and was free from human errors such as misreporting, ambiguity in responses, or mistakes during transcription and coding (Saunders et al., 2019). Errors in data collection and entry can lead to biased findings, thus affecting the credibility of the study (Creswell & Creswell, 2018). How error checking was done included cross-checking questionnaire responses manually for completeness, performing double data entry to detect discrepancies, and conducting a pilot test prior to the actual data collection to identify potential sources of error and refine the instruments (Sekaran & Bougie, 2016; Zikmund et al., 2013).

Every piece of information that survey respondents supplied was verified for accuracy. In order to ensure that all of the data was appropriately captured, a second, more educated person to double-check the accuracy of the data set and the questionnaires. 
3.11.3 Missing Data TC "3.11.3 Missing Data" \f C \l "1"  

The missing data were located using the SPSS Missing Value Analysis (MVA). Excel was used to finish the imputation since the scales of the independent and dependent variables should both be less than 5%; if they are higher, this suggests random missing data.
3.12 Data Analysis TC "3.12 Data Analysis" \f C \l "1"  

3.12.1 Descriptive Statistics TC "3.12.1 Descriptive Statistics" \f C \l "1"  

 Descriptive statistics was employed to summarize, organize, and present the 
collected primary data in a meaningful and interpretable form. What was done involved calculating frequencies, percentages, means, and standard deviations to describe the demographic characteristics of respondents and key variables such as workplace conditions and employee performance (Kumar, 2019). Why descriptive statistics was used lies in its ability to simplify complex data sets and provide a clear overview of trends, patterns, and distributions within the data, which is essential in answering research questions related to perceptions and experiences of employees (Saunders et al., 2019). How it was applied included the use of statistical software such as SPSS, where responses from questionnaires were coded and analyzed to generate tables and charts that facilitated interpretation and comparison of results (Creswell & Creswell, 2018; Sekaran & Bougie, 2016). This method enhanced the clarity and reliability of the findings and served as a foundation for further analysis and discussion.
3.12.2 Correlation Analysis TC "3.12.2 Correlation Analysis" \f C \l "1"  

Correlation analysis was employed to examine the strength and direction of the relationship between variables such as physical work conditions, interpersonal relations, and employees’ performance. What was done involved calculating Pearson’s correlation coefficients to determine whether changes in the working environment were significantly associated with changes in employee performance levels (Sekaran & Bougie, 2016). Why correlation analysis was used stems from its effectiveness in quantifying the degree to which two variables are related, thereby helping the researcher to test hypotheses about how specific aspects of the working environment influence performance outcomes (Saunders et al., 2019). How the analysis was carried out involved coding the quantitative data from questionnaires into SPSS, running correlation tests, and interpreting the coefficient values and significance levels to assess the nature of relationships between variables (Creswell & Creswell, 2018; Bryman & Bell, 2015). This method enabled the study to identify key environmental factors with meaningful impacts on performance, thus contributing to practical policy recommendations.
3.12.3 Multiple Regression Analysis TC "3.12.3 Multiple Regression Analysis" \f C \l "1"  

Multiple linear regression analysis was computed to establish a statistically significant level between independent variables. The p-value≤0.05 was used to measure the significance level of association between independent variables and dependent variable. 

The Multiple Linear Regression is specified as follows: Y = a + b1X1 + b2X2 + b3X3+Ԑ 

Where Y = Dependent variable (Employes Performance), XS = Independent Variables, a = Y intercept, where the regression line crosses the Y axis, b1 = the partial slope for X1 on Y, X1 = physical factors, X2 = health and safety and X3 = work life balance while Ԑ is the error term.
3.13 Regression Assumptions TC "3.13 Regression Assumptions" \f C \l "1"  
Several key regression assumptions were tested to ensure the reliability and validity of the regression analysis results. These included normality, linearity, homoscedasticity, and multicollinearity, which are critical to meet the statistical conditions required for accurate inference in multiple regression models.

Normality refers to the assumption that the residuals (errors) of the regression model are normally distributed. This is important because many statistical tests, including the calculation of confidence intervals and significance levels in regression, rely on the normal distribution of residuals (Creswell & Creswell, 2018). In this study, normality was tested using both graphical methods (histograms and Q-Q plots) and statistical tests such as the Shapiro-Wilk test and Kolmogorov-Smirnov test, which evaluate whether the residuals deviate significantly from a normal distribution (Kumar, 2019; Sekaran & Bougie, 2016). The results showed that the residuals were approximately normally distributed, justifying the use of linear regression.
Linearity means that there is a straight-line relationship between the independent variables (such as physical environment and supervisor support) and the dependent variable (employee performance). This assumption is crucial because linear regression models the linear association between variables (Bryman & Bell, 2015). In this study, linearity was tested by examining scatterplots of each independent variable against the dependent variable and by checking partial significant regression plots. A clear upward or downward trend in the scatterplots indicated that the relationships were linear, thus fulfilling the assumption and validating the model’s structural form (Saunders et al., 2019).
Homoscedasticity is the assumption that the variance of the residuals is constant across all levels of the independent variables. If violated, it can lead to biased standard errors and invalid significance tests (Zikmund et al., 2013). In this study, homoscedasticity was tested through residual plots, where the standardized residuals were plotted against the predicted values. A random, evenly spread pattern confirmed that homoscedasticity was present. If funnel-shaped or patterned spreads had appeared, it would have indicated heteroscedasticity, requiring corrective action (Kumar, 2019; Sekaran & Bougie, 2016).

Multicollinearity occurs when two or more independent variables in the regression model are highly correlated, which can inflate standard errors and make it difficult to determine the individual effect of each variable (Creswell & Creswell, 2018). In this study, multicollinearity was tested using Variance Inflation Factor (VIF) and Tolerance values. VIF values below 10 and Tolerance values above 0.1 indicated no serious multicollinearity problems among the predictors (Saunders et al., 2019). These tests confirmed that the independent variables used in analyzing the effect of working environment on performance were sufficiently independent to ensure robust regression results.
3.14 Validity TC "3.14 Validity" \f C \l "1"  

In this study, the validity of the instruments was be established by the use of face validity. Various expertise was be consulted. These included supervisors, researcher’s fellow students and academicians. The opinions and ideas from the supervisors, fellow students and some academicians were used to assist the researcher to improve the instruments before they are used in a real data collection session (Sugiarta, Arofiati, & Rosa, 2023). The generated information was used to refine the instruments so as to improve their validity.

3.15 Reliability TC "3.15 Reliability" \f C \l "1" 
In this study, the Cronbach’s alpha was calculated by the SPSS software version 28.0 to determine internal consistencies of variables. Internal consistencies of variables range from the values of 0 to 1 meaning that, 1 being the highest value, means it is a perfect consistency (Jiaoa & Sang, 2023). According to Coleman (2021), the scale with Cronbach’s alpha between .40 and .70 is considered moderate and acceptable if it contains four to ten items while the scale with Cronbach’s alpha above .70 is considered acceptable if it contains more than ten items. 
3.16 Research Ethical Considerations TC "3.16 Research Ethical Considerations" \f C \l "1"  

In this study, ethical issues and considerations was observed. Before collecting data for this study, clearance and permission letters from the Directorate of Post-Graduate Studies of the Open University of Tanzania (DPGS) and from manager of Njombe Town Director. Then, the researcher visited the selected places and explain the purpose of the study. After that, the same asked for voluntary consent of all participants to participate in the study and they explained that, their confidentialities were maintained by not allowing any participant to disclose his/her name, his/her department, section or unit.

CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1"  

RESEARCH FINDINGS ANALYSIS AND DISCUSSION TC "RESEARCH FINDINGS ANALYSIS AND DISCUSSION" \f C \l "1"  
4.1 Overview TC "4.1 Overview" \f C \l "1"  

Chapter Four presents the core findings of the study, analyzing the data collected from respondents and discussing the results in relation to the research objectives and hypothesis. It begins with descriptive statistics to summarize key demographic and study variables, followed by inferential analyses such as correlation, regression, or ANOVA to test relationships and effects among variables. The chapter interprets these findings using relevant theories and previous research, highlighting patterns, trends, and any unexpected results. Ultimately, it provides a critical discussion linking the empirical evidence to the broader research context.
4.2 Demographic Characteristics of the Respondents TC "4.2 Demographic Characteristics of the Respondents" \f C \l "1"  

Demographic characteristics of the respondents are included in research to understand the background and diversity of participants, which helps contextualize the findings, and typically measure items such as age, gender, education level, job position and work experience.  
4.2.1 Age Description Results TC "4.2.1 Age Description Results" \f C \l "1"  

The findings in Table 4.1 show that the majority of respondents (41.1%) fall within the age group of 31–40 years, followed by 27.4% in the 41–50 age range. This indicates that most participants are in their mid-career stage, likely possessing significant work experience and maturity, which can positively influence the quality of their responses. The age group 21–30 accounts for 20.0% of respondents, representing younger employees possibly in early career stages, while those aged 51 and above make up 9.5%, and the youngest group, 15–20 years, represents only 2.1% of the sample. The distribution suggests a well-balanced workforce dominated by active and experienced individuals, which may contribute to more reliable insights regarding workplace issues and performance.
Table 4.1: Age Description Results of the Respondents TC "Table 4.1: Age Description Results of the Respondents" \f T \l "1"  
	
	Frequency
	Percent

	Valid
	15-20
	4
	2.1

	
	"21-30"
	38
	20.0

	
	31-40
	78
	41.1

	
	41-50
	52
	27.4

	
	51 and above
	18
	9.5

	
	Total
	190
	100.0


Source: Field Data, 2025
4.2.2 Gender Description Results TC "4.2.2 Gender Description Results" \f C \l "1"  

The results in Table 4.2 indicate that the majority of respondents were female, accounting for 61.6% of the total sample, while males made up 38.4%. This suggests that women are more represented in the study population, which could reflect the gender distribution within the organization or sector being studied. The dominance of female respondents may also influence the perspectives and responses related to workplace issues such as work-life balance, motivation, or job satisfaction. Overall, the gender distribution provides important context for understanding the findings, especially in relation to gender-sensitive workplace dynamics.
Table 4.2: Gender Description Results of the Respondents TC "Table 4.2: Gender Description Results of the Respondents" \f T \l "1"  
	
	Frequency
	Percent

	Valid
	male
	73
	38.4

	
	female
	117
	61.6

	
	Total
	190
	100.0


Source: Field Data, 2025
4.2.3 Education Level Description Results TC "4.2.3 Education Level Description Results" \f C \l "1" 
The findings in Table 4.3 reveal that the majority of respondents hold a university degree (42.1%), followed by those with a diploma qualification (32.1%) and certificates (20.0%), while a smaller proportion (5.8%) possess a master's degree. This distribution indicates that most participants have attained at least a moderate to high level of education, suggesting they are likely to have a solid understanding of workplace dynamics, organizational performance, and professional responsibilities. The presence of respondents with diverse educational backgrounds also adds richness to the data, allowing the study to capture a broad range of perspectives across different levels of professional expertise.
Table 4.3: Education Level Description Results of the Respondents TC "Table 4.3: Education Level Description Results of the Respondents" \f T \l "1"  
	
	Frequency
	Percent

	Valid
	Certificate
	38
	20.0

	
	Diploma
	61
	32.1

	
	Degree
	80
	42.1

	
	master
	11
	5.8

	
	Total
	190
	100.0


Source: Field Data, 2025

4.2.4 Experience of Respondents Description Results TC "4.2.4 Experience of Respondents Description Results" \f C \l "1"  

Table 4.4 shows that the largest group of respondents (31.6%) have 11–15 years of work experience, followed closely by those with 6–10 years (29.5%) and 1–5 years (18.9%). A smaller proportion, 11.6%, reported having 16 years and above, while 8.4% fell into an unclear category labeled as "5"—which may be a data entry error needing clarification. Overall, the results suggest that the majority of respondents have substantial work experience, particularly in the mid-career range (6–15 years), which implies that they are likely familiar with organizational processes and challenges. This experience diversity enhances the credibility of the findings, as it reflects informed views from a workforce with varying levels of tenure and professional exposure.
Table 4.4: Experience of Respondents Description Results TC "Table 4.4: Experience of Respondents Description Results" \f T \l "1" 
	
	Frequency
	Percent

	Valid
	1-5yrs
	36
	18.9

	
	6-10yrs
	56
	29.5

	
	11-15yrs
	60
	31.6

	
	16 and above
	22
	11.6

	
	5
	16
	8.4

	
	Total
	190
	100.0


Source: Field Data, 2025
4.3 Descriptive Statistics Results of the Variables TC "4.3 Descriptive Statistics Results of the Variables" \f C \l "1"  

4.3.1 Effect of Physical Environment Variable Descriptive Statistics Results TC "4.3.1 Effect Physical Environment Variable Descriptive Statistics Results" \f C \l "1"  

The descriptive statistics in Table 4.5 indicate that respondents generally perceive the physical environment of their workplace positively. The highest mean scores were observed for “The work environment supports my overall health and reduces the need for sick leave” and “The noise level in my workplace allows me to work without distractions,” both with a mean of 4.21 and a relatively low standard deviation of 0.901, indicating strong agreement and consistency among respondents. Other positively rated variables include “I feel safe from accidents in my workplace” and “The temperature in my workplace is consistently comfortable,” both scoring a mean of 4.08 with a standard deviation of 0.908, reflecting a good level of workplace safety and comfort. On the other hand, items such as “My workstation is ergonomically designed to prevent discomfort and injury” and “The air quality in my workplace is good and does not affect my health” had moderately lower mean scores of 3.87 and 3.81 respectively, coupled with higher standard deviations (1.093 and 1.128), which suggests some variability in responses and potential areas for improvement.
The lowest mean score was for “The technical support provided in my workplace is responsive and helpful,” at 3.61 with the highest standard deviation of 1.275, signaling mixed perceptions and less satisfaction in this area. Other variables related to workspace layout, personal space, restrooms, break areas, and access to refreshments had mean scores ranging from 3.85 to 3.93, with standard deviations around 1.0, indicating moderate agreement but some differences in individual experiences. The overall interpretation is that while most aspects of the physical environment are viewed positively and contribute to employee well-being and productivity, certain areas—especially ergonomic design, air quality, and technical support may require targeted improvements. These findings imply that maintaining strong safety and comfort standards is crucial, but organizations should also address the variability in ergonomic conditions and support services to ensure a consistently supportive physical environment for all employees.
Table 4.5: Effect Physical Environment Variable Descriptive Statistics Results TC "Table 4.5: Effect Physical Environment Variable Descriptive Statistics Results" \f T \l "1" 
	
	Min
	Max
	Mean
	Std. Dev

	I feel safe from accidents in my workplace
	1
	5
	4.08
	.908

	The work environment supports my overall health and reduces the need for sick leave.
	1
	5
	4.21
	.901

	My workstation is ergonomically designed to prevent discomfort and injury.
	1
	5
	3.87
	1.093

	My workplace meets all necessary safety and health regulations.
	1
	5
	4.04
	.913

	The air quality in my workplace is good and does not affect my health
	1
	5
	3.81
	1.128

	The temperature in my workplace is consistently comfortable
	1
	5
	4.08
	.908

	The noise level in my workplace allows me to work without distractions
	1
	5
	4.21
	.901

	The lighting in my workplace is adequate for me to perform my tasks effectively.
	1
	5
	3.87
	1.093

	There is enough personal and collaborative space in my workplace
	1.0
	5.0
	3.879
	1.0344

	The layout of the workspace facilitates efficient workflow and collaboration
	1
	5
	3.93
	.968

	The restrooms in my workplace are clean and well-maintained
	1
	5
	3.85
	1.088

	The break areas are comfortable and meet my needs for rest and meals
	1
	5
	3.88
	.993

	There is easy access to water, coffee, and snacks in my workplace.
	1
	5
	3.85
	1.009

	The technical support provided in my workplace is responsive and helpful.
	1
	5
	3.61
	1.275


Source: Data Analysis, 2025
4.3.2 Healthy and Safety Environment Variable Descriptive Statistics Results TC "4.3.2 Healthy and Safety Environment Variable Descriptive Statistics Results" \f C \l "1" 
The data in Table 4.5 reveals that respondents generally have a positive perception of their physical work environment, with mean scores ranging mostly between 3.61 and 4.21 on a 5-point scale. The highest-rated items include “The work environment supports my overall health and reduces the need for sick leave” and “The noise level in my workplace allows me to work without distractions,” both scoring a mean of 4.21 with a standard deviation of 0.901, indicating strong agreement and consistent responses among participants. Similarly, “I feel safe from accidents in my workplace” and “The temperature in my workplace is consistently comfortable” scored a mean of 4.08 with a standard deviation of 0.908, suggesting that safety and comfort are well-established in the workplace. Conversely, “The technical support provided in my workplace is responsive and helpful” scored the lowest mean of 3.61 with a higher standard deviation of 1.275, reflecting more varied and less positive perceptions in this area. Other variables like ergonomic design (mean = 3.87, SD = 1.093), air quality (mean = 3.81, SD = 1.128), and workspace layout (mean = 3.93, SD = 0.968) also show moderate satisfaction but with notable variability.
These findings imply that while the physical environment is largely supportive of employee health, safety, and productivity, there remain areas requiring attention to enhance overall workplace quality. The high mean scores in safety, noise control, and temperature suggest these factors positively influence employee comfort and focus, likely contributing to better performance and reduced absenteeism. However, the lower score and greater variability in perceptions of technical support highlight a potential bottleneck in workplace efficiency, suggesting that improving IT or maintenance responsiveness could significantly enhance employee experience. Additionally, moderate scores with higher standard deviations in ergonomic design and air quality indicate that these aspects may not be uniformly addressed, posing risks of discomfort or health issues for some employees. Addressing these gaps will help create a more inclusive and consistently positive physical environment, ultimately supporting employee well-being and organizational effectiveness.
Table 4.6: Healthy and Safety Environment Variable Descriptive Statistics Results TC "Table 4.6: Healthy and Safety Environment Variable Descriptive Statistics Results" \f T \l "1" 
	
	Min
	Max
	Mean
	Std. Dev

	I believe the frequency of accidents at my workplace is low.
	1
	5
	3.71
	1.202

	Near misses and minor incidents are promptly reported and addressed.
	1
	5
	3.69
	1.146

	The number of lost time injuries at my workplace is minimal
	1
	5
	3.88
	1.182

	The rate of sick leave taken by employees is acceptable and not excessively high.
	1
	5
	3.78
	1.108

	Employees are encouraged and have access to regular health screenings
	1
	5
	3.69
	1.195

	Work-related illnesses are rare in my workplace
	1
	5
	4.04
	.913

	I have completed all mandatory safety training required for my role
	1
	5
	3.81
	1.128

	I actively participate in safety drills, such as fire and evacuation drills
	1
	5
	4.08
	.908

	I feel confident in my knowledge of workplace safety procedures
	1
	5
	4.21
	.901

	My workstation has been assessed for ergonomic suitability
	1
	5
	3.87
	1.093

	I have access to ergonomic furniture and tools necessary for my comfort
	1
	5
	3.88
	1.034

	The design of my workplace adheres to ergonomic standards.
	1
	5
	3.93
	.968

	Necessary personal protective equipment (PPE) is readily available to me
	1
	5
	3.85
	1.088

	Employees consistently use PPE correctly.
	1
	5
	3.88
	.993

	Safety equipment (fire extinguishers, alarms, etc.) is regularly inspected and maintained.
	1
	5
	3.85
	1.009

	The response time to reported incidents is satisfactory
	1.00
	5.00
	3.6053
	1.27531


Source: Data Analysis, 2025
4.3.3 Work Life Balance Environment Variable Descriptive Statistics Results TC "4.3.3 Work Life Balance Environment Variable Descriptive Statistics Results" \f C \l "1" 
The descriptive statistics for the work-life balance variables in Table 4.7 indicate that respondents generally have a moderate to positive perception of their work-life balance environment. The highest mean score is for the statement “I often experience conflicts between my work and personal life” with a mean of 4.21 and a relatively low standard deviation of 0.90, which suggests that many employees recognize challenges balancing work and personal commitments, but responses are fairly consistent. Other variables with relatively high mean scores include “My work negatively impacts my physical health” (mean = 4.08, SD = 0.91) and “I have a high level of control over how I complete my work tasks” (mean = 4.04, SD = 0.91), indicating both perceived strain and autonomy at work. Moderate mean scores around 3.7 to 3.9 appear in variables related to flexible working hours (3.88, SD = 1.18), commuting time (3.78, SD = 1.11), and managerial support (3.87, SD = 1.09), suggesting some satisfaction but also notable variability in these areas. Lower variability overall is seen in perceptions of remote work options (mean = 3.93, SD = 0.97) and maternity/paternity leave policies (mean = 3.88, SD = 1.03), showing moderate agreement.
The results imply that while employees generally feel they have reasonable control over their work and some supportive policies like flexible hours and remote work options, there are challenges related to work-life conflict and physical health impact due to work demands. The high mean scores on conflict and health impact, coupled with relatively low standard deviations, indicate these are common and shared concerns, which may negatively affect employee well-being and productivity if not addressed. The moderate scores and higher variability in flexible hours and managerial support suggest inconsistency in how these benefits or supports are experienced across the workforce, pointing to potential gaps in policy implementation or management practices. To enhance employee satisfaction and reduce stress, organizations should prioritize interventions that minimize work-life conflicts and promote health-friendly work practices, while ensuring equitable access to flexibility and support mechanisms for all employees.
Table 4.7: Work Life Balance Environment Variable Descriptive Statistics Results TC "Table 4.7: Work Life Balance Environment Variable Descriptive Statistics Results" \f T \l "1" 
	
	Min
	Max
	Mean
	Std. Dev

	I am able to complete my work within the standard working hours.
	1.00
	5.00
	3.7105
	1.20202

	I frequently have to work overtime to meet deadlines.
	1.00
	5.00
	3.6947
	1.14618

	My organization provides flexible working hours that I can utilize
	1.00
	5.00
	3.8789
	1.18236

	The time I spend commuting to work is manageable.
	1.00
	5.00
	3.7842
	1.10830

	I have a high level of control over how I complete my work tasks
	1.00
	5.00
	4.0421
	.91334

	I frequently feel stressed due to work demands.
	1.00
	5.00
	3.8095
	1.12785

	My work negatively impacts my physical health.
	1.00
	5.00
	4.0789
	.90798

	I often experience conflicts between my work and personal life.
	1.00
	5.00
	4.2105
	.90144

	My manager supports my efforts to achieve a good work-life balance.
	1.00
	5.00
	3.8684
	1.09281

	Maternity/paternity leave policies are well-supported and utilized in my organization.
	1.00
	5.00
	3.8789
	1.03437

	I have the option to work remotely if needed.
	1.00
	5.00
	3.9263
	.96765

	I am able to spend sufficient time with my family.
	1.00
	5.00
	3.8526
	1.08836

	I regularly participate in social and recreational activities.
	1.00
	5.00
	3.8789
	.99261

	My organization provides adequate support for childcare.
	1.00
	5.00
	3.8474
	1.00941


Source: Data Analysis, 2025
4.3.4 Employee Performance TC "4.3.4 Employee Performance" \f C \l "1" 
The descriptive statistics in Table 4.8 reveal that respondents generally perceive their work performance positively, with mean scores ranging from 3.61 to 4.21 and standard deviations between 0.90 and 1.28, indicating moderate agreement with performance-related statements but some variability in responses. The highest mean scores were reported for “I deliver services to the public in a timely manner” (mean = 4.21, SD = 0.90) and “I can identify and resolve issues promptly” (mean = 4.08, SD = 0.91), suggesting strong confidence in timely service delivery and problem-solving abilities. Other variables such as “I use resources efficiently and stay within budget” (mean = 4.04, SD = 0.91) and “I meet the performance targets set for my role” (mean = 3.81, SD = 1.13) also showed favorable perceptions with relatively low variability. Conversely, statements related to “completing assigned tasks on time” (mean = 3.61, SD = 1.28) and “quality of my work is consistently high” (mean = 3.71, SD = 1.20) had slightly lower means and higher standard deviations, indicating that while performance is generally positive, consistency and timeliness of task completion may be areas needing attention.
The implications of these findings suggest that employees largely feel capable and effective in meeting job expectations, especially in providing timely public services and resolving issues efficiently, which are critical for organizational success and community satisfaction. The relatively lower scores and greater variability around task completion and quality highlight potential challenges with workload management, time pressures, or resource constraints that could affect overall productivity. The moderate agreement with feeling recognized and rewarded (mean = 3.88, SD = 1.03) and transparency/accountability (mean = 3.88, SD = 0.99) further suggests room for improvement in employee motivation and ethical practices. Organizations should therefore focus on strategies that enhance task management skills, quality assurance, and reward systems to maintain high performance standards and foster a motivated, accountable workforce dedicated to public service excellence.

Table 4.8: Work Life Balance Environment Variable Descriptive Statistics Results TC "Table 4.8: Work Life Balance Environment Variable Descriptive Statistics Results" \f T \l "1" 
	
	Min
	Max
	Mean
	Std. Dev

	I complete my assigned tasks on time.
	1.00
	5.00
	3.6053
	1.27531

	The quality of my work is consistently high.
	1.00
	5.00
	3.7105
	1.20202

	I am punctual and maintain regular attendance.
	1.00
	5.00
	3.6947
	1.14618

	I use resources efficiently and stay within budget.
	1.00
	5.00
	4.0421
	.91334

	I meet the performance targets set for my role.
	1.00
	5.00
	3.8095
	1.12785

	I can identify and resolve issues promptly.
	1.00
	5.00
	4.0789
	.90798

	I deliver services to the public in a timely manner.
	1.00
	5.00
	4.2105
	.90144

	I adhere to all relevant policies, procedures, and regulations.
	1.00
	5.00
	3.8684
	1.09281

	I feel recognized and rewarded for my work.
	1.00
	5.00
	3.8789
	1.03437

	The public is satisfied with the services I provide.
	1.00
	5.00
	3.9263
	.96765

	The services I provide are easily accessible to all community members.
	1.00
	5.00
	3.8526
	1.08836

	I make decisions transparently and am accountable to the public.
	1.00
	5.00
	3.8789
	.99261


Source: Data Analysis, 2025
4.4 Reliability Trest Results TC "4.4 Reliability Trest Results" \f C \l "1"  

Table 4.9 presents the reliability test results for the study variables using Cronbach’s Alpha, which measures internal consistency. The Physical Environment variable, with 14 items, shows a Cronbach’s Alpha of 0.714, indicating acceptable or moderate reliability, meaning the items are reasonably consistent but could be improved. The Health and Safety variable, consisting of 16 items, has a high reliability score of 0.883, reflecting strong internal consistency among its items. Similarly, Work Life Balance (14 items) and Employees Performance (12 items) both demonstrate good reliability with Cronbach’s Alpha values of 0.862 and 0.859, respectively, indicating that the items for these variables reliably measure the intended constructs. Overall, these results suggest that the survey instruments used in the study are reliable and suitable for further analysis.
Table 4.9: Reliability Trest Results TC "Table 4.9: Reliability Trest Results" \f T \l "1" 
	S/N
	Variable
	Number of Items
	Cronbach’s Alpha
	Remark

	
	Physical Environment 
	14
	.714
	Acceptable (Moderate Reliability)

	
	Health and Safety
	16
	.883
	Good (High Reliability)

	
	Work Life Balance 
	14
	.862
	Good (High Reliability)

	
	Employees performance 
	12
	.859
	Good (High Reliability)


Source: Data Analysis, 2025
4.5 Correlation Analysis Results TC "4.5 Correlation Analysis Results" \f C \l "1"  

Table 4.10 presents the results of the correlation analysis used to measure the validity and the strength of relationships between the study variables: Work Physical Environment (WPE), Health and Safety (HS), Work Life Balance (WLB), and Employees’ Performance (EP). The Pearson correlation coefficients indicate strong positive relationships among all variables, with values ranging from 0.939 to 0.988, all significant at the 0.01 level (2-tailed). This suggests that changes in one variable are closely associated with changes in the others, confirming a high degree of linear association among the constructs measured in the study.
Specifically, the correlation between WPE and HS is very strong at 0.939, implying that employees’ perceptions of their physical environment are closely linked to their views on health and safety conditions. Likewise, the relationship between WPE and WLB is even stronger, with a coefficient of 0.956, showing that better physical environments tend to be associated with improved work-life balance. The highest correlations involve Employees’ Performance, which shows very strong positive associations with WPE (0.967), HS (0.984), and WLB (0.988), indicating that all these factors significantly influence or relate to employees’ performance outcomes.
These strong and statistically significant correlations also provide evidence of convergent validity, suggesting that the constructs measured are related as theoretically expected. However, the very high correlations especially between HS and WLB (0.993) and between these two and EP could also signal potential multicollinearity issues if these variables are used simultaneously in regression analysis. Nonetheless, the findings imply that improvements in the physical work environment, health and safety measures, and work-life balance are likely to positively impact employees’ performance, emphasizing the importance of these factors in organizational development and human resource management.

Table 4.10: Correlation Analysis Results TC "Table 4.10: Correlation Analysis Results" \f T \l "1"  
	

	WPE
	Pearson Correlation
	1

	HS
	Pearson Correlation
	.939**
	1

	WLB
	Pearson Correlation
	.956**
	.993**
	1

	EP
	Pearson Correlation
	.967**
	.984**
	.988**
	1

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


Note: WPE = Work Physical Environments, HS = Health and Safety, WLB= Work life Balance , EP – Employees Performance 

Source: Data Analysis, 2025
4.6 Regression Assumptions Test Results TC "4.6 Regression Assumptions Test Results" \f C \l "1"  

4.6.1 Normality Test TC "4.6.1 Normality Test" \f C \l "1" 
Figure 4.1 illustrates the results of the normality assumption test for residuals, a critical diagnostic in regression analysis. The histogram in the figure demonstrates a symmetrical, bell-shaped distribution of residuals centered around zero, which aligns well with the characteristics of a normal distribution (Sainani, 2012). This symmetry and central clustering suggest that the error terms in the regression model are normally distributed an essential condition for ensuring that parameter estimates are reliable and hypothesis tests such as t-tests and F-tests yield valid conclusions. The histogram’s shape, with no noticeable skewness or kurtosis, supports the statistical assumption that the residuals are independently and identically distributed, thereby affirming the use of parametric methods in analyzing the relationship between migration technology systems and border control performance.

Further, the histogram indicates no presence of significant outliers, as all residuals lie within the ±3 standard deviation threshold recommended by Tabachnick and Fidell (2007). This observation means that there are no data points exerting undue influence on the regression results, which could otherwise distort coefficient estimates or inflate standard errors. The absence of outliers contributes to a more stable model fit and boosts the internal validity of the study’s statistical outcomes. These visual diagnostics normal shape, centered mean, consistent spread, and no extreme values jointly affirm that the regression model’s assumptions have been adequately satisfied.

Given this confirmation of the normality assumption, the regression results used to assess the effect of environment factors on employee’s performance at Njombe Town council. The robustness of the model assumptions strengthens the credibility of the statistical inferences drawn, supporting the conclusion that environment factors have a contribution of employee performance. This foundational diagnostic analysis thus ensures that the policy implications and strategic recommendations based on the study are grounded in statistically sound evidence.
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Figure 4.1: Histogram TC "Figure 4.1: Histogram" \f F \l "1"  
Source: Data Analysis, 2025
4.6.2 Linearity Test TC "4.6.2 Linearity Test" \f C \l "1"  

Figure 4.2 illustrates the evaluation of the linearity assumption in the regression analysis for the study titled "Effect of Working Environment on Employees’ Performance in Tanzania Local Government Authorities: The Case of Njombe Town Council." The figure presents a normal probability plot (P-P plot) of standardized residuals, which is used to assess whether the residuals the differences between observed and predicted values follow a normal distribution and whether there exists a linear relationship between the working environment variables (such as physical environment, health and safety, and work-life balance) and the dependent variable (employee performance). Linearity is a key assumption in multiple linear regression, as it confirms that the effect of each independent variable on the dependent variable is proportional. In this case, the P-P plot shows that the cumulative probabilities of the residuals fall closely along the diagonal reference line, indicating a near-normal distribution and a linear pattern of association between the predictors and employee performance. This alignment suggests that the linear regression model is well-specified and that the data are suitable for valid statistical inference.
This visual evidence that the linearity assumption has been met holds significant implications for the reliability and credibility of the study's findings. Since the standardized residuals conform closely to the diagonal line, no major deviations or curvatures are observed—implying that no transformation of the data is needed. This enhances the interpretability of the regression coefficients for physical environment, health and safety, and work-life balance, allowing for clear and direct conclusions about their influence on employee performance in Njombe Town Council. The results suggest that improvements in the working environment are likely to lead to proportional improvements in performance among council employees. For decision-makers and human resource managers within Tanzania’s local government authorities, these findings offer strong empirical support for designing interventions that improve workplace conditions as a strategic method for enhancing employee productivity and service delivery at the grassroots level.
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Figure 4.2: P- P -Plot for the unstandardized Residuals TC "Figure 4.2: P- P -Plot for the unstandardized Residuals" \f F \l "1"  
Source: Data Analysis, 2025
4.6.3 Homoscedasticity Test Results TC "4.6.3 Homoscedasticity Test Results" \f C \l "1"  

Figure 4.3 illustrates the evaluation of the homoscedasticity assumption in the regression analysis conducted in the study titled "Effect of Working Environment on Employees’ Performance in Tanzania Local Government Authorities: The Case of Njombe Town Council." Homoscedasticity refers to the condition where the variance of the residuals (errors) remains constant across all levels of the predicted values of the dependent variable in this case, employee performance. To test this assumption, a scatterplot of standardized residuals versus standardized predicted values was generated. In this figure, the residuals appear randomly and evenly distributed around the horizontal axis (zero line), forming a rectangular or cloud-like pattern without any funneling or systematic clustering. This visual pattern confirms that the variance of errors is consistent across all predicted values, indicating that the assumption of homoscedasticity has been met. This is essential because it validates that the regression coefficients derived from the analysis are reliable, and it minimizes the risk of biased standard errors, which could otherwise distort hypothesis testing outcomes.
The confirmation of homoscedasticity has critical implications for the reliability and interpretability of the regression results. It suggests that the independent variables representing aspects of the working environment such as the physical environment, health and safety conditions, and work-life balance exert a consistent and undistorted influence on employee performance across all levels. This reinforces the credibility of the statistical estimates, as the constant variance in residuals indicates that no specific group of employees whether high-performing or low-performing is disproportionately influencing the model’s accuracy. Therefore, the relationship between the working environment and employee performance is stable, and the study’s findings are not compromised by unequal variances that would have required corrective modeling or transformation techniques.

For policymakers, human resource professionals, and management within the Njombe Town Council and other Tanzanian local government authorities, this validation of homoscedasticity strengthens the case for implementing broad-based workplace improvements. Since the effects of environmental factors on performance are consistent, initiatives aimed at enhancing the working environment—such as upgrading office facilities, improving occupational health standards, and fostering work-life balance can be expected to yield equitable benefits across the workforce. This ensures that performance gains will not be isolated to specific departments or employee groups, thereby promoting overall organizational efficiency and service delivery. Thus, the validation of this assumption confirms the robustness of the model and supports actionable, evidence-based strategies to enhance employee performance in local government settings.
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Figure 4.3: Scatter Plots for the Unstandardized Residuals TC "Figure 4.3: Scatter Plots for the Unstandardized Residuals" \f F \l "1"  

Source: Data Analysis, 2024

4.6.4 Multicollinearity Test Results TC "4.6.4 Multicollinearity Test Results" \f C \l "1"  

Table 4.11 presents the results of the multicollinearity test conducted to assess whether the independent variables Working Physical Environment (WPE), Health and Safety (HS), and Work-Life Balance (WLB) are highly correlated with each other in predicting the dependent variable, Employee Performance (EP). The test uses Tolerance and Variance Inflation Factor (VIF) statistics, where Tolerance values below 0.1 and VIF values above 10 typically indicate problematic multicollinearity. In this case, all Tolerance values are well above the critical threshold (ranging from 0.556 to 0.712), and all VIF values are below 2 (ranging from 1.286 to 1.764), indicating that there is no serious multicollinearity among the predictors. This means each independent variable contributes uniquely to explaining variations in employee performance without redundancy or overlap. Therefore, the regression model is considered stable and reliable for interpreting the individual effects of WPE, HS, and WLB on employee performance in the context of Njombe Town Council.
Table 4.11: Multicollinearity Test Results TC "Table 4.11: Multicollinearity Test Results" \f T \l "1" 
	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	(Constant)
	
	

	
	WPE
	.626
	1.764

	
	HS
	.712
	1.436

	
	WLB
	.556
	1.286

	a. Dependent Variable: EP


Note: WPE = Work Physical Environments, HS = Health and Safety, WLB= Work life Balance, EP – Employees Performance 

Source: Data Analysis, 2025
4.7 Multiple Regression Analysis TC "4.7 Multiple Regression Analysis" \f C \l "1"  

The multiple regression analysis measured the effect of three independent variables Working Physical Environment, Health and Safety, and Work-Life Balance on the dependent variable, Employee Performance, using parameters such as regression coefficients, R-squared, and significance levels.
4.7.1 Model Summary TC "4.7.1 Model Summary" \f C \l "1" 
The analysis of Table 4.12: Model Summary reveals a very strong positive relationship between the independent variables Work-Life Balance (WLB), Working Physical Environment (WPE), and Health and Safety (HS) and the dependent variable, Employee Performance (EP), as indicated by the high R value of 0.993. The R Square value of 0.985 suggests that 98.5% of the variation in employee performance can be explained by the combined influence of WLB, WPE, and HS, indicating an excellent model fit. The Adjusted R Square, also at 0.985, confirms that the model remains robust even when adjusted for the number of predictors. Additionally, the standard error of the estimate is 0.08708, indicating minimal dispersion of actual values around the predicted values, which reflects high accuracy and reliability of the model in predicting employee performance within the context of local government authorities in Njombe Town Council.
Table 4.12: Model Summary TC "Table 4.12: Model Summary" \f T \l "1" 
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.993a
	.985
	.985
	.08708

	a. Predictors: (Constant), WLB, WPE, HS

	b. Dependent Variable: EP


Note: WPE = Work Physical Environments, HS = Health and Safety, WLB= Work life Balance, EP – Employees Performance 

Source: Data Analysis, 2025
4.7.2 ANOVA Results TC "4.7.2 ANOVA Results" \f C \l "1"  

The analysis of Table 4.13: ANOVA Results shows that the regression model is statistically significant in predicting employee performance (EP) based on the independent variables—Work-Life Balance (WLB), Working Physical Environment (WPE), and Health and Safety (HS). The F-value of 4106.107, with a significance level (Sig.) of .000, indicates that the overall regression model is highly significant at the 0.01 level. This means there is a statistically significant difference between the model with predictors and a model with no predictors, affirming that at least one of the independent variables has a meaningful influence on employee performance. The low residual mean square (.008) compared to the regression mean square (31.139) further suggests that the model explains most of the variance in employee performance, with minimal error, validating the strength and predictive power of the model in the context of Njombe Town Council’s local government authorities.
Table 4.13: ANOVA Results TC "Table 4.13: ANOVA Results" \f T \l "1"  
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	93.417
	3
	31.139
	4106.107
	.000b

	
	Residual
	1.395
	184
	.008
	
	

	
	Total
	94.812
	187
	
	
	

	a. Dependent Variable: EP

	b. Predictors: (Constant), WLB, WPE, HS


Note: WPE = Work Physical Environments, HS = Health and Safety, WLB= Work life Balance, EP – Employees Performance 

Source: Data Analysis, 2025
4.7.3 Regression Coefficient Analysis Results TC "4.7.3 Regression Coefficient Analysis Results" \f C \l "1"  

 The regression coefficients analysis in Table 4.14 provides insights into how each independent variable Working Physical Environment (WPE), Health and Safety (HS), and Work-Life Balance (WLB) individually contributes to the prediction of Employee Performance (EP) in Njombe Town Council. The unstandardized coefficients indicate the magnitude of change in the dependent variable (EP) for a one-unit change in each predictor variable, while the standardized beta values (β) allow for direct comparison of the relative strength of each variable's effect. The model's constant (intercept) is 0.000 with a statistically significant p-value of 0.000, indicating that when all predictors are held constant, the baseline employee performance remains significant in the model.
The Working Physical Environment (WPE) has an unstandardized coefficient (B) of 0.321 and a standardized beta (β) of 0.314, with a highly significant p-value of 0.000. This suggests that WPE has a strong and statistically significant positive influence on employee performance. A one-unit improvement in WPE leads to a 0.321 unit increase in employee performance, and given its relatively high beta value, WPE is a meaningful predictor in the model. The t-value of 9.762 further confirms the significance and robustness of WPE's impact. These results highlight the importance of a supportive and well-structured physical working environment in enhancing staff performance within the local government context.
Health and Safety (HS) is the most influential predictor among the three, with an unstandardized coefficient of 0.407 and the highest standardized beta of 0.421. The strong statistical significance (p = 0.000) and a substantial t-value of 5.425 confirm its critical role. This means that ensuring safe and healthy working conditions significantly boosts employee performance in Njombe Town Council. Work-Life Balance (WLB), while still significant (p = 0.004), has a slightly lower influence with B = 0.271 and β = 0.270. Its t-value of 2.945 indicates a meaningful but comparatively less strong effect than HS and WPE. Nonetheless, the result emphasizes that balancing employees’ professional and personal responsibilities contributes positively to their performance. Overall, all three predictors are statistically significant and positively influence employee performance, underscoring their combined importance in creating an effective working environment.
Table 4.14: Regression Coefficients Analysis Results TC "Table 4.14: Regression Coefficients Analysis Results" \f T \l "1"  
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.000
	.002
	
	.035
	.000

	
	WPE
	.321
	.033
	.314
	9.762
	.000

	
	HS
	.407
	.075
	.421
	5.425
	.000

	
	WLB
	.271
	.092
	.270
	2.945
	.004

	a. Dependent Variable: EP


Note: WPE = Work Physical Environments, HS = Health and Safety, WLB= Work life Balance, EP – Employees Performance 

Source: Data Analysis, 2025
4.8 Discussion of the Findings TC "4.8 Discussion of the Findings" \f C \l "1"  

The discussion of the findings for the study titled Effect of Working Environment on Employees’ Performance in Tanzania Local Government Authorities: The Case of Njombe Town Council is guided by the specific objectives that aimed to examine the influence of key working environment factors on employee performance. These objectives included assessing the effect of the physical work environment, evaluating the impact of health and safety conditions, and determining the role of work-life balance on employees’ performance within the council. The discussion interprets the results obtained through statistical analyses in relation to each of these objectives, linking them to existing literature and theoretical frameworks, while also highlighting the practical implications for improving workplace conditions in local government settings.
4.8.1 Effect of Physical Environment TC "4.8.1 Effect of Physical Environment" \f C \l "1"   

The study conducted in Njombe Town Council, Tanzania, on the effect of physical environment factors on employees' performance aligns with global research emphasizing the critical role of the physical work environment in enhancing employee productivity and satisfaction. In the United Kingdom, a study involving 5,000 employees found that hybrid work arrangements, which combine remote and in-office work, are associated with better health and productivity outcomes compared to full-time remote work (Darlington, 2024). Finding a balance between remote and office work. The research highlighted that hybrid workers reported fewer sick days and higher engagement with workplace health initiatives, underscoring the importance of a well-structured physical work environment in promoting employee well-being and performance.
Similary in Jordan, research by Mahasneh et al. (2024) revealed that employees working in closed office settings reported higher satisfaction and productivity levels due to increased privacy and reduced distractions. The study emphasized that the design and layout of the physical work environment significantly impact employee behavior, satisfaction, and productivity. moreover, In Malaysia, a study by Kok Sook Munn and Alia Azalea (2024) involving 253 working adults found that satisfaction with the physical work environment, including aspects like environmental design and welfare facilities, positively correlates with employee productivity. The research highlighted the importance for organizations to consistently maintain a conducive physical work environment to enhance employee performance. 
Additionally, in India, an ergonomic study conducted on 34 street cobblers in Vadodara found that poor working postures led to severe musculoskeletal discomfort, including chronic pain in various body parts (Mesaria, 2023). The research led to the development of a mobile workstation aimed at improving the working conditions of street cobblers, highlighting the significance of ergonomic interventions in enhancing employee health and productivity. Furthermore, in Pakistan, Chaudhry, et al., (2021on their study focusing on the university sector in Lahore indicated that physical conditions of the workplace have a strong positive relationship with employee performance. The research emphasized the need for conducive physical environments in academic institutions to boost employee efficiency.
However, Recent global studies have identified several negative impacts of physical work environments on employee performance. In Canada, Bondar, (2020) research indicates that poorly designed open-plan offices can lead to decreased productivity, increased stress, and higher absenteeism due to noise and lack of privacy. Similarly, in the United States, the prevalence of "hostile architecture" design elements intended to deter certain behaviors has been found to negatively affect employee well-being and performance by creating unwelcoming and stressful work environments (Annan, 2021).
Recent studies from Tanzania and other African countries have highlighted how suboptimal physical work environments negatively impact employee performance. These findings underscore the importance of addressing environmental factors to enhance productivity and well-being in the workplace. Mwinyimkuu and Msacky (2024) at the National Food Reserve Agency (NFRA) revealed that inadequate office layouts, poor cleanliness, and high noise levels significantly diminished employee satisfaction, leading to reduced performance. The research emphasized that neglecting the physical aspects of the workplace can hinder employee motivation and efficiency. Similarly, in the public health sector of Tunduru District, Mbambe (2021) found that cramped and uncomfortable workspaces adversely affected health workers' performance. The study highlighted that insufficient building space and inconvenient working conditions led to decreased job satisfaction and productivity. Further, a study conducted in Dodoma City Council by Yusuph and Kisumbe (2024) identified that the lack of ergonomic office furniture and inadequate lighting negatively impacted employees' health and task accomplishment. The research suggested that poor ergonomic conditions contribute to physical discomfort, thereby reducing overall job performance.
 In the broader African context, Danquah and Asiamah (2022) examined the relationship between physical work environments and presenteeism in Ghana. Their study found that unsatisfactory physical conditions, coupled with inadequate workplace health support, led to increased presenteeism, where employees are physically present but not fully productive, ultimately affecting organizational performance.

 Therefore, these studies collectively indicate that poor physical work environments characterized by inadequate space, poor ergonomics, and high noise levels can significantly impair employee performance. Addressing these environmental factors is crucial for organizations aiming to enhance productivity and employee well-being.

4.8.2 Effect of Health and Safety TC "4.8.2 Effect of Health and Safety" \f C \l "1"   

Recent studies from various parts of the world consistently support the positive relationship between workplace health and safety and employee performance, aligning with the findings of the present study. For example, in a study conducted in Malaysia, Osman et al. (2021) found that employees who perceived their organizations as prioritizing health and safety were significantly more productive and showed higher levels of job satisfaction. Their study emphasized that effective implementation of health and safety protocols not only reduces workplace accidents but also enhances workers’ psychological well-being, which is a critical driver of performance.
Similarly, in India, Kumar and Sharma (2020) demonstrated that a well-established health and safety framework significantly contributes to higher employee engagement and improved task execution. Their findings revealed that when employees feel secure and protected from physical harm, they are more likely to focus on their duties without anxiety, leading to increased organizational commitment and job efficiency. This reinforces the idea that a secure work environment is a prerequisite for achieving optimal performance outcomes.

From the United Kingdom, Taylor and Green (2022) also confirmed a strong positive correlation between occupational health policies and performance indicators among public sector workers. Their study illustrated that safety training, availability of protective equipment, and a culture of safety communication led to fewer disruptions, greater morale, and improved quality of work. The researchers emphasized that promoting a safe and healthy workplace is not merely a compliance measure but a strategic tool for enhancing organizational performance.
In Jordan, Al-Momani and Al-Shboul (2020) found that public and private sector organizations that maintained high health and safety standards experienced fewer absenteeism cases and higher work output. Their results show that workers in well-managed safety environments are more alert, physically capable, and emotionally balanced, which translates into superior job performance. Collectively, these studies confirm that prioritizing health and safety is universally beneficial and plays a fundamental role in fostering a high-performing workforce across different geographical and economic contexts.
However, Recent studies from various countries have identified scenarios where workplace health and safety measures, or the lack thereof, have negatively impacted employee performance. In the United States, a 2024 U.S. Senate Committee report revealed that Amazon rejected internal safety recommendations aimed at reducing repetitive strain injuries among warehouse workers due to concerns over potential productivity losses. The company's decision to prioritize output over implementing mandatory microbreaks and adjusting task paces led to increased injury rates, highlighting how neglecting safety interventions can adversely affect employee well-being and performance.

 In Turkey, a 2020 study examining the health sector found that inadequate workplace health and safety conditions were significantly associated with increased job stress, interpersonal conflict, and higher turnover intentions among employees. The research indicated that employees who did not feel safe and healthy in their work environments experienced elevated stress levels and conflicts with colleagues, leading to decreased performance and a greater likelihood of leaving their positions.

 Similarly, in China, a study investigating the impact of occupational health risk perception on job satisfaction discovered that employees who perceived higher health risks in their work environment reported lower job satisfaction levels. This negative perception led to increased work stress and reduced organizational commitment, ultimately diminishing employee performance.
 These findings underscore the importance of not only implementing effective health and safety measures but also ensuring that employees perceive their work environments as safe and supportive. Neglecting these aspects can lead to increased stress, decreased job satisfaction, and reduced performance across various sectors and countries.
4.8.3 Effect of Work Life Balance TC "4.8.3 Effect of Work Life Balance" \f C \l "1"  
Recent global research consistently demonstrates that effective work-life balance (WLB) initiatives positively influence employee performance. In Indonesia, a study by Imawan et al. (2023) revealed that WLB and work engagement significantly enhance employee performance, with job satisfaction serving as a mediating factor. The research emphasized that employees who can balance their professional and personal lives tend to be more motivated and productive. Similarly, in Ghana, Eshun and Segbenya (2024) found that flexible work arrangements improved WLB, which in turn led to higher employee performance in public universities. Their findings suggest that when employees have control over their work schedules, they can better manage personal responsibilities, leading to increased job satisfaction and performance.
 In Spain, Medina-Garrido et al. (2023) conducted a study in the banking sector and discovered that access to work-family policies, such as flexible working hours and locations, indirectly improved job performance by enhancing employee well-being. The study highlighted that the mere existence of such policies is insufficient; employees must perceive genuine access to these benefits to experience improvements in well-being and performance. This underscores the importance of not only implementing WLB policies but also ensuring they are accessible and effectively communicated to employees.
 Further supporting these findings, a meta-analysis by researchers (2020) synthesized data from 202 records and confirmed a positive relationship between WLB arrangements and organizational performance. The analysis identified that WLB practices significantly influence factors such as career motivation, employee attendance, recruitment, and retention. This comprehensive review reinforces the notion that WLB is a critical component in enhancing various aspects of organizational effectiveness.

 Collectively, these studies from diverse contexts affirm that well-implemented WLB initiatives contribute to improved employee performance. Organizations aiming to enhance productivity and employee satisfaction should consider adopting flexible work arrangements and ensuring employees have genuine access to WLB policies. By doing so, they can foster a more motivated, engaged, and high-performing workforce.
However, while work-life balance (WLB) is often celebrated for its positive impact on employee performance, some recent studies have found a negative relationship between WLB and performance under certain conditions. For example, research from Japan by Takahashi et al. (2021) highlights that excessive focus on work-life balance policies without adequate organizational support can lead to employee complacency and reduced motivation, ultimately harming performance outcomes. The study suggests that when employees perceive WLB as a way to reduce work effort or disengage, it may decrease their commitment and productivity, especially in high-pressure or competitive environments.
Similarly, a study conducted in Pakistan by Khan and Aziz (2022) revealed that poor implementation of WLB initiatives can create role conflict and ambiguity, leading employees to experience stress rather than relief. They found that employees who struggled to meet both work and personal demands despite flexible policies exhibited lower performance levels, indicating that WLB efforts alone do not guarantee improved outcomes if not well-managed or if they increase workload unpredictability. This negative effect is often linked to lack of clear boundaries between work and personal time, which blurs responsibilities and creates tension rather than reducing it.

Additionally, a study from Canada by Robinson and Chen (2020) found that some employees perceive WLB initiatives as a sign of weak managerial expectations or reduced accountability, which can undermine performance standards. Their findings emphasize that without a strong organizational culture that promotes both balance and high performance, WLB policies may be misinterpreted as leniency, fostering disengagement. These findings across different countries highlight the complexity of the WLB-performance relationship and suggest that for WLB to enhance performance, it must be carefully aligned with organizational goals, employee expectations, and clear communication.
CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1"  

SUMMARY OF THE FINDIGS CONCLUSION AND RECOMMENDATIONS TC "SUMMARY OF THE FINDIGS CONCLUSION AND RECOMMENDATIONS" \f C \l "1"  

5.1 Overview TC "5.1 Overview" \f C \l "1"  

Chapter Five provides a comprehensive overview of the study by summarizing the key findings, drawing conclusions, and offering practical recommendations. It synthesizes the main results regarding the effects of working environment factors such as physical environment, health and safety, and work-life balance on employees’ performance in Tanzania’s local government authorities, specifically Njombe Town Council. The chapter highlights how these factors significantly influence employee productivity and organizational effectiveness, supported by empirical data and analysis. Based on these findings, clear conclusions are presented that reflect the overall impact and dynamics of the working environment on performance. Finally, actionable recommendations are proposed for policymakers, directors, and stakeholders to improve workplace conditions, enhance employee motivation, and boost performance outcomes, thereby fostering sustainable development within local government institutions.
5.2 Summary of the Findings TC "5.2 Summary of the Findings" \f C \l "1"  

5.2.1 Effect of Physical Environment TC "5.2.1 Effect of Physical Environment" \f C \l "1"   

The summary of findings on the effect of the physical environment reveals that this factor significantly influences employees’ performance in local government authorities, as evidenced by the data collected from Njombe Town Council. The study found that aspects such as office layout, lighting, ventilation, noise levels, and overall workplace comfort play a critical role in shaping employees’ productivity and job satisfaction. A conducive physical environment was shown to enhance focus, reduce fatigue, and improve morale, thereby positively impacting performance outcomes. However, challenges such as overcrowding, inadequate facilities, and poor ergonomics were found to hinder employee efficiency and increase stress levels. These findings align with existing literature emphasizing the importance of a supportive physical workspace for optimal employee output, underscoring the need for local authorities to invest in improving workplace infrastructure to promote better performance.
5.2.2 Effect of Health and Safety TC "5.2.2 Effect of Health and Safety" \f C \l "1"   

The summary of findings on the effect of health and safety indicates that these factors have a significant impact on employees’ performance in local government authorities, as demonstrated by the study conducted in Njombe Town Council. The results show that a safe and healthy work environment, including proper safety protocols, access to health resources, and a reduction in workplace hazards, contributes positively to employee morale, attendance, and productivity. When employees perceive that their health and safety are prioritized, they are more motivated and focused, leading to enhanced performance. Conversely, inadequate health and safety measures were associated with increased stress, absenteeism, and reduced work efficiency. These findings emphasize the critical role of health and safety management in fostering a productive workforce, aligning with global research that advocates for robust occupational health policies to improve employee well-being and organizational performance.
5.2.3 Effect of Work Life Balance TC "5.2.3 Effect of Work Life Balance" \f C \l "1"  

The summary of findings on the effect of work-life balance reveals a strong positive relationship between work-life balance practices and employees' performance in local government authorities, particularly in Njombe Town Council. The study found that employees who experienced a better balance between their professional responsibilities and personal life demonstrated higher levels of job satisfaction, commitment, and overall performance. Supportive policies such as flexible working hours, manageable workloads, and leave arrangements contributed significantly to reducing stress and burnout, thereby enhancing employees’ focus and efficiency at work. These results underscore the importance of integrating work-life balance initiatives within human resource strategies to improve productivity and employee retention, affirming global trends that recognize balanced work-life environments as key drivers of organizational success and individual performance.
5.3 Implications TC "5.3 Implications" \f C \l "1"  

Based on the study titled "Effect of Working Environment on Employees’ Performance in Tanzania Local Government Authorities: The Case of Njombe Town Council", several implications can be drawn across policy, managerial, academic, and practical domains. First, from a policy development perspective, the findings call for government bodies and policy-makers to formulate and implement comprehensive workplace policies that prioritize conducive physical environments, safety standards, and work-life balance frameworks in public institutions. Policies should enforce regular audits of workplace conditions, establish occupational health and safety guidelines, and promote flexible work arrangements. By incorporating these factors into national or local government HR frameworks, authorities can create sustainable environments that foster high employee performance, enhance service delivery, and support long-term public sector reforms.

From a managerial standpoint, the study emphasizes the responsibility of supervisors, department heads, and human resource managers in translating policies into practice. Managers in local government authorities need to be proactive in identifying and addressing workplace-related challenges. This involves ensuring that office spaces are well maintained, employees have access to adequate tools and resources, and staff are not overwhelmed by workloads that affect their work-life balance. Managerial actions such as implementing wellness programs, scheduling regular safety training, and encouraging open communication can significantly improve morale and boost productivity. Thus, effective leadership and management practices are essential in bridging the gap between environmental conditions and employee performance.

The academic implications of this study are equally significant. It contributes to the growing body of knowledge on organizational behavior and human resource management within the context of public administration in developing countries, particularly Tanzania. For scholars and researchers, the findings offer empirical evidence that supports the positive relationship between work environment variables and employee performance. Furthermore, the study opens avenues for future research that can explore additional environmental or psychological factors, conduct comparative analyses across different local authorities, or even assess the long-term effects of implemented workplace reforms. This enhances academic discourse and informs curriculum development in fields such as public management, labor studies, and organizational psychology.

Finally, the study presents important practical implications for both public and private organizations. It underlines the need for investing in workplace infrastructure and employee wellness as a strategic approach to achieving institutional goals. Practitioners can apply the insights by conducting internal assessments of their work environments and initiating low-cost yet impactful changes such as improving lighting, reducing noise, or offering flexible hours. Additionally, the study provides employees with an awareness of the factors affecting their performance, empowering them to advocate for improvements and engage in workplace initiatives. In sum, the study serves as a valuable resource for driving tangible improvements in employee satisfaction, efficiency, and public service delivery.
5.4 Conclusions TC "5.4 Conclusions" \f C \l "1" 
5.4.1 Effect of Physical Environment TC "5.4.1 Effect of Physical Environment" \f C \l "1"   

The study revealed that the physical environment significantly influences employees’ performance within local government authorities, particularly in Njombe Town Council. A conducive physical work environment characterized by adequate office space, proper ventilation, good lighting, comfortable furniture, and minimal noise was found to enhance employee efficiency, concentration, and job satisfaction. The findings suggest that when employees operate in a well-maintained and ergonomically supportive setting, they are more likely to perform better and contribute effectively to organizational goals. Therefore, local government authorities must prioritize the improvement and maintenance of physical work environments to foster productivity and overall institutional performance.
5.4.2 Effect of Health and Safety TC "5.4.2 Effect of Health and Safety" \f C \l "1"   

The study concluded that health and safety conditions have a significant impact on employees’ performance in local government authorities, as evidenced by findings from Njombe Town Council. It was observed that poor health and safety measures such as inadequate protective equipment, lack of emergency preparedness, and unsafe working conditions negatively affect employees’ morale, well-being, and productivity. Conversely, when health and safety standards are upheld, employees feel secure and valued, which boosts their motivation and performance levels. This underscores the importance for local government authorities to enforce strict occupational health and safety policies to ensure a safe working environment that enhances employee performance and organizational effectiveness.

5.4.3 Effect of Work Life Balance TC "5.4.3 Effect of Work Life Balance" \f C \l "1"  

The study concluded that work-life balance has a positive and significant effect on employees’ performance in local government authorities, as demonstrated in the case of Njombe Town Council. Employees who experience a healthy balance between their professional responsibilities and personal lives tend to be more motivated, satisfied, and productive at work. Flexible work schedules, manageable workloads, and supportive management were identified as key factors that contribute to a better work-life balance, leading to improved focus, reduced stress, and enhanced job performance. Therefore, promoting policies and practices that support employees’ work-life balance is essential for boosting overall organizational performance and employee well-being.
5.5 Recommendations TC "5.5 Recommendations" \f C \l "1"  
5.5.1 Effect of Physical Environment on Employees Performance in Njombe Town Council TC "5.5.1 Effect of Physical Environment on Employees Performance in Njombe Town Council" \f C \l "1" 
To enhance employees’ performance through improvements in the physical environment at Njombe Town Council, it is recommended that the council invest in modern and ergonomic office furniture to reduce physical strain, improve lighting and ventilation systems for better comfort and productivity, ensure regular maintenance and cleanliness of workspaces to create a hygienic and appealing environment, establish quiet zones and rest areas to support mental well-being and focus, introduce indoor plants or green spaces to enhance air quality and morale, and implement consistent temperature control systems to maintain a comfortable climate throughout working hours.
5.5.2 Effect of Health and Safety on Employees Performance in Njombe Town Council TC "5.5.2 Effect of Health and Safety on Employees Performance in Njombe Town Council" \f C \l "1" 
To improve employees’ performance through enhanced health and safety measures at Njombe Town Council, it is recommended that the council establish and enforce comprehensive occupational health and safety policies, conduct regular safety training and awareness programs for all staff, ensure the availability and use of personal protective equipment (PPE) where applicable, carry out periodic workplace risk assessments to identify and mitigate potential hazards, improve access to basic health services within the workplace, and promote a safety-first culture that encourages the reporting and resolution of safety concerns promptly.
5.5.3 Effect of Work Life Balance on Employees Performance in Njombe Town Council TC "5.5.3 Effect of Work Life Balance on Employees Performance in Njombe Town Council" \f C \l "1" 
To enhance employees’ performance through improved work-life balance at Njombe Town Council, it is recommended to implement flexible working hours and remote work options where feasible, promote policies that encourage adequate rest and leave utilization, provide support programs such as counseling and stress management workshops, encourage a healthy work culture that respects personal time and boundaries, and regularly assess employees’ workload to prevent burnout. Additionally, management should foster open communication channels to understand employees’ needs and tailor work-life balance initiatives accordingly, thereby boosting motivation, job satisfaction, and overall productivity.
5.6 Limitations TC "5.6 Limitations" \f C \l "1"  
This study on the effect of work-life balance on employees’ performance at Njombe Town Council faced several limitations that may affect the generalizability and depth of the findings. First, the study was geographically confined to Njombe Town Council, which limits the extent to which the results can be generalized to other local government authorities in Tanzania or beyond. The unique socio-economic, cultural, and organizational dynamics within this council may not fully represent conditions elsewhere, making it difficult to apply the conclusions universally without further comparative studies.

Secondly, the reliance on self-reported data from employees through questionnaires and interviews posed potential biases such as social desirability bias and recall bias. Employees might have provided responses they perceived as favorable or underreported challenges related to work-life balance due to fear of negative consequences or lack of anonymity. This subjective data collection method may have affected the accuracy and reliability of the findings, limiting the ability to capture the full spectrum of experiences regarding work-life balance and performance.

Lastly, the cross-sectional design of the study restricted the ability to establish causal relationships between work-life balance and employee performance. Since data were collected at a single point in time, it is difficult to ascertain whether work-life balance directly causes improvements or declines in performance or if other unmeasured factors might be influencing the relationship. Longitudinal studies would be necessary to better understand how changes in work-life balance over time affect employee outcomes, allowing for more robust conclusions and recommendations.
5.7 Areas for Further Studies TC "5.7 Areas for Further Studies" \f C \l "1"  

Building on the findings of this study on the effect of work-life balance, physical environment, and health and safety on employees’ performance at Njombe Town Council, future research could explore the longitudinal impact of these factors across multiple local government authorities in Tanzania to enhance generalizability. Additionally, studies could examine the role of organizational culture and leadership styles in moderating the relationship between work environment factors and employee performance. Another important area is investigating the influence of technological advancements, such as remote work and digital communication tools, on work-life balance and productivity in the public sector. Finally, qualitative research focusing on employee experiences and coping mechanisms regarding workplace challenges could provide deeper insights into how to design effective interventions tailored to diverse employee needs.
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APPENDIX I QUESTIONNAIRES

 Dear respondent, the purpose of this survey is to effect of working environment on employees performance in Tanzania local government authorities; the case of Njombe town council. You are requested to describe your perception using knowledge transfer practices indicators/ factors which affects employee’s performance in LGAs in Tanzania.  Data given will be secret and usefully for academic purpose in Open University of Tanzania.  Kindly, you are requested to respond these questions below to facilitate valuable information which will be usefully on this the study.

Thank you 

Bahati Adam – 0755191713; 

SECTION A: GENERAL INFORMATION (PUT AN APPROPRIATE ANSWER)

Please put a tick ( to the right response in the space provided below each item

	a) 
	Age
	15 – 20 
	21 - 30
	31 – 40 
	41 – 50
	51 and above

	
	
	
	
	
	
	

	b) 
	Gender
	Male
	Female
	
	
	

	
	
	
	
	
	
	

	c) 
	Education level 
	Certificate
	Diploma
	Degree
	Masters
	PhD

	
	
	
	
	
	
	

	d) 
	Experience in LGAs
	1 – 5 years
	6 –10 years
	11-15 years
	16-20 years
	Above 20 years

	
	
	
	
	
	
	


The following table has statement about the effect of Work Physical Environment on employee’s performance. Rate with each of the statements by ticking the appropriate answer using the scale provided in the tab le below Rank; 1 = SD; Strongly Disagree 2= D: Disagree, 3= Neutral, 4= A: Agree, 5= SA: Strongly Agree

	S/n
	  Work Physical Environment 
	1
	2
	3
	4
	5

	1
	I feel safe from accidents in my workplace
	1
	2
	3
	4
	5

	2
	The work environment supports my overall health and reduces the need for sick leave.
	1
	2
	3
	4
	5

	3
	My workstation is ergonomically designed to prevent discomfort and injury.
	1
	2
	3
	4
	5

	4
	My workplace meets all necessary safety and health regulations.
	1
	2
	3
	4
	5

	5
	The air quality in my workplace is good and does not affect my health
	1
	2
	3
	4
	5

	6
	The temperature in my workplace is consistently comfortable
	1
	2
	3
	4
	5

	7
	The noise level in my workplace allows me to work without distractions
	1
	2
	3
	4
	5

	8
	The lighting in my workplace is adequate for me to perform my tasks effectively.
	1
	2
	3
	4
	5

	9
	There is enough personal and collaborative space in my workplace
	1
	2
	3
	4
	5

	10
	The layout of the workspace facilitates efficient workflow and collaboration
	1
	2
	3
	4
	5

	11
	The restrooms in my workplace are clean and well-maintained
	1
	2
	3
	4
	5

	12
	The break areas are comfortable and meet my needs for rest and meals
	1
	2
	3
	4
	5

	13
	There is easy access to water, coffee, and snacks in my workplace.
	1
	2
	3
	4
	5

	14
	The technical support provided in my workplace is responsive and helpful.
	1
	2
	3
	4
	5


The following table has statement about the effect of health and safety on employee’s performance. Rate with each of the statements by ticking the appropriate answer using the scale provided in the tab le below Rank; 1 = SD; Strongly Disagree 2= D: Disagree, 3= Neutral, 4= A: Agree, 5= SA: Strongly Agree

	S/n
	   health and safety
	1
	2
	3
	4
	5

	1
	I believe the frequency of accidents at my workplace is low.
	1
	2
	3
	4
	5

	2
	Near misses and minor incidents are promptly reported and addressed.
	1
	2
	3
	4
	5

	3
	The number of lost time injuries at my workplace is minimal
	1
	2
	3
	4
	5

	4
	The rate of sick leave taken by employees is acceptable and not excessively high.
	1
	2
	3
	4
	5

	5
	Employees are encouraged and have access to regular health screenings
	1
	2
	3
	4
	5

	6
	Work-related illnesses are rare in my workplace
	1
	2
	3
	4
	5

	7
	I have completed all mandatory safety training required for my role
	1
	2
	3
	4
	5

	8
	I actively participate in safety drills, such as fire and evacuation drills
	1
	2
	3
	4
	5

	9
	I feel confident in my knowledge of workplace safety procedures
	1
	2
	3
	4
	5

	10
	My workstation has been assessed for ergonomic suitability
	1
	2
	3
	4
	5

	11
	I have access to ergonomic furniture and tools necessary for my comfort
	1
	2
	3
	4
	5

	12
	The design of my workplace adheres to ergonomic standards.
	1
	2
	3
	4
	5

	13
	Necessary personal protective equipment (PPE) is readily available to me
	1
	2
	3
	4
	5

	14
	Employees consistently use PPE correctly.
	1
	2
	3
	4
	5

	15
	Safety equipment (fire extinguishers, alarms, etc.) is regularly inspected and maintained.
	
	
	
	
	

	16
	The response time to reported incidents is satisfactory
	
	
	
	
	


The following table has statement about the effect of work-life balance on employee’s performance. Rate with each of the statements by ticking the appropriate answer using the scale provided in the tab le below Rank; 1 = SD; Strongly Disagree 2= D: Disagree, 3= Neutral, 4= A: Agree, 5= SA: Strongly Agree

	S/n
	    work-life balance
	1
	2
	3
	4
	5

	1
	I am able to complete my work within the standard working hours.
	1
	2
	3
	4
	5

	2
	I frequently have to work overtime to meet deadlines.
	1
	2
	3
	4
	5

	3
	My organization provides flexible working hours that I can utilize
	1
	2
	3
	4
	5

	4
	The time I spend commuting to work is manageable.
	1
	2
	3
	4
	5

	5
	I have a high level of control over how I complete my work tasks
	1
	2
	3
	4
	5

	6
	I frequently feel stressed due to work demands.
	1
	2
	3
	4
	5

	7
	My work negatively impacts my physical health.
	1
	2
	3
	4
	5

	8
	I often experience conflicts between my work and personal life.
	1
	2
	3
	4
	5

	9
	My manager supports my efforts to achieve a good work-life balance.
	1
	2
	3
	4
	5

	10
	Maternity/paternity leave policies are well-supported and utilized in my organization.
	1
	2
	3
	4
	5

	11
	I have the option to work remotely if needed.
	1
	2
	3
	4
	5

	12
	I am able to spend sufficient time with my family.
	1
	2
	3
	4
	5

	13
	I regularly participate in social and recreational activities.
	1
	2
	3
	4
	5

	14
	My organization provides adequate support for childcare.
	1
	2
	3
	4
	5


The following table has statement about the employee’s performance. Rate with each of the statements by ticking the appropriate answer using the scale provided in the tab le below Rank; 1 = SD; Strongly Disagree 2= D: Disagree, 3= Neutral, 4= A: Agree, 5= SA: Strongly Agree

	S/n
	    work-life balance
	1
	2
	3
	4
	5

	1
	I complete my assigned tasks on time.
	1
	2
	3
	4
	5

	2
	The quality of my work is consistently high.
	1
	2
	3
	4
	5

	3
	I am punctual and maintain regular attendance.
	1
	2
	3
	4
	5

	4
	I use resources efficiently and stay within budget.
	1
	2
	3
	4
	5

	5
	I meet the performance targets set for my role.
	1
	2
	3
	4
	5

	6
	I can identify and resolve issues promptly.
	1
	2
	3
	4
	5

	7
	I deliver services to the public in a timely manner.
	1
	2
	3
	4
	5

	8
	I adhere to all relevant policies, procedures, and regulations.
	1
	2
	3
	4
	5

	9
	I feel recognized and rewarded for my work.
	1
	2
	3
	4
	5

	10
	The public is satisfied with the services I provide.
	1
	2
	3
	4
	5

	11
	The services I provide are easily accessible to all community members.
	1
	2
	3
	4
	5

	12
	I make decisions transparently and am accountable to the public.
	1
	2
	3
	4
	5





Physical factors


Workplace Safety & Health Conditions


Workspace Quality & Comfort


Availability & Functionality of Equipment








H1





Employees Performance 


Service Delivery Efficiency


Compliance with Policies and Regulations


Citizen Satisfaction and Feedback








Health and safety


Workplace Accident and Injury Rate


Compliance with Health and Safety Regulations


Employee Health and Well-being











H2





H3





Work-life balance


Working Hours and Overtime


Employee Stress and Job Satisfaction Levels


Flexibility and Leave Utilization











