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ABSTRACT TC "ABSTRACT" \f C \l "1" 
The study assessed effect of transparency on employee performance in local government authorities in Tanzania: the case of Newalla town council.  The objectives which guided the study was to determine the effect of procedural justice, distributive justice and interpersonal transparency on employee performance in Newala Town Council. The theory applied to the study was Organization Justice theory and the study employed positivism philosophy, using a quantitative approach. It also used descriptive study design. Data were collected from 276 respondents through a structured questionnaire selected through stratified sampling technique. Descriptive statistics were used to determine the mean and standard deviation of each variable, while multiple regression analysis was used to test for relationship of variables.   The study found that transparency is significantly and positively relation between procedure justice, distributive justice, interpersonal transparency and employees’ performance. The study concludes that, there is a significant positive relationship between procedural justice, distributive justice, interpersonal transparency and employees’ performance. The study recommends that, given the positive effect of transparency on employee performance, the Newala Town Council should prioritize enhancing transparency in its organizational processes. By fostering procedural justice, equitable distribution of resources, and promoting open and honest interpersonal communication, the Council can significantly improve employee motivation, satisfaction, and overall performance. Implementing these measures will not only boost individual productivity but also contribute to more effective service delivery and better community outcomes within Newala Town. 
Keywords: Procedural Justice, Distributive justice and Interpersonal Transparency Employees performance, Local Government Authorities.
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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 introduces the study by presenting the background of the research, emphasizing the effect of transparency on employee performance. It outlines the statement of the problem, which highlights the existing gap in understanding how transparency influences employee performance within Local Government Authorities. Also defines the research objectives and research questions that guide the study. Furthermore, it explains the significance of the study to various stakeholders, including policymakers, employees, and academic researchers. The scope of the study is clearly defined, focusing on Newala Town Council in Tanzania. Finally, the chapter concludes with an overview of the organization of the study, which is structured into five main chapters, each contributing systematically to understanding the influence of transparency on employee performance in the context of Local Government Authorities.
1.2 Background of the Study TC "1.2 Background of the Study" \f C \l "1"  

Employee performance is crucial to the success and longevity of any firm. High performance not only increases production and efficiency, but it also improves organizational effectiveness. Employee performance has a direct impact on a company's capacity to innovate, meet customer needs, and maintain a competitive edge in today's competitive business environment characterized by rapid changes and technology breakthroughs. (Smith and Jones, 2023; Davis, 2022). Globally, various initiatives and frameworks have been developed to promote transparency in LGAs, such as the Open Government Partnership (OGP), which encourages governments to adopt transparency, participatory, and accountable practices. For example, studies have shown that in countries like Estonia and New Zealand, where LGAs have embraced transparency, there is a significant positive impact on public trust and governance outcomes (OECD, 2023; Transparency International, 2022). The fashion industry, a significant contributor to global greenhouse gas emissions, is under increasing pressure to adopt sustainable practices. Despite commitments to sustainability, many brands face criticism for lacking transparency in their supply chains. Experts advocate for mandatory legislation to enforce transparency and hold companies accountable for their environmental impact (Ragab,2025). 
Organizations like the Global Reporting Initiative (GRI). Provide frameworks for sustainability reporting, helping companies disclose their environmental, social, and governance impacts. The GRI Standards are widely used, with over 10,000 companies from more than 100 countries adopting them (Shakur etail 2025). In international development, transparency ensures that foreign aid and public funds are used effectively and reach their intended beneficiaries. Initiatives like the International Aid Transparency Initiative (IATI) require donors to publish detailed data on aid spending, increasing accountability and reducing waste or misuse (Cifuentes, 2024). Technology has significantly enhanced global transparency by enabling open access to information, real time reporting, public participation, and secure data tracking. Tools like open data portals, citizen engagement platforms, and block chain systems have strengthened accountability, reduced corruption, and built trust between institutions and the public (Lund etail, 2025).
Many African countries have initiated attempts to increase openness at the local government level. For example, Uganda's Local Government Act requires frequent public disclosure of financial information, which has been demonstrated to promote accountability and minimize money misappropriation (Mwesige, 2023). Similarly, in Kenya, the implementation of E government platforms has considerably improved transparency in service delivery and budget administration within LGAs (Ngigi & Obosi, 2022). The immediate results of transparency reforms, but few analyze how these measures sustain or evolve over time, especially in places with fluctuating political and economic conditions. Also, Public trust in local governments varies across the continent. 
In Liberia, a significant portion of the population expresses mistrust in local authorities' management of revenues, with concerns about corruption and inefficiency. Conversely, in countries like Botswana and Madagascar, a majority of citizen’s advocate for public access to local government information, indicating a strong demand for transparency (Oyo,2022). Also The integration of technology has been instrumental in promoting transparency. Local governments are increasingly utilizing information technology, including websites and social media platforms, to disseminate information and engage with citizens. This digital approach has been positively correlated with increased citizen participation and trust in local governance. In Tanzania, for example, the Ubungo Municipal Council has implemented reforms to enhance financial transparency, though challenges such as embezzlement and weak citizen oversight persist (Kuteesa,2021).
In Tanzania Transparency has taken several steps to enhance transparency in governance, particularly in the public sector. The government has implemented various reforms aimed at promoting transparency, including the Public Financial Management Reform Program (PFMRP) XE "PFMRP,:Public Financial Management Reform Program"  and the Local Government Reform Program (LGRP) XE "LGRP,:Local Government Reform Program"  (Mnyanyi & Mushi, 2020). Also (Kessy, 2025) NGOs in Tanzania have evolved from service providers to influential actors in promoting governance, transparency, and accountability. While the legal framework has helped to professionalize and standardize NGO operations, recent regulatory changes have raised concerns about the freedom and sustainability of civil society work. Moving forward, a balanced approach that ensures accountability without stifling civic space is essential for democratic governance and Laws and regulatory frameworks are essential tools for running a nation’s affairs, but their effectiveness depends on consistent implementation and fair enforcement. 
The theory of historical institutionalism explains how colonial legacies have shaped modern governance structures, often creating deeprooted challenges. Understanding and addressing these historical influences is crucial to building effective, accountable, and transparent governance systems today according (Maina, 2024). In fact, this study is significant because it was highlight about transparency in ensuring that all relevant stakeholders, including employees, have access to the information they need to understand how decisions are made, the criteria behind those decisions, and the intended outcomes. As a result, of this study is to look into the effect of transparency on employee performance in Tanzanian local governments, with a focus on Newala town council.

This study is based on Organizational Justice Theory which is refers to the concept of fairness in organizations and the way in which employees perceive the fairness of decision making processes, outcomes, and interpersonal treatment within the workplace. The theory was developed by Jerald Greenberg in the late 1980s, and it has since been expanded and applied to various contexts within organizational behavior. The theory is based on the idea that employees' perceptions of fairness influence their attitudes and behaviors in the workplace, including their job satisfaction, commitment, trust in leadership, and overall performance. 
The theory provides the theoretical lens to understand how transparency within local government authorities, like Newala Town Council, can influence employee performance. By ensuring fairness in decision making processes (procedural justice), distributing rewards fairly (distributive justice), and treating employees with respect and dignity (interactional justice), transparency enhances trust, job satisfaction, and motivation, leading to improved employee performance. The independent variable is transparency, which can influence employee performance through access to information, accountability, open communication, and ethical leadership (Agyemang & Ryan, 2019). 
1.3 Statement of the Problem TC "1.3 Statement of the Problem" \f C \l "1" 
Good governance in public institutions is anchored on key principles such as transparency, accountability, procedural justice, and distributive justice. These principles are not only critical for curbing corruption and enhancing service delivery but also play a vital role in shaping employee performance. Transparency defined as openness in decision making, access to information, and clarity in operational procedures is especially essential in ensuring employees understand organizational goals, decision criteria, and expected outcomes. When transparency is coupled with procedural justice (fairness in processes) and distributive justice (fairness in outcomes), it can significantly enhance employee engagement, trust, motivation, and overall performance (Mbukwin, & Matoka, 2023).
In the context of Tanzania’s local government authorities, however, there exists a significant gap in understanding how these governance principles particularly transparency interact with procedural and distributive justice to influence employee performance. Specifically, at Newala Town Council, there is limited empirical evidence on how decisions are made, what criteria are used, and how these decisions are communicated to employees. This lack of clarity often leads to perceptions of unfairness, reduced employee morale, and low productivity, undermining efforts to strengthen institutional performance and public service delivery (Kessy, 2020).
Furthermore, while transparency and accountability are often discussed in broad terms, little attention has been paid to their operationalization in day today management practices and their actual impact on employee level outcomes such as quality of work, productivity, initiative, and commitment. The absence of structured systems to promote transparent decision making and fair distribution of resources further exacerbates employee dissatisfaction and limits organizational effectiveness.

This study, therefore, seeks to examine the effect of transparency on employee performance in Newala Town Council by analyzing how transparency in decision making interacts with procedural and distributive justice to influence employee engagement, motivation, and performance. Addressing this problem is critical not only for enhancing the performance of local government employees but also for advancing broader public sector reforms aimed at ensuring accountable, transparent, and high performing institutions in Tanzania (Lyezia and Kapaya 2024).
In local government authorities like the Newala Town Council in Tanzania, can addressing the problem of transparency in decision making processes through implementing specific strategies tailored to the unique challenges of public sector governance such as Implementation of EGovernment Systems and enabling informed decision making in governance, business, and society as a whole. These systems provide employees with access to information and services online, making government operations more transparency (Kamuzora, & Mkude,2023).Other authors who write about the problem is Mwaisaka, & Mwaipopo, (2023) who write about Challenges of Transparency in Local Governance: Research has highlighted the persistent challenges in achieving transparency in local governance, including limited resources, bureaucratic inefficiencies, and resistance to change and Chirwa, & Msafiri(2022). 
The purpose of this study was to investigate the influence of transparency on employee performance in Tanzanian local government authority, namely the Newala Town Council, and to address gaps that have not yet been completely investigated, by focusing on the following unique techniques. Longitudinal Analysis: This method can offer insights into long term consequences and patterns. Mbukwini (2023). 
1.4 Research Objectives TC "1.4 Research Objectives" \f C \l "1" 
1.4.1 General Research Objective TC "1.4.1 General Research Objective" \f C \l "1" 
This study assessed the effect of transparency on employee performance in Local Government authorities in Newala Town Council.

1.4.2 Specific Research Objectives TC "1.4.2 Specific Research Objectives" \f C \l "1" 
i. To examine the effect of Procedural justice on employee performance at Newala Town Council
ii. To determine the influence of distributive justice on employee performance at Newala Town Council
iii. To assess the effect of interpersonal transparency on employee performance at Newala Town Council
1.5 Significance of the Study TC "1.5 Significance of the Study" \f C \l "1" 
This study was explorer the effect of transparency on employee performance in Local Government authorities in Newala Town Council. The finding of this study was be very beneficial to various groups of people namely employees, policy maker, management and academia through using the findings in improving Morale and Productivity (Kaplan & Haenlein, 2023).

In theoretical perspective this study is significant because it applies well established theories (Organizational Justice, Public Administration, Employee Motivation, and Leadership) to a real world context in a developing country. It provides theoretical insights into how transparency practices can improve employee performance in local government authorities, offering new contributions to the understanding of how transparency affects public sector management, governance, and employee engagement.

Transparency is a cornerstone of effective governance and has a direct impact on accountability within public institutions (OECD, 2022). This study was present empirical evidence regarding Newala Town Council's transparency practices. Policymakers were benefit from this study's findings in establishing frameworks that encourage openness in local government operations (Ali,2024). This work was add to the greater scholarly discussion of public administration and openness in the public sector.
1.6 Scope of the Study TC "1.6 Scope of the Study" \f C \l "1" 
This study investigated the impact of transparency on employee performance in Newala Town Council, Mtwara Region, Tanzania. The study was theoretically based on Organizational Justice Theory, which emphasizes justice in procedures, outcomes, and interpersonal interactions. The study's methodology was positivist and quantitative, with data collected using an explanatory research design and standardized questionnaires. The target population consisted of 980 personnel from various departments, with 276 respondents selected using stratified sampling. The study was limited to Newala Town Council due to a lack of previous research in similar local government settings. The research was carried out over the 2024 academic year, with data collecting and analysis completed by early 2025.
1.7 Organization of the Study TC "1.7 Organization of the Study" \f C \l "1" 
The proposal is arranged in three chapters: The first chapter is an introductory chapter that discusses the research study's background, problem statement, study objectives, research questions, and study importance. Chapter two is a literature review based on a theoretical and empirical study, which includes a review of various works, the identification of research gaps, and the conceptual framework. The methodology used in the study is presented in Chapter three, which includes research philosophy, research approach, research design and strategy, area of study, population of study, sample and sampling techniques, types of data, data collection tools, data analysis method, variables and measurement procedures, data cleaning and processing, validity and reliability, ethical considerations, chapter four analysis and discussion of finding and five summary, conclusion and recommendations
CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Chapter Overview TC "2.1 Chapter Overview" \f C \l "1" 
This chapter relies on the review of other studies and different literature related to the study in order to get more insights and understanding about the study topic. The chapter therefore includes definition of concepts, theoretical literature review, empirical literature review, research gap, conceptual framework and hypothesis of the study.
2.2 Definitions of Key Terms TC "2.2 Definitions of Key Terms" \f C \l "1" 
2.2.1 Transparency TC "2.2.1 Transparency" \f C \l "1" 
According to Bovens, (2020) Transparency refers to the practice of providing clear, accessible, and understandable information to stakeholders, particularly regarding decision making, actions, and processes. It is essential in various fields, such as governance, business, and technology, for ensuring accountability, trust, and informed decision making. 
According to Kessy, (2020) Transparency in local government refers to the openness and accessibility of government actions, decisions, and processes to the public. It involves the proactive sharing of information regarding governmental operations, policies, and decision making processes, enabling citizens to be informed about the activities of their local authorities. This openness fosters accountability, builds public trust, minimizes opportunities for corruption, and enhances the quality of public services.

In this study transparency examining how the level of transparency within the Newala Town Council affects the motivation, productivity, and overall performance of employees. High transparency can lead to better trust, clearer understanding of job expectations, and a more positive work environment, which in turn may enhance employee performance.
2.2.2 Procedural Justice TC "2.2.2 Procedural Justice" \f C \l "1" 
Refers to the fairness of the processes used to make decisions within an organization. It focuses on how decisions are made, particularly whether the processes are transparency, consistent, unbiased, and whether employees feel they have a voice or opportunity to present their view. In the context of local government, procedural justice might involve ensuring that promotions and performance evaluations are based on clear, transparency, and consistent processes. (Colquitt & Shaw, 2019). According to Nzewi, (2021) Procedural justice in local government refers to the fairness of the processes that lead to outcomes affecting citizens. It emphasizes transparent, impartial, and respectful procedures in decision making, fostering trust and legitimacy between the public and governmental authorities.
In this study, procedural justice would be concerned with how transparent and fair the decision making processes are within the Newala Town Council and how this affects employee performance. When employees perceive that decisions are made fairly and consistently, with adequate transparency and involvement, they are more likely to feel motivated, valued, and empowered in their work, which could enhance their performance.
2.2.3 Distributive Justice TC "2.2.3 Distributive Justice" \f C \l "1" 
Focuses on the fairness of the outcomes or rewards that individuals receive within an organization. It is concerned with whether rewards, such as pay, promotions, or recognition, are distributed in a manner that is seen as fair and equitable. In the context of local government, distributive justice would refer to how fairly employees believe their salaries, promotions, and benefits are distributed, given their work contributions. (Leventhal& Greenberg 2019). Distributive justice in local government pertains to the equitable allocation of resources and services among citizens, ensuring that all community members receive fair and appropriate benefits based on their needs and contributions. This concept emphasizes fairness in the distribution of public goods and services, aiming to rectify historical inequalities and promote social welfare. (Dube, 2021).
In this study, distributive justice would be concerned with how fairly the rewards, recognition, and outcomes are distributed within the Newala Town Council and how these perceptions affect employee performance. When employees believe that outcomes are fairly distributed, they are more likely to feel motivated, valued, and satisfied with their roles, which could positively influence their performance. A transparent system of distributive justice, where rewards are given based on fair and clear criteria, can foster a more engaged and productive workforce. 
2.2.4 Interpersonal Transparency TC "2.2.4 Interpersonal Transparency" \f C \l "1" 
Refers to the fairness of the interpersonal treatment employees receive during the decision making processes. It emphasizes respect, dignity, and the quality of communication in organizational interactions. In a local government setting, interactional justice would involve how fairly and respectfully employees are treated by supervisors or managers during performance reviews, feedback sessions, or when addressing grievances (Bies, & Moag, 2019).
Likangaga eltail (2022) Interpersonal transparency within local government authorities pertains to the openness and honesty demonstrated by government officials in their interactions with citizens and colleagues. This form of transparency fosters trust, enhances collaboration, and promotes accountability in public administration.
In this study, interpersonal transparency would focus on how the communication and relationships between employees and their managers (or among colleagues) at Newala Town Council are handled in a transparent manner. Effective interpersonal transparency can lead to better collaboration, reduced misunderstandings, and an overall improvement in workplace morale and performance. When employees feel that their interactions are based on trust, clarity, and honesty, their engagement and performance in their roles are likely to improve
2.2.5 Employee Performance TC "2.2.5 Employee Performance" \f C \l "1"  

According to Atatsi, Stoffers, & Kil, (2019) Employee performance refers to the effectiveness with which employees carry out their core job duties and responsibilities. Task performance is often evaluated based on productivity, quality of work, and adherence to job standards. It is a critical component of overall job performance, as it directly affects an organization's operational success. In this study, the level of transparency within the organization has a considerable effect on employee performance. Clear communication, fair evaluation methods, and organizational response to employee concerns promote a climate that allows employees to perform at their best.

According to Ndunguru eltal (2024) Employee performance in local government authorities (LGAs) encompasses the effectiveness and efficiency with which public servants execute their duties to achieve organizational objectives and deliver quality public services. It involves assessing how well employees meet established goals, adhere to performance standards, and contribute to the overall mission of the public sector organization

In this study, employee performance is likely being examined in relation to how transparency (in communication, decision making, fairness, and resource distribution) influences these various aspects of performance within the Newala Town Council. Higher transparency can lead to improved trust, job satisfaction, and motivation, which in turn enhances employee performance. When employees understand expectations, have clear communication, and feel treated fairly, their performance in fulfilling their roles may improve.
Transparency is the best fit for the study since it directly addresses how transparency improves employee performance. Transparency covers communication clarity and fairness, both of which are important in how information is communicated inside a business and how it affects employee trust, motivation, and performance. Furthermore, organizational responsiveness may be a secondary priority, while transparency would be the primary goal. 
2.3 Theoretical Literature Review TC "2.3 Theoretical Literature Review" \f C \l "1" 
2.3.1 Organization Justice Theory TC "2.3.1 Organization Justice Theory" \f C \l "1" 
Organizational Justice Theory refers to the concept of fairness in organizations and the way in which employees perceive the fairness of decision making processes, outcomes, and interpersonal treatment within the workplace. The theory was developed by Jerald Greenberg in the late 1980s, and it has since been expanded and applied to various contexts within organizational behavior. The theory is based on the idea that employees' perceptions of fairness influence their attitudes and behaviors in the workplace, including their job satisfaction, commitment, trust in leadership, and overall performance. It encompasses three main dimensions which are Distributive Justice, Procedural Justice and Interpersonal Justice.
Organization Justice Theory grounded by several assumptions as follows Fairness Affects Employee Behavior: Employees' perceptions of fairness (or lack thereof) in the organization will influence their behavior, including their job satisfaction, commitment, motivation, and performance. Other assumption Perception of Justice is Subjective, Organizational justice is based on individual perceptions. Different employees may interpret the same situation differently, leading to varied perceptions of fairness. Other assumption is Fairness Leads to Positive Outcomes, when employees perceive fairness in decision making, they are more likely to exhibit positive behaviors, such as greater trust in leadership, higher job satisfaction, increased organizational commitment, and improved performance. Other assumption Justice is multidimensional, Organizational justice is not just about the outcomes of decisions but also about the fairness of the processes (procedural justice) and the treatment of individuals (interpersonal justice and informational justice) and other assumption Justice is Important for Organizational Effectiveness which means that fair treatment leads to better organizational outcomes, including increased employee performance, lower turnover, and better team dynamics.
Organizational justice theory has been shaped by several key contributions that highlight how fairness perceptions influence employee attitudes and behaviors. Colquitt et al. (2001) proposed a widely adopted four-dimensional model distributive, procedural, interpersonal, and informational justice linking each to important organizational outcomes such as job satisfaction and trust in leadership. Earlier, Greenberg (1990) emphasized that fair procedures can lead to acceptance of even unfavorable outcomes, while Lind and Tyler (1988) demonstrated the importance of voice and transparency in decision making. 
Folger and Cropanzano (1998) further showed that the fairness of processes enhances the acceptability of resource distribution. Together, these studies establish a strong theoretical foundation upon which the present study builds, particularly by exploring how these justice dimensions’ influence employee performances in the context of Tanzanian local government authorities, specifically Newala Town Council an area where empirical evidence remains limited. Findings and Contributions, Positive perceptions of organizational justice lead to higher levels of job satisfaction and commitment, and better performance outcomes and Employees’ perception of fairness in the workplace is a critical factor for employee motivation and organizational effectiveness.
Organizational Justice Theory is linked in this study because is highly relevant, particularly the theory deals with how employees perceive fairness in decision making, which is central to transparency and Application of the theory to the Study are follows Distributive Justice transparency in how resources, rewards, and promotions are allocated in Newala Town Council can affect employees' perceptions of fairness in outcome distributions. If employees feel that their work is rewarded fairly based on clear and transparent criteria, it can improve their performance, Procedural Justice the study can examine how transparent decision making processes (e.g., recruitment, policy implementation) influence employees’ perceptions of fairness in the workplace. Transparent procedures can improve employees’ trust and commitment, leading to better performance and Interpersonal Justice transparent communication between supervisors and employees about expectations, feedback, and organizational goals is linked to interpersonal justice. If employees feel that they are treated fairly and with respect, their performance can improve.
Relevance the study can explore how the dimensions of organizational justice, particularly procedural and informational justice, are influenced by transparency in the Newala Town Council, which may in turn affect employee performance. Strength of the Theory are follows Comprehensive Framework Organizational justice theory provides a comprehensive approach to understanding fairness in organizations, covering multiple dimensions (distributive, procedural, interpersonal, and informational), practical application the theory offers practical insights into how organizations can improve fairness in decision making  processes and treatment of employees, leading to better employee outcomes such as performance, satisfaction, and commitment and widely supported and applied the theory has been extensively studied and validated in various organizational contexts, providing robust evidence for its relevance and applicability across different sectors and cultures.
Weaknesses of the theory are follows Subjectivity of Perceptions which means that the theory largely relies on employees' subjective perceptions of fairness, which can vary greatly from person to person and across cultures. This makes it difficult to standardize and measure fairness across a diverse workforce and focus on Justice, but not on other factors While organizational justice is crucial, the theory primarily focuses on fairness and does not fully consider other factors that might influence employee performance, such as leadership style, organizational culture, and external factors like economic conditions and Limited Focus on long Term Effects Most studies on organizational justice focus on short term effects, such as immediate changes in job satisfaction or performance. There is less research on the long term impact of perceived fairness on employee outcomes.
2.4 Empirical Literature Review TC "2.4 Empirical Literature Review" \f C \l "1" 
2.4.1 The Effect of Procedural Justice on Employee Performance TC "2.4.1 The Effect of Procedural Justice on Employee Performance" \f C \l "1" 
Several studies have explored the relationship between organizational justice and employee performance across various contexts, offering valuable insights that inform the present research. However, most existing studies focus on isolated dimensions of justice or within narrowly defined sectors, creating an opportunity for broader, more integrated analyses like the one undertaken in this study.
Khtatbeh et al. (2020) conducted a quantitative study titled "The Impact of Job Analysis on Employee Performance: Procedural Justice as a Mediating Variable in Jordan Industrial Estates", using Structural Equation Modeling (SEM) to explore how job analysis influences employee performance through the mediating role of procedural justice. The findings revealed that job analysis significantly enhances both procedural justice and employee performance, highlighting the importance of fair and structured organizational processes in improving employee outcomes. A major strength of this study lies in its comprehensive mediation model, which deepens the understanding of how perceptions of fairness influence performance. Additionally, its focus on Jordan’s industrial estates offers valuable insights into non-Western organizational contexts, enhancing the global relevance of the findings. However, the study also has limitations, including issues of generalizability due to its focus on a specific sector, and potential self-report bias, which may affect the accuracy of responses regarding justice and performance.
In contrast, Kisilu and Njuguna (2023) examined the role of procedural fairness in the effectiveness of performance appraisal systems within public secondary schools in Trans Nzoia County, Kenya. Their article, "Influence of Procedural Fairness on the Effectiveness of Performance Appraisal Systems in Public Secondary Schools", employed a mixed-methods approach using a contemporaneous triangulation design, surveying 342 participants from 242 schools. Grounded in Goal-Setting Theory and Vroom’s Expectancy Theory, the study found that procedural fairness significantly improves performance appraisal outcomes by increasing employee acceptance and reducing resistance. The study's strengths include its specific focus on the educational sector an area often underrepresented in justice research and its clearly defined and replicable methodology. However, it is limited by its narrow geographical scope, which may not capture broader public sector dynamics, and its cross-sectional design, which restricts causal inference. Both studies underscore the critical role of fairness and transparency in organizational processes, though they differ in scope, methodology, and context.
Kisilu and Njuguna (2023), in their article “Influence of Procedural Fairness on the Effectiveness of Performance Appraisal Systems in Public Secondary Schools in Trans Nzoia County, Kenya,” used a mixed-methods design combining both qualitative and quantitative approaches, surveying 342 principals and teachers. Grounded in Goal-Setting Theory and Vroom’s Expectancy Theory, the study revealed that procedural fairness significantly improves the effectiveness of performance appraisals by fostering employee acceptance and reducing resistance. A key strength is the study's specific focus on the educational sector, offering insights into a typically under-researched area in justice studies. Furthermore, the clear methodological design enhances replicability in similar settings. However, the study is limited by its narrow scope being confined to one sub-county and its cross-sectional nature, which limits causal inferences.

Murshed et al. (2021) developed and validated a model exploring how employees’ perceptions of corporate social responsibility (CSR) both social and environmental impact job satisfaction, mediated by the perceived importance of CSR and moderated by procedural justice. The study employed a quantitative survey of 264 employees and found that CSR influences job satisfaction through CSR importance, although high procedural justice surprisingly weakened the relationship between environmental CSR and satisfaction. Strengths of this study include its relatively large and diverse sample, which allows for generalization, and its comprehensive view linking CSR and procedural justice. Weaknesses include possible cultural oversights due to generalization across regions, and a limited focus on other mediating variables such as leadership or organizational culture.
Kikoti and Lameck (2024), in their study titled “Influence of Formal and Informal Institutional Frameworks on Employee Performance at Tanzania Ports Authority,” used a mixed-methods approach, collecting data from 318 survey respondents and 30 interviewees. The research found that while formal systems like performance reviews guide expectations, it is informal practices such as internal communication and workplace norms that ultimately shape performance. The study’s strengths lie in its sector-specific focus, offering insights into a crucial but understudied industry, and in its inclusion of both formal and informal institutional structures. However, its applicability is limited due to the narrow focus on a single sector, and its complexity may make practical application of the findings challenging.
Msirikale (2021) conducted a quantitative, cross-sectional study on the “Impact of Motivation on Employee Performance within the Tanzania Police Force (CID Headquarters, Dar es Salaam),” based on Herzberg’s Two-Factor Theory and Adams’ Equity Theory. The study collected data from 75 respondents using questionnaires and analyzed it with SPSS. Findings indicated that low motivation stemming from inadequate salaries, poor working conditions, and limited promotion opportunities negatively impacted performance. The study's main strengths are its real-world relevance to the law enforcement sector and the actionable policy implications it offers. Its weaknesses include limited generalizability due to its focus on a single department and lack of data diversity, as it only includes responses from police officers.
Bello and Matshaba (2021) explored “Procedural Justice and Police Legitimacy among South African University Students,” surveying 482 students and analyzing results through hierarchical regression. The study found that perceived police effectiveness predicted police legitimacy more strongly than procedural justice, while perceptions of inequality reduced legitimacy. A major strength is its focus on the link between procedural fairness and legitimacy, offering insights for improving police-community relations. However, the limited scope of its population university students means the findings may not reflect broader public opinions, particularly those from marginalized or less-educated groups.
Mugisha et al. (2021) examined “The Role of Market Conditions in the Capital Structure–Financial Performance Relationship among SMEs in Uganda” using a quantitative, descriptive, and analytical design. The study surveyed 423 SMEs and used regression analysis to show that favorable market conditions enhance the positive effect of capital structure on financial performance. Though not directly about procedural justice, the study shares methodological alignment with fairness studies by emphasizing contextual influences. Its strengths are its clarity in research questions and relevance to public service efficiency, while its weaknesses include a limited sample size and the cross-sectional design, which does not account for long-term changes in perceptions or outcomes.
Wambura (2023) investigated “The Impact of e-Procurement on Public Procurement Transparency in TANROADS (Simiyu Region, Tanzania),” using a case study design with both quantitative and qualitative methods. With data from 79 employees, the study found that e-Procurement improves transparency, accountability, and fairness, though perceptions varied. Strengths include its timeliness in addressing digital transformation and its detailed, localized analysis. However, its findings are region-specific and may not generalize to broader national contexts, and potential sampling bias could limit the completeness of its conclusions.
2.4.2 The Influence of Distributive Justice on Employee Performance TC "2.4.2 The Influence of Distributive Justice on Employee Performance" \f C \l "1" 
Gohar et al. (2023), in their study titled “The Mediating Role of Organizational Justice in the Relationship Between Succession Planning, Talent Development, and Employee Retention in Pakistani Government Hospitals,” used a quantitative approach, collecting data from doctors in the public healthcare sector. The findings revealed that organizational justice plays a significant mediating role, enhancing the effectiveness of succession planning and talent development in improving employee retention. The strength of this study lies in its practical contribution to talent management in the healthcare sector and its empirical demonstration of justice as a critical mediating factor. However, its narrow focus on retention within a single sector limits the generalizability of the findings and does not account for broader outcomes like performance or motivation.
Yahaya et al. (2020) examined “The Influence of Distributive Justice and Self-Efficacy on Employee Performance in Nigerian Local Councils” using a cross-sectional survey design. Their study found that distributive justice positively influences performance, and that self-efficacy moderates this relationship. The study's strength lies in linking psychological variables with justice perceptions in a governmental context. However, its limitation is the narrow justice focus distributive justice only while the current study examines justice more comprehensively (procedural, distributive, and interpersonal), offering a richer perspective on fairness and performance.
Agbim et al. (2021) conducted a study titled “Distributive Justice and Employee Performance in the Nigerian Banking Sector” using quantitative methods. Their findings confirmed that distributive justice significantly affects both task and contextual performance. A notable strength is the direct link between fairness in reward allocation and performance types, but the weakness lies in its single-sector scope and omission of other justice dimensions, which restricts its theoretical and practical depth compared to the broader approach adopted in the current study.
Mensah (2024), in his research “Distributive Justice, Workplace Attitudes, and Life Satisfaction Among Hotel Workers in Ghana,” used spillover theory and a survey-based quantitative design. The study revealed that perceived fairness at work influences employees’ life satisfaction beyond the job setting. A key strength is its innovative application of spillover theory to justice research. However, the focus on life satisfaction, rather than direct organizational outcomes like performance or motivation, limits its relevance to internal organizational performance improvement strategies.
Abaikpa et al. (2022) investigated “Distributive Injustice and Employee Turnover in the Nigerian Banking Sector” using a survey-based, cross-sectional design. They found that perceptions of unfair reward distribution significantly increased dissatisfaction and turnover intentions. The study’s strength is its relevance to organizational retention policies, showing the risks of inequity. However, it focuses on negative outcomes (turnover) rather than positive drivers of performance, making it a complementary rather than directly comparable study to the current research.
Nel et al. (2022) examined “Board Composition and Transparency Disclosures in South African Firms” using governance and disclosure data in a mixed-method framework. Their results demonstrated that diversity and fairness in governance structures improve institutional transparency. The study’s strength is its systemic view of fairness, though its weakness lies in not addressing employee-level outcomes like motivation or performance. Compared to this, the current study narrows in on how fairness within institutions affects public sector employees more directly.
Hokororo (2020), in “The Effects of Monetary and Non-Monetary Rewards on Employee Performance in Rombo District Council,” used a quantitative descriptive design with survey data to find that pay, promotion, and recognition significantly enhance performance. The study's strength is its practical insight into performance drivers in Tanzanian public service. However, it lacks a theoretical framework centered on justice, and doesn't explore employees' fairness perceptions, which are key in the current research.
Mwakiluma (2024) conducted a study titled “The Impact of Budgeting, Training, and Information Systems on Performance in Mkinga District Council” using a mixed-methods approach. The study found that strong administrative systems significantly influence performance outcomes. The strength of the study is its focus on systemic and policy factors, but its weakness is the absence of justice-related variables, which limits its theoretical contribution to fairness-based models of motivation and performance.
Kikoti and Lameck (2024) investigated “Formal and Informal Institutional Influences on Employee Performance at the Tanzania Ports Authority” using a mixed-methods approach. Their study showed that formal structures set standards, but informal practices such as internal communication and norms are critical for achieving targets. The strengths include its comprehensive institutional lens and relevance to Tanzanian public sector reform. However, it does not explicitly apply organizational justice theory, limiting the theoretical integration that is central to the current study.
Msirikale (2021) examined “Motivation and Employee Performance in the Tanzania Police Force (CID Headquarters)” through a quantitative cross-sectional study based on Herzberg’s and Adams’ theories. The study found that poor working conditions and lack of recognition led to demotivation and reduced performance. The strength of the study is its grounded, real-world insight into how fairness in treatment affects morale in a high-stakes field. However, it is limited in scope and does not engage in detailed statistical modeling or explore multiple justice dimensions.
Wambura (2023), in his study “Impact of e-Procurement on Transparency in TANROADS (Simiyu Region),” used a case study methodology incorporating both qualitative and quantitative data. The study found that e-Procurement enhances transparency, accountability, and efficiency in procurement, although some respondents noted minimal change. Strengths include the study's focus on digital tools in governance and its contextual relevance. Weaknesses include limited generalizability and possible sampling bias, as it focuses only on one region and agency.
2.4.3 The Effect of Interpersonal Transparency on Employee Performance TC "2.4.3 The Effect of Interpersonal Transparency on Employee Performance" \f C \l "1" 
Agbim et al. (2021) conducted a study titled "Distributive Justice and Employee Performance in the Nigerian Banking Sector" using a survey-based quantitative method. They found that fair resource distribution directly correlates with both task and contextual performance. The study’s strength is its empirical support for the role of fairness in performance outcomes. Its main limitation, however, lies in examining only one justice dimension and a single industry, thereby overlooking procedural and interpersonal fairness factors.

Abaikpa et al. (2022), in their study "Distributive Injustice and Employee Turnover in the Nigerian Banking Sector," used a cross-sectional quantitative approach. They concluded that perceptions of unfair compensation and benefits increase employee dissatisfaction and turnover. The study provides valuable insight into how injustice triggers negative outcomes. However, like Agbim et al., its narrow focus on distributive justice and turnover limits the scope of its implications for broader motivational or performance-related outcomes.
Yahaya et al. (2020) explored "Distributive Justice, Self-Efficacy, and Employee Performance in Nigerian Local Councils" through a quantitative, cross-sectional survey. Their findings showed that self-efficacy and fairness in rewards significantly influence employee performance. A strength of the study is its integration of psychological and justice variables in a government setting. Yet, its limitations stem from the static cross-sectional design and limited exploration of other justice dimensions, leaving room for more comprehensive, longitudinal studies.
Gohar et al. (2023), in their article "The Mediating Role of Organizational Justice in the Relationship Between Succession Planning, Talent Development, and Employee Retention in Pakistani Government Hospitals," utilized a quantitative survey design targeting healthcare professionals. Their findings showed that organizational justice plays a crucial mediating role, enhancing the effectiveness of talent development and succession strategies in retaining employees. A major strength of this study is its practical relevance to human resource strategies in the healthcare sector. However, it is narrowly focused on retention within one sector and country, limiting its broader applicability to performance or public sector dynamics.

Mensah (2024) examined "Distributive Justice, Workplace Attitudes, and Life Satisfaction Among Hotel Workers in Ghana" using quantitative methods and spillover theory. The study found that perceptions of fairness at work positively impact overall life satisfaction. Its unique contribution lies in connecting workplace justice to broader well-being. However, the focus on life satisfaction rather than job-specific outcomes like performance reduces its immediate relevance for organizational performance strategies.
Stranzl et al. (2021) and Li et al. (2021) both explored internal communication and employee responses during COVID-19 crises using survey-based methodologies. They found that transparent communication enhanced job engagement, trust, and employees’ capacity to cope with uncertainty. A shared strength is their timely analysis of internal communication during crises. The limitation, however, is their crisis-specific context, which may not translate directly to routine public sector environments, unlike the current study.
Klimchak et al. (2020), in their article "Signaling Theory and Human Resource Communication," used a theoretical and empirical approach to show that transparent and competent HR communication boosts affective commitment and trust. The study's strength is its clear link between communication clarity and employee loyalty, guided by signaling theory. Its limitation is that it primarily focuses on communication, without integrating broader justice perceptions or motivation variables.
Kyambade et al. (2024) studied "Authentic Leadership and Public Servant Motivation in Tanzania" using mixed methods. They found that authentic leadership increases motivation and performance, with motivation acting as a mediator. The study's strength lies in its relevance to Tanzanian public administration, though it focuses more on leadership than justice itself, making it a useful complement but not a substitute for justice-centered analysis.
Pujiono et al. (2020) and Masimane et al. (2022) explored relational leadership, transparency, and trust in employee productivity using mixed methods. Their findings emphasized that strong interpersonal relationships and communication foster higher employee productivity. The strength of these studies is their relational focus, while the limitation is their lesser emphasis on structured frameworks like Organizational Justice Theory, which the current study adopts.
Kfukfu et al. (2024) and Lucas (2023) investigated how emotional intelligence and transparent leadership enhance innovation and communication. Both used survey-based quantitative designs. They found that leaders who communicate transparently and understand emotional cues promote collaboration and creativity. These studies are strong in addressing emotional and relational elements of leadership, but do not directly link these traits to justice perceptions or structured motivational outcomes like performance or fairness in rewards.

Damian (2022), in his study "The Role of Communication Strategies in Public Sector Performance," used a mixed-methods approach to show that central and peripheral communication routes especially transparent messages significantly influence job engagement and performance. This study's strength is its clear articulation of communication routes, but it isolates communication from other workplace fairness elements, such as justice or equity.
Hokororo (2020) analyzed "The Effects of Monetary and Non-Monetary Rewards on Performance in Rombo District Council" using a descriptive quantitative design. He found that both forms of reward significantly boost employee morale and performance. While the strength lies in its policy relevance for local governments, its weakness is that it treats motivation drivers in isolation without embedding them in a justice framework, which the present study does.
2.5 Research gap TC "2.5 Research gap" \f C \l "1" 
2.5.1 Theoretical Gap TC "2.5.1 Theoretical Gap" \f C \l "1" 
Theoretical gaps in this body of research refer to a lack of comprehensive models that integrate multiple dimensions of justice, fairness, and performance. While studies like Khtatbeh et al. (2020), Kisilu and Njuguna (2023), and Murshed et al. (2021) establish the importance of procedural justice in organizational contexts, the theories used (equity theory, goalsetting theory, Vroom's expectancy theory) do not fully capture the complexity of procedural justice in different cultural or institutional settings.

For example, Yahaya et al. (2020) focus on distributive justice and selfefficacy but neglect other aspects such as procedural or interactional justice. Similarly, Agbim et al. (2021) focus primarily on distributive justice but do not explore how procedural or interactional justice influences employee behavior. There is a need for more robust theoretical frameworks that incorporate multiple dimensions of organizational justice, as this would offer a more nuanced understanding of the mechanisms through which fairness perceptions impact performance and retention.
2.5.2 Knowledge Gap TC "2.5.2 Knowledge Gap" \f C \l "1" 
Knowledge gaps relate to a lack of studies that address the intricacies of procedural justice in specific, nonwestern or under researched contexts. Most studies have been conducted in developed nations or sectors, while the role of procedural justice in developing economies and industries remains underexplored. Limited Context Specific Studies. For instance, Kisilu and Njuguna (2023) focus on secondary schools in a specific subcounty, which limits the generalizability of their findings. Similarly, Khtatbeh et al. (2020) focus on Jordanian industrial estates, which may not capture broader regional or sectoral dynamics in procedural justice. There is a need for more studies that examine how procedural justice influences employee performance in nonwestern, developing country contexts, particularly outside well researched industries like education and public administration.
Most of the studies in the review rely on cross sectional data (e.g., Yahaya et al., 2020, Agbim et al., 2021), which limits the ability to assess how changes in justice perceptions over time influence performance. While Mensah (2024) and Mwakiluma (2024) examine job attitudes and performance, the findings are still confined to a specific moment in time, which does not fully capture the dynamic nature of organizational justice and its longterm impacts. Additionally, the studies largely focus on specific sectors or regions, and while this provides insights into local contexts, there is limited knowledge about how justice perceptions impact employee performance in a broader range of industries, especially outside the public sector or banking sector.
Also study of Stranzl et al. (2021) found that organizational transparency influenced job engagement and disengagement, mediated by organizational trust and job specific anxiety, but did not integrate these findings with broader theories of interpersonal transparency. Similarly, Klimchak et al. (2020) emphasized trust as a mediator but focused only on organizational transparency, leaving out the interpersonal dimension. Thus, an integrated theoretical framework that considers interpersonal transparency (across leadership and employee relationships) and its multidimensional impacts on employee performance is underexplored. The relational theory of employee engagement used by Stranzl et al. (2021) might need to be adapted to better account for interpersonal dynamics and emotional responses during crises, such as the COVID19 pandemic.
2.5.3 Contextual Gap TC "2.5.3 Contextual Gap" \f C \l "1" 
Contextual gaps refer to the lack of studies in particular industries, regions, or under certain institutional settings. For example, most research has focused on Western or generalized contexts, with few addressing specific sectors like maritime (Kikoti & Lameck, 2024) or law enforcement (Msirikale, 2021). Furthermore, developing countries often have unique sociopolitical and economic environments that influence how employees perceive fairness and performance.
Many studies are limited to particular countries or industries, such as Gohar et al. (2023) focusing on doctors in Pakistan, Yahaya et al. (2020) focusing on local government workers in Nigeria, and Agbim et al. (2021) concentrating on the banking sector in South Nigeria. While these studies provide valuable insights into specific regions or industries, they do not offer broad generalizations that could apply to a global workforce or to diverse sectors like technology, retail, or manufacturing. 

Also study of Masimane et al. (2022) and Stranzl et al. (2021), address relational transparency in specific settings (e.g., banking, public service, higher education) but fail to examine how interpersonal transparency within teams or between supervisors and employees can be universally applied across sectors, especially outside developed countries like Austria or the U.S. 
Additionally, the impact of transparency on emotional intelligence (EI) and emotional coping strategies (e.g., stress management) within the employee’s work context remains underexplored. While Lucas (2023) highlights the role of emotional intelligence in job performance, there is a gap in understanding how transparent communication or transparent leadership impacts emotional responses during highstress or crisis periods, such as during the COVID19 pandemic.
2.5.4 Methodological Gap TC "2.5.4 Methodological Gap" \f C \l "1" 
Methodological gaps refer to issues with research design, data collection, and analysis methods. While many studies rely on cross sectional designs (e.g., Kisilu and Njuguna, 2023; Kikoti and Lameck, 2024), they do not capture the dynamic nature of procedural justice over time or in response to changing organizational practices like Cross Sectional Design Limitations, many studies use a cross sectional research design, which limits the ability to draw conclusions about causality (e.g., Kisilu & Njuguna, 2023; Msirikale, 2021). Longitudinal or experimental studies could provide deeper insights into how perceptions of procedural justice evolve over time and their longterm impact on performance.
Also  studies of Agbim et al. (2021) and Hokororo (2020) predominantly use surveys and quantitative techniques (e.g., regression analysis, correlation), but they may overlook qualitative data that could provide deeper insights into how employees perceive justice and its effects on their behavior and Gohar et al. (2023) and Yahaya et al. (2020) use structural equation modeling and SmartPLS, respectively, these methodologies might not fully account for the contextual and psychological nuances of employee performance, motivation, and retention that could be explored through qualitative methods, such as interviews or focus groups.
Studies such as Stranzl et al. (2021), Li et al. (2021), and Kfukfu et al. (2024) are all cross sectional, meaning they collect data at a single point in time and are unable to track how transparency impacts performance over time or how changes in transparency practices influence employee performance during prolonged crises. Additionally, several studies rely heavily on self-reported data, which could introduce biases such as social desirability or personal interpretation (e.g., Klimchak et al. (2020) and Pujiono et al. (2020)). The reliance on this data type limits the objectivity of findings and overlooks potential observer effects or
2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1" 
The conceptual framework indicates the Effect of Transparency on Employee Performance (dependent variable) is influenced by Employee Performance which is measured by employee productivity, Quality of work and job satisfaction. Independent variable is Transparency which may influence employee performance like Transparency in Performance Evaluation, Access to Information, accountability, open communication and ethical leadership (Agyemang & Ryan, 2019). 
Independent Variable




Dependent Variable



                                      






Dependent Variable

Figure 2.1: Conceptual Framework TC "Figure 2.1: Conceptual Framework" \f F \l "1" 
Source: Researcher’s own construct (2024)
2.7 Hypothesis of the Study TC "2.7 Hypothesis of the Study" \f C \l "1" 
i. There is a positive relationship between procedural justice in Newala Town Council and employee performance.

ii. There is positively relationship between distributive justice in Newala Town Council and employee performance.

iii. There is positively relationship between interpersonal transparence in Newala Town Council and 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"  

This chapter was discussing the research methodology that the researcher intends to employ in the research. It then consists of research philosophy and approach, research design, study area, study population, sample size and sampling technique, data collection tools, data analysis method and ethical consideration. 
3.2 Research Philosophy TC "3.2 Research Philosophy" \f C \l "1" 
This study employed positivism philosophy which emphasizes the use of the scientific method, including hypothesis formation, experimentation, and statistical analysis, to study social phenomena Cohen (2018). This philosophy was be used due to the fact that the objectives of this study involved the collection and analysis of empirical data. Quantitative data was be collected and statistical analysis was have made to determine the effect of transparency on employees’ performance.
3.3 Research approach TC "3.3 Research approach" \f C \l "1" 
Quantitative Approach was be employed because of the nature of the study which require to analyze the effect of transparency on employee performance. The focus was be on measuring transparency levels and employee performance through structured surveys or questionnaires (Lewis &Thornhill,2019). This approach is suitable as it allows for testing specific hypotheses and generalizing findings across similar contexts.

3.4 Research Design TC "3.4 Research Design" \f C \l "1" 
For the purpose of this study explanatory design was be used because Explanatory research design (also known as causal research) is a research approach that aims to explain the cause and effect relationships between variables. It is primarily used to identify and understand how specific factors or variables influence each other. Explanatory research focuses on answering the “why” and “how” questions related to a phenomenon or behavior by examining the reasons or causes behind observed effects. This design is essential in establishing causality rather than just correlations between variables (Creswell, 2014).
3.5 Study Area TC "3.5 Study Area" \f C \l "1" 
Newala Town, Council is a district level in Mtwara Region in the Southern coastal Tanzania. The town is in the south central portion of the Mtwara Region, on the northern bank of the Ruvuma River that is the border between Tanzania and Mozambique. The district was established on the 25th of September, 2015.The town council covers an area of 525.62 kilometers (326.61 mi).The reasons for selecting the proposed study area because of It was selected for this study due to a lack of prior research specifically examining the impact of transparency on employee performance within this council or similar local government authorities. 
Additionally, as a relatively new and developing local government unit, Newala faces common governance challenges such as resource limitations and service delivery issues, making it a representative context for studying transparency. Its unique geographic location and evolving institutional structures further provide a valuable setting to explore how transparency influences employee attitudes and performance in a dynamic public sector environment.
3.6 Population TC "3.6 Population" \f C \l "1" 
This involves the entire group of individuals or elements that a researcher aims to investigate and draw conclusions about (Saunders et al., 2016). The study was involving the population of 980 employees working at different departments available at Newala Town Council.
Table 3.1: Population Distribution TC "Table 3.1: Population Distribution" \f T \l "1" 
	Category
	Population

	Administration And Human  Resources Management
	123

	Finance And Accounts Unit
	9

	Government Communication Unit
	1

	Internal Audit Unit
	2

	Procurement Management Unit
	5

	Information And Communication Technology Unit
	4

	Planning and Coordination
	2

	Community Development
	18

	Infrastructure, Rural and Urban Development
	9

	Preprimary and Primary Education
	324

	Secondary Education
	178

	Natural Resources and Environment Conservation Unit
	5

	Waste Management and Sanitation Unit
	3

	Monitoring and Evaluation Unit
	2

	Health, Social  Welfare and Nutrition Services
	242

	Agriculture, Livestock and Fisheries
	47

	Industry, Trade and Investment
	4

	Sports Culture and Arts Unit
	2

	Total
	980


Source: Human Resource office 
3.7 Sample Size and Sampling Techniques TC "3.7 Sample Size and Sampling Techniques" \f C \l "1" 

3.7.1 Sample Size TC "3.7.1 Sample Size" \f C \l "1"  

The sample size in this study is obtained by using Cochran formula, which is used for sample size determination no= 
Z2. P. (1P)
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, the following calculation has been done.

Where:

 n0​ = initial sample size (for large/infinite population)

Z = Zscore (standard normal deviate, depends on confidence level, e.g. 1.96 for 95%)

p = estimated proportion of the population (use 0.5 if unknown, for maximum variability)

e = desired level of precision (margin of error, e.g., 0.05 for ±5%)

Since population is finite (980 people), we apply the finite population correction:

n   =        
    no         
1+no1

 
 
      N

Where:

n = adjusted sample size for population N

N = total population (980 in your case)

Example: 95% confidence ,5% margin of error

Let's assume:

Z=1.96
p=0.5
e=0.05
N=980

Step 1: Calculate n0


n
 = (1.96)2.0.5.(10.5)  = 3.8416.0.25 =   0.9604  =  384.16
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      0.0025          0.0025
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   1.3908 
              
       980                     

      980      

Final sample size 276
3.7.2 Sampling Technique TC "3.7.2 Sampling Technique" \f C \l "1" 
In this study, stratified random sampling was employed to ensure that different subgroups within the Newala Town Council’s workforce were adequately represented. The total population of 980 employees was first divided into distinct strata based on relevant characteristics such as department and job role. This classification was intended to reflect the organizational structure and diversity of employee roles. After identifying these strata, the proportion of employees within each subgroup relative to the total population was calculated to determine the sample size needed from each stratum. Within each subgroup, individual respondents were then randomly selected using random number generators or lottery methods to minimize selection bias. This approach ensured that the sample of 276 respondents was representative of the entire population, allowing for more accurate and generalizable findings about the effect of transparency on employee performance across different departments and roles within the council.
 (Taherdoost, 2020; Sharma, 2021; Mohajan, 2020).
3.8 Types and Sources of Data TC "3.8 Types and Sources of Data" \f C \l "1" 
Primary data refers to data that is collected firsthand by the researcher for a specific research purpose or project. It is original data gathered directly from sources through methods like surveys, interviews, observations, or experiments. Primary data is tailored to the needs of the specific research study, making it highly relevant and specific to the research questions being investigated. Primary data can take various forms, including Quantitative data and Qualitative data (Kumar,2011).
Primary data is adopted in research for several key reasons like Relevance and Specificity Since primary data is collected specifically for the research question or hypothesis at hand, it is more directly relevant and specific compared to secondary data (which may not perfectly align with the study's needs) and Control Over Data Quality researchers can control the data collection process, ensuring that the data is accurate, reliable, and update. This control minimizes the risk of errors that might come from secondary data, where the researcher has no control over how the data was originally collected (Robson, 2011).
Primary data is used in a variety of ways depending on the research design and objectives: Surveys and Questionnaires: These tools are commonly used to collect quantitative data from a large number of respondents. Surveys might include multiple choice questions, Likert scales, or open ended questions to gather specific information related to the research topic. For example, a survey might be used to gather employee opinions on job satisfaction in an organization (Dillman etal, 2014).
3.9 Data Collection Methods TC "3.9 Data Collection Methods" \f C \l "1" 
3.9.1 Structured Questionnaire TC "3.9.1 Structured Questionnaire" \f C \l "1"  
The main tool of data collection in this study was be structured questionnaire which is the method consisting of a series of structured questions used to collect data from individuals (Saunders et al., 2016). This instrument was use because of the nature of the study that is quantitative. With questionnaire method it was easy to obtain information from the study population. Data processing was carried out. This involved checking for completeness, coding responses, and entering the data into a statistical software package (e.g., SPSS or Excel) for analysis. Processing the data in this way ensured that it was clean, organized, and ready for further statistical evaluation, such as frequency distributions, cross tabulations, and other relevant quantitative analyses.
3.9.2 Data Processing TC "3.9.2 Data Processing" \f C \l "1"  

After data collection using the structured questionnaires, a thorough data processing procedure was undertaken to ensure accuracy and reliability of the data for analysis. This process began with data cleaning, which involved reviewing the questionnaires for completeness and consistency, identifying and addressing any errors or inconsistencies such as contradictory responses or outliers. Data coding followed, where qualitative responses and categorical data were assigned numerical codes to facilitate statistical analysis. Special attention was given to handling missing data any incomplete responses were carefully evaluated to decide whether to exclude them or apply appropriate imputation methods, depending on the extent and nature of the missing information. Once cleaned and coded, the data were entered into statistical software such as SPSS for systematic analysis, including frequency distributions, cross-tabulations, and other relevant quantitative tests. These steps ensured that the dataset was both comprehensive and robust for drawing valid conclusions.
3.10 Data Analysis TC "3.10 Data Analysis" \f C \l "1" 
Data was analyzed using a quantitative analysis method, which involves systematically examining numerical data to derive meaningful insights, patterns, and relationships (Taherdoost, 2020). After data collection through structured questionnaires, responses were first coded from text into numeric values using Microsoft Excel and then imported into Statistical Package for the Social Sciences (SPSS) version 20 for analysis. This approach was chosen because quantitative methods allow for objective evaluation and statistical testing, enabling the identification of trends and generalizations across a larger population (Saunders et al., 2019). 
The analysis began with descriptive statistics, including frequencies, percentages, means, and standard deviations, which provided a clear summary of respondents’ characteristics and overall patterns in the data. To explore relationships between variables, Pearson correlation analysis was conducted, which measured the strength and direction of associations between key factors such as job satisfaction, training, and employee performance (Sharma, 2021). Finally, multiple regression analysis was employed to determine the predictive power of independent variables on a dependent variable, helping to identify which factors had the most significant impact while controlling for others. This method offered deeper insight into the causal relationships and was essential for testing the study’s hypotheses (Kaur & Kaur, 2021). 
3.10.1 Regression Model TC "3.10.1 Regression Model" \f C \l "1" 
This is method for estimating the relationships between independent variables such as transparency, and dependent variables like employee performance (Ngowi 2023). This was being used in this study because the objectives of the study seek to determine the relationship of variables such as clarity communication, fair transparency and organization responsiveness. The basic form of the regression model is Y=β0​+β1​X1+β2​X2​+β3​X3+ ϵ

Where:
· Y is the employee performance.

· X₁: Procedural justice.

· X₂: Distributive justice
· X₃: Interpersonal transparency
· β0​ is the intercept, 

· β₁, β₂, β₃: Coefficients (showing the contribution of each independent variable to the outcome)
· ε: Error term (captures the variation in Y not explained by the model)
3.11 Measurement of Variables TC "3.11 Measurement of Variables" \f C \l "1"  

In this study, variables were measured using structured questionnaire items based on established constructs. The dependent variable, such as employee performance, was measured using a set of Likertscale questions (example 1 = Strongly Disagree to 5 = Strongly Agree) assessing productivity, task completion, and work quality. Independent variables, such as procedural justice. Distributive justice and Interpersonal transparency were also measured using Likert scale items, allowing for interval level data suitable for statistical analysis like correlation and regression. Demographic variables such as age, gender, department, job classification, and years of experience were collected using nominal or ordinal scales. Each item was designed to be clear, relevant, and measurable to ensure the validity and reliability of the responses. The questionnaire was pretested to identify ambiguities and ensure consistent interpretation among respondents.
3.12 Regression Assumptions TC "3.12 Regression Assumptions" \f C \l "1"  
3.12.1 Normality Assumption TC "3.12.1 Normality Assumption" \f C \l "1" 
In multiple regression analysis, the assumption of normality refers to the requirement that the residuals or error terms of the model are normally distributed. This assumption is critical not for the independent or dependent variables themselves but specifically for the residuals, as it underpins the validity of inferential statistics such as confidence intervals and hypothesis testing. When residuals are normally distributed, estimates of regression coefficients are unbiased and their standard errors are accurate. Violations of this assumption can lead to incorrect p-values, misleading significance tests, and unreliable conclusions, especially in studies with smaller sample sizes. Researchers typically assess normality through visual tools such as histograms, boxplots, or Q-Q plots of the residuals, alongside formal statistical tests like the Shapiro-Wilk or Kolmogorov-Smirnov tests. Residuals that closely follow the diagonal line in a Q-Q plot or yield a p-value above 0.05 in normality tests are generally considered to meet this assumption. As emphasized by Wang, and Lee (2020), verifying the normality of residuals is a foundational step in ensuring the reliability and interpretability of regression results, including investigations into the effect of transparency on employee performance.
3.12.2 Linearity Assumption TC "3.12.2 Linearity Assumption" \f C \l "1" 
In regression analysis, the assumption of linearity refers to the expectation that there is a straight-line relationship between each independent variable and the dependent variable. This assumption is fundamental because regression models generate predictions based on this linear relationship, and any significant deviation from linearity can result in biased estimates and reduce the model’s validity. When violated, the model may fail to accurately capture the true relationship between transparency and employee performance, potentially leading to incorrect conclusions. Testing for linearity typically involves visual methods such as scatterplots or partial regression plots, where residuals should display a random scatter around a horizontal line without systematic patterns. According to LaMotte,  et al  (2021), the presence of consistent curvature or trends in residual plots signals a violation of linearity and indicates the need for model re-specification or variable transformation. Ensuring linearity is especially important in this study to preserve the integrity and predictive accuracy of the regression model analyzing how transparency impacts employee performance.
3.12.3 Homoscedasticity Assumption TC "3.12.3 Homoscedasticity Assumption" \f C \l "1"  
In regression analysis, the assumption of homoscedasticity refers to the expectation that the variance of residuals (errors) remains constant across all levels of the independent variables. This means the spread of residuals should be roughly equal regardless of predicted values, ensuring that model errors are evenly distributed. Testing for homoscedasticity is particularly important in studies examining the effect of transparency on employee performance because heteroscedasticity where the variance of errors changes can lead to inefficient estimates and biased standard errors, which compromise hypothesis testing and confidence intervals. Commonly, homoscedasticity is assessed by visually inspecting residual plots against predicted values, looking for random scatter without funnel shapes or systematic patterns. According to Lynum, et al. (2020), detecting heteroscedasticity necessitates remedial actions such as transforming variables or applying robust standard errors to correct inference issues. Maintaining homoscedasticity in this study is essential to ensure reliable regression results and valid conclusions regarding the impact of transparency on employee performance.
3.12.4 Multicollinearity Assumptions TC "3.12.4 Multicollinearity Assumptions" \f C \l "1" 
According to Javaid et al. (2020) Multicollinearity occurs when independent variables in a model are highly correlated, which can distort the estimated relationship between transparency and employee performance by inflating standard errors and making coefficient estimates unreliable. Testing for multicollinearity ensures that the unique impact of transparency is accurately identified without interference from overlapping predictors, such as communication openness or organizational trust, which may also influence employee outcomes. Common methods to detect multicollinearity include calculating the Variance Inflation Factor (VIF), where values above 5 indicate a potential issue, and examining the correlation matrix for strong inter-variable correlations. Addressing multicollinearity, through variable removal or dimension reduction techniques, is crucial to maintain the validity of the model. As Ali, Khan, and Nawaz (2020) emphasize, assessing multicollinearity is essential to obtain stable and interpretable results when investigating the relationship between organizational transparency and employee performance.
3.13 Validity TC "3.13 Validity" \f C \l "1"  

This involves the degree to which a study accurately measures or assesses what intends to measure or asses (Kothari, 2004). To ensure the validity of the study the study was ensure that the questionnaire which was use to collect data the questions was be relevant to research objectives. The researcher then ensured that questionnaire used a 5point Likert scale that measured the variables of the study.
3.14 Reliability TC "3.14 Reliability" \f C \l "1"  

This involves the consistency and stability of research findings or results (Trochim et al., 2015). To ensure reliability of the study the researcher trained the participants to use the questionnaire consistently and that questionnaire was standardizing to ensure that all participants received the same instructions and questions. This is a statistical measure used to assess the internal consistency reliability of a scale or questionnaire (Hair et al., 2019). Based on Gebremedhin et al., 2022, after collecting data for Procedural Justice, Distributive Justice, and Interpersonal Transparency, Cronbach’s Alpha is used to evaluate whether the measurement scales are consistent and reliable. Values above 0.70 would typically suggest that the scales are reliable and can be used for further analysis in studying relationships with other variables, such as employee performance.
Table 3.2: Reliability Test Cronbach Alpha TC "Table 3.2: Reliability Test Cronbach Alpha" \f T \l "1" 
	Variables
	Number of Variables 
	Cronbach’s Alpha
	Status

	Procedural Justice
	6
	       0.85
	Good reliability

	Distributive Justice
	6
	        0.88
	Excellent reliability

	Interpersonal Transparency
	6
	         0.91
	Good reliability

	Employee performance
	5
	0.95

	excellent reliability


3.15 Ethical Consideration TC "3.15 Ethical Consideration" \f C \l "1" 
The researcher was ensuring that this study is conducted by adhering to major principles of ethics in research as stated by Bhandari (2022), which included; respect for persons’ autonomy and protecting those with diminished autonomy; beneficence and nonmaleficence; justice; informed consent; confidentiality and data protection; integrity; and conflict of interest. The study was adhering the principles by letting the participants have free was to participate in the research without coercion or undue influence. The study also was providing value that outweighed any risk or harm through maximizing the benefits of the research and minimizing harm to the participants and researcher of the study.
The researcher also was providing equal treatment to the study participants and was provided appropriate information about the research in comprehensive manner without duress or inappropriate inducement to let the participant choose whether to participate or not. The study also was ensuring that confidentiality was highly considered by respecting the anonymity of the respondents during data collection period. The researcher also was make sure that, only collected data was presented in the study and no creation of false data was entertained. 

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 Chapter Overview TC "4.1 Chapter Overview" \f C \l "1" 
This chapter presents the findings of the study that investigated the impact of transparency on employee performance in Local Government Authorities, with a particular focus on Newala Town Council. The study was guided by three specific objectives: (i) to examine the effect of procedural justice, (ii) to assess the influence of distributive justice, and (iii) to evaluate the effect of interpersonal transparency on employee performance. The chapter begins by outlining the response rate in Section 4.2, which recorded a 100% return rate from all 276 distributed questionnaires, indicating strong engagement and enhancing the reliability of the data. Section 4.3 describes the demographic characteristics of the sample, including gender, age, education level, department, and years of work experience. 
Section 4.4 provides descriptive statistics for the main study variables procedural justice, distributive justice, interpersonal transparency, and employee performance offering insights into the respondents’ levels of agreement across various indicators. Reliability and correlation analysis results, presented in Section 4.5, demonstrate strong internal consistency and significant positive relationships among the variables. In Section 4.6, the results of the multiple regression analysis reveal that the independent variables collectively explain 90.2% of the variance in employee performance, with interpersonal transparency emerging as the most influential factor, followed by distributive justice and procedural justice. The chapter also confirms that key regression assumptions normality, linearity, and homoscedasticity were met. Finally, Section 4.7 discusses these findings in relation to existing literature, reinforcing the importance of transparent and fair practices in enhancing employee performance, while also acknowledging that contextual factors such as organizational culture may influence the strength and nature of these relationships.
4.2 Response Rate TC "4.2 Response Rate" \f C \l "1" 
A total of 276 questionnaires were distributed, and all were completed and returned, resulting in a 100% response rate. This high response rate indicates strong participant engagement and enhances the reliability of the collected data.
4.3 Sample Description TC "4.3 Sample Description" \f C \l "1"  
The study collected demographic data from the respondents to determine their gender, age, education level, department (or unit and division), and their working experience (Table 4.1).  The study revealed that 54% of the respondents were male while 46% of them were female. This indicates that participants of both genders were considered in this study though there were more male participants than the female participants. The results have also shown that majority of the respondents (35.5%) was of age group 3645 years though there were participants of all age groups in this study. 
Moreover, results found that majority of respondents (37.3%) had Bachelor degree, 35.5% had Diploma, 14.4% had certificate education and 2.5% had Master degree,8.3 had Secondary education and 1.2 had primary education. Again, study found that majority of the respondents (36.8%) came from primary education department, followed by 23..9% from Health, Social Welfare and Nutrition division and 17.3% from Secondary education and the rest were from other departments and units. The study also revealed that experienced participants were studied and majority of them (37.5%) had 510 years of working experience while 35.1% had 1115 years of working experience.
Table 4.1: Demographic Characteristics of the Respondents TC "Table 4.1: Demographic Characteristics of the Respondents" \f T \l "1" 
	N/s
	Questions
	Response
	Frequency
	Percentage

	1
	Gender
	Male 
	127
	46

	
	
	Female
	149
	54

	
	Total
	
	276
	100

	2
	Age Group
	18  25 
	37
	13.4

	
	
	26  35 
	75
	27.1

	
	
	36  45 
	98
	35.5

	
	
	46  55 
	40
	14.4

	
	
	55 and above 
	26
	9.4

	
	Total
	
	276
	100

	3
	Level of Education
	Primary 
	5
	1.8

	
	
	Secondary 
	23
	8.3

	
	
	Diploma 
	98
	35.5

	
	
	Certificate 
	40
	14.4

	
	
	Bachelor 
	103
	37.3

	
	
	Masters 
	7
	2.5

	
	
	Other
	0
	0

	
	
	
	276
	100

	4
	Department
	Administration And Human  Resources Management
	29
	10.5

	
	
	Finance And Accounts Unit
	2
	0.7

	
	
	Government Communication Unit
	0
	0

	
	
	Internal Audit Unit
	1
	0.3

	
	
	Procurement Management Unit
	1
	0.3

	
	
	Information And Communication Technology Unit
	1
	0.3

	
	
	Planning and Coordination
	1
	0.3

	
	
	Community Development
	5
	1.8

	
	
	Infrastructure, Rural and Urban Development
	3
	1

	
	
	PrePrimary and Primary Education
	102
	36.9

	
	
	Secondary Education
	48
	17.3

	
	
	Natural Resources and Environment Conservation Unit
	1
	0.3

	
	
	Waste Management and Sanitation Unit
	1
	0.3

	
	
	Monitoring and Evaluation Unit
	1
	0.3

	
	
	Health, Social  Welfare and Nutrition Services
	66
	23.9

	
	
	Agriculture, Livestock and Fisheries
	13
	5

	
	
	Industry, Trade and Investment
	1
	0.3

	
	
	Sports Culture and Arts Unit
	0
	0

	
	Total
	
	276
	100

	5
	Years of Experience
	05 years 
	48
	17.3

	
	
	510 years 
	103
	37.3

	
	
	1115 years 
	97
	35.1

	
	
	1620 years 
	23
	8.3

	
	
	2125 years 
	5
	1.8

	
	
	26 and above years 
	0
	0

	 
	Total
	 
	276
	100


Source: Data Analysis, 2025
4.4 Descriptive Statistics Results TC "4.4 Descriptive Statistics Results" \f C \l "1" 
Three independent variables were analyzed. The descriptive included Min, Max, mean and standard deviations were analyzed. The independent variables analyzed were; Procedural justice, Distributive Justice, Interpersonal Justice and dependent variable was employee performance.
4.4.1 Descriptive Statistics Results for the effect of Procedural Justice on Employee Performance TC "4.4.1 Descriptive Statistics Results for the effect of Procedural Justice on Employee Performance" \f C \l "1"  
Descriptive statistics (mean, standard deviation, min and Max scores) were computed for The effect of Procedural justice on employee performance (Table 4.). The results show that, The Highest score is the procedures for performance evaluations are clear and easily understandable (M= 3.93, S. D= 1.443). The second highest score is the decision-making process in the Council is clear and transparency. (M=3.91, S.D = 1.508) and the third score is the clarity of procedures helps me to perform my tasks more efficiently. (M= 3.71, S. D= 1.527). Third lowest score is the procedural fairness in decision making motivates me to perform better (M= 3.35, S.D = 1.692). Second lowest score is I am aware of the procedures followed by Newala Town Council for decision making (M= 3.34, S.D. = 1.568) and Lowest score Clear procedural guidelines have improved my understanding of my responsibilities. (M= 3.18, S. D= 1.707). 
Table 4.2: Descriptive Statistics Results for the effect of Procedural Justice on Employee Performance TC "Table 4.2: Descriptive Statistics Results for the effect of Procedural Justice on Employee Performance" \f T \l "1" 
	
	Min
	Max
	Mean
	Std. Dev

	I am aware of the procedures followed by Newala Town Council for decision making 
	1.00
	5.00
	3.34
	1.568

	The decision making  process in the Council is clear and transparency
	1.00
	5.00
	3.91
	1.508

	The procedures for performance evaluations are clear and easily understandable.
	1.00
	5.00
	3.93
	1.443

	The procedural fairness in decision making  motivates me to perform better.
	1.00
	5.00
	3.35
	1.692

	Clear procedural guidelines have improved my understanding of my responsibilities.
	1.00
	5.00
	3.18
	1.707

	The clarity of procedures helps me to perform my tasks more efficiently.
	1.00
	5.00
	3.71
	1.527


N=276

Source: Data Analysis, 2025
4.4.2 Descriptive Statistics Results for the Influence of Distributive Justice on Employee Performance TC "4.4.2 Descriptive Statistics Results for the Influence of Distributive Justice on Employee Performance" \f C \l "1" 
Descriptive statistics (mean, standard deviation, min and Max scores) were computed for the influence of distributive justice on employee performance (Table 4.3). The results show that, Highest score I trust the fairness of decisions regarding promotions and salary adjustments. (M=3.88, S.D=1.270). Second score I feel that my supervisors communicate openly with me about my performance. (M=3.78, S.D= 1.276), Third highest score Transparency distribution of rewards motivates me to perform better in my role. (M=3.27, S.D=1.521), Third lowest The procedures for determining salary increases and bonuses are clear and transparency. (M=3.18, S.D=1.510). Second lowest I am aware of how resources and rewards are allocated within the Council. (M=3.17, S.D=1.517) and Lowest score distribution of benefits and rewards in the Council is fair and transparency. (M=3.07, S.D=1.543).
Table 4.3: Descriptive Statistics Results for the Influence of Distributive Justice on Employee Performance TC "Table 4.3: Descriptive Statistics Results for the Influence of Distributive Justice on Employee Performance" \f T \l "1" 
	 
	Min
	Max
	Mean
	Std. Dev.

	I am aware of how resources and rewards are allocated within the Council
	1.00
	5.00
	3.17
	1.517

	The distribution of benefits and rewards in the Council is fair and transparency.
	1.00
	5.00
	3.07
	1.543

	The procedures for determining salary increases and bonuses are clear and transparency.
	1.00
	5.00
	3.18
	1.510

	Transparency distribution of rewards motivates me to perform better in my role.
	1.00
	5.00
	3.27
	1.521

	I trust the fairness of decisions regarding promotions and salary adjustments.
	1.00
	5.00
	3.88
	1.270

	I feel that my supervisors communicate openly with me about my performance.
	1.00
	5.00
	3.78
	1.337


N=276
Source: Data Analysis, 2025
4.4.3 Descriptive Statistics Results of the Effect of Interpersonal Transparency on Employee Performance TC "4.4.3 Descriptive Statistics Results of the Effect of Interpersonal Transparency on Employee Performance" \f C \l "1" 
Descriptive statistics (mean, standard deviation, min and Max scores) were computed for the effect of interpersonal transparency on employee performance (Table 4.4). The results show that, first Highest score I feel comfortable asking for clarification or discussing workrelated issues with my colleagues. (M=4.04, S.D=1.232). second highest score I receive regular feedback from my colleagues and supervisors, which helps me improve my performance (M=4.03, S.D=1.270). Third highest score Transparency communication between employees and management builds trust and enhances performance. (M=4.03, S. D=1.249). fourth highest score Transparency in interactions among employees leads to better teamwork and collaboration. (M=3.88, S.D=1.340), and  lowest score There is open and honest communication between employees and management (M=3.86, S.D=1.368)
Table 4.4: Descriptive Statistics Results of the Effect of Interpersonal Transparency on Employee Performance TC "Table 4.4: Descriptive Statistics Results of the Effect of Interpersonal Transparency on Employee Performance" \f T \l "1" 
	 
	Min
	Max
	Mean
	Std. Dev

	There is open and honest communication between employees and management.
	1.00
	5.00
	3.86
	1.368

	I receive regular feedback from my colleagues and supervisors, which help me improve my performance.
	1.00
	5.00
	4.03
	1.270

	Transparency in interactions among employees leads to better teamwork and collaboration.
	1.00
	5.00
	3.88
	1.340

	I feel comfortable asking for clarification or discussing work related issues with my colleagues.
	1.00
	5.00
	4.04
	1.232

	Transparency communication between employees and management builds trust and enhances performance.
	1.00
	5.00
	4.03
	1.249


N=276
Source: Data Analysis, 2025
4.4.4 Descriptive Statistics Results on Agreement Regarding Employee Performance TC "4.4.4 Descriptive Statistics Results on Agreement Regarding Employee Performance" \f C \l "1" 
Descriptive statistics (mean, standard deviation, min and Max scores) were computed for agreement regarding employee performance (Table 4.5). The results show that, first highest score I effectively collaborate with my colleagues to accomplish team objectives. (M=3.90, S.D=1.333). second highest I consistently meet my work deadlines and complete tasks on time. (M=3.87, S.D=1.316). third highest score I take responsibility for my actions and outcomes at work (M=3.78, S.D=1.306). fourth highest I actively contribute to achieving the goals of my department (M=3.71, S.D=1.319). and lowest highest score I produce high quality work that meets or exceeds expectations (M=3.68, S.D=1.364).
Table 4.5: Descriptive Statistics Results on Agreement Regarding Employee Performance TC "Table 4.5: Descriptive Statistics Results on Agreement Regarding Employee Performance" \f T \l "1" 
	 
	Min
	Max
	Mean
	Std. Dev

	 I consistently meet my work deadlines and complete tasks on time.
	1
	5
	3.87
	1.316

	 I produce high quality work that meets or exceeds expectations.
	1
	5
	3.68
	1.364

	 I take responsibility for my actions and outcomes at work.
	1
	5
	3.78
	1.306

	I actively contribute to achieving the goals of my department
	1
	5
	3.71
	1.319

	I effectively collaborate with my colleagues to accomplish team objectives.
	1
	5
	3.90
	1.333


N=276
Source: Data Analysis, 2025
4.5 Variable Descriptive Statistics, Reliability and Correlation Analysis Results TC "4.5 Variable Descriptive Statistics, Reliability and Correlation Analysis Results" \f C \l "1"  

Descriptive statistics were computed for the independent variables and dependent variable. All variable score different result.  Results (Table 4.5) indicated that The procedural justice (M=1.30, S.D 0.628), Distributive justice ( M, 1.28, S,D 0.559),Interpersonal transparency (M=1.28, S,D 0.585) and Employee performance (M=1.29, S,D 0.593). 
Table 4.6: Variable Descriptive Statistics, Reliability and Correlation Analysis Results TC "Table 4.6: Variable Descriptive Statistics, Reliability and Correlation Analysis Results" \f T \l "1" 
	 
	Mean
	Std. Deviation
	Procedure justice
	Distribution justice
	Interpersonal transparency
	Employee performance

	Procedure justice
	Pearson Correlation
	1.30
	
0.628
	0.85

	Distribution justice
	Pearson Correlation
	1.28
	0.559
	.769**
	0.88
	 

	Interpersonal transparency
	Pearson Correlation
	1.28
	0.585
	.

756**
	.823**
	0.91
	 

	Employee performance
	Pearson Correlation
	1.29
	0.593
	.787**
	.848**
	.937**
	0.95


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

Source: Data Analysis, 2025
4.6 Outliers, Normality, Linearity and Homoscedasticity Regression Assumptions Testing Results for Ethics TC "4.6 Outliers, Normality, Linearity and Homoscedasticity Regression Assumptions Testing Results for Ethics" \f C \l "1" 
The distribution of residuals is represented by a bell shaped curve in the histogram (Figure 4.2). The residuals' bell shaped curve with a mean of 1.06E-16 and standard deviation of 0.998 which closely aligns with the assumptions of normality and linearity. The symmetrical bell shaped curve indicates the absence of extreme outliers, and further supports the assumption of homoscedasticity provided that no discernible pattern is observed in the residual variance across predicted values. 
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Figure 4.1: Histogram TC "Figure 4.1: Histogram" \f F \l "1" 
Source: Data Analysis, 2025
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Figure 4.2: Normal P Plots for the standardized Residual Variables TC "Figure 4.2: Normal P Plots for the standardized Residual Variables" \f F \l "1" 
Source: Data Analysis, 2025
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Figure 4.3: Scatter plot for the Standardized Residual for Variables TC "Figure 4.3: Scatter plot for the Standardized Residual for Variables" \f F \l "1"  

Source: Data Analysis, 2025
4.7 Multiple Regressions Analysis TC "4.7 Multiple Regressions Analysis" \f C \l "1" 
The multiple regression analysis was carried out to estimate the effect of transparency (independent variables) on employee performance (dependent variable). Results are presented in Tables 4.7:  4:13:  presents a summary of the model in which the item of interest is the R2 statistics, which is .950a This suggests effects of transparency for 95% of the variation in employee performance.
Table 4.7: Model Summary TC "Table 4.7: Model Summary" \f T \l "1" 
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.950a
	0.902
	0.901
	0.187

	a. Predictors: (Constant), Interpersonal transparency, Procedure justice, Transparency distribution


b. Dependent variable: Employees’ Performance
Source: Data Analysis, 2025
Table 4.8 The results of the ANOVA (Analysis of Variance) indicate that the regression model is statistically significant in explaining variations in employee performance. The model includes three predictors: interpersonal transparency, procedural justice, and transparency in distribution. The Fstatistic is 836.301 with a pvalue of .000, which is well below the 0.05 threshold, indicating that the overall model is highly significant. 
Table 4.8: ANOVA Results TC "Table 4.8: ANOVA Results" \f T \l "1" 
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	87.342
	3
	29.114
	836.301
	.000b

	
	Residual
	9.469
	272
	0.035
	 
	 

	
	Total
	96.812
	275
	
	 
	 

	a. Dependent Variable: Employee performance

	b. Predictors: (Constant), Interpersonal transparency, Procedure justice, Transparency distribution


Source: Data Analysis, 2025
Table 4.9 The results indicate that the regression model is a strong and statistically significant predictor of employee performance. The model achieved an R value of 0.950 and an R² of 0.902, meaning that approximately 90.2% of the variation in employee performance is explained by the three predictors: procedural justice, transparency in distribution, and interpersonal transparency. The ANOVA results (F = 836.301, p < .001) confirm the overall significance of the model. Furthermore, the analysis of coefficients reveals that all three predictors have a positive and statistically significant effect on employee performance. Among them, interpersonal transparency had the largest impact (β = 0.695, p < 0.001), indicating it plays a crucial role in enhancing employee performance. Transparency in distribution (β = 0.183) and procedural justice (β = 0.121) also contribute meaningfully, though to a lesser extent. These findings underscore the importance of transparent and fair organizational practices in driving employee effectiveness.
Table 4.9: Regression Model Results TC "Table 4.9: Regression Model Results" \f T \l "1" 
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	0.084
	0.039
	 
	2.143
	0.033

	
	Procedure justice
	0.110
	0.039
	0.120
	2.804
	0.005

	
	Transparency justice
	0.163
	0.041
	0.168
	3.992
	0.000

	
	Interpersonal transparency
	0.654
	0.045
	0.671
	14.600
	0.000


a. Dependent Variable: Employee performance

Source: Data Analysis, 2025
4.8 Discussion of the Finding TC "4.8 Discussion of the Finding" \f C \l "1" 
This study intended to determine the effect of transparency on employees’ performance. The hypothesis for analysis was tested using regression analysis. The discussion elaborates the findings information as discovered in data analysis and then compares or contrasts the discovered results with results discovered by other authors on the relevant topic at hand. The implication of the discovered results will also be discussed in relation to study topic.
4.8.1 The effect of Procedural Justice on Employee Performance TC "4.8.1 The effect of Procedural Justice on Employee Performance" \f C \l "1" 
This objective intended to determine the effect of procedural justice on employees’ performance. The study discovered that, there is a positive and statistically significant effect between procedural justice and employees’ performance. The finding is supported by Khtatbeh etal, (2020) discovered that effect of job analysis on job performance through the mediator of procedural justice is statistically significant. This indicates that job analysis enhances job performance indirectly by improving perceptions of procedural justice. Moreover, the study also found a positive direct effect of job analysis on procedural justice, suggesting that well conducted job analysis contributes to employees’ sense of fairness in organizational procedures and also supported by Fiaz etal (2021) The study found that organizational justice has a significantly positive impact on employees' job performance, highlighting the importance of fair treatment, transparent processes, and respectful interpersonal interactions in the workplace. 
Additionally, Amalina & Susilowati (2022) The study revealed that procedural justice in promotion and evaluation processes has a significant positive influence on job performance. This suggests that when employees perceive fairness in how promotions and evaluations are conducted, they are more likely to perform better. Additionally, the results indicate that leadership has a positive and significant impact on employee performance. This means that effective, supportive, and transparent leadership contributes meaningfully to enhancing how well employees perform in their roles.
Although the current study supports a positive and significant relationship between procedural justice and employee performance, some literature presents contrasting perspectives, particularly in cross cultural or highly hierarchical environments. In such contexts, researchers have observed weaker or even insignificant relationships between procedural justice and performance. This can be attributed to cultural norms or ineffective communication, where employees may accept top down decisions without expecting fairness in processes. For instance, in highly authoritarian cultures, employees often prioritize job security and obedience over perceptions of procedural fairness, diminishing its impact on performance. Similarly, in high pressure, results driven environments, organizations may place greater emphasis on distributive justice rewarding outcomes rather than the fairness of procedures, which can make procedural justice a less influential factor in shaping employee behavior and performance outcomes.
4.8.2 The Influence of Distributive Justice on Employee Performance TC "4.8.2 The Influence of Distributive Justice on Employee Performance" \f C \l "1" 
This objective intended to determine the effect of distributive justice on employees’ performance. The study discovered that, the relationship between distributive justice and employee performance has a positive and statistically significant effect. Supported by Muhammad et al (2025) The study found that distributive fairness in performance appraisals has a significant and positive influence on employee outcomes. This means that when employees perceive that rewards, evaluations, or outcomes are fairly distributed based on performance, their responses such as motivation, satisfaction, or performance improve. The positive coefficient range suggests a statistically significant positive association, providing strong evidence that fairness in how performance outcomes are allocated plays a critical role in shaping employee behavior and attitudes. 
Additionally, Fitriani (2025) This study employs a quantitative research approach, focusing on statistical analysis to examine relationships among variables. The results reveal a positive and statistically significant influence of distributive justice on employee motivation, indicating that when employees perceive fairness in the distribution of rewards or outcomes, their motivation levels increase. This relationship was found to be strong and meaningful within the context of the analysis and supported by Mensah et al (2024) After data collection, the study employed descriptive statistics followed by Partial Least Squares Structural Equation Modelling (PLSSEM) to analyze the data. 
The results revealed that distributive justice was positively related to work attitudes, suggesting that when employees perceive fairness in the allocation of resources or rewards, their attitudes toward work such as job satisfaction, commitment, and engagement improve significantly. While the current study found a positive and statistically significant relationship between distributive justice and employee performance, it is important to acknowledge that not all research has reported similar findings. Some studies have found no significant relationship, suggesting that other factors such as leadership style, procedural justice, or intrinsic motivation may play a more dominant role in influencing performance. In rare cases, a negative relationship has been observed, where employees perceive reward fairness but remain demotivated due to other organizational inequities, such as limited career advancement or perceived favoritism in supervision. 
Additionally, cultural and sectorbased differences can influence how distributive justice is perceived. For example, in collectivist cultures, employees may prioritize procedural or interpersonal justice over distributive justice, while in public or unionized sectors where compensation structures are rigid employees may not associate reward distribution with performance at all. Moreover, some studies highlight the importance of conflicting mediators or moderators, noting that distributive justice alone may not yield positive outcomes unless it is supported by clear communication, respectful treatment, and fair processes. In such cases, even when rewards are fairly distributed, poor communication or perceived disrespect can cause employees to feel undervalued, thereby reducing their motivation and performance.
4.8.3 The Effect of Interpersonal Transparency on Employee Performance TC "4.8.3 The Effect of Interpersonal Transparency on Employee Performance" \f C \l "1" 
This objective intended to determine the effect of interpersonal transparency on employees’ performance The relationship between interpersonal transparency and employee performance has a strong positive and statistically significant effect. Supported by Danjuma et el (2025) The study found that a transparent and fair work environment can significantly enhance organizational outcomes. Specifically, interpersonal transparency demonstrated a strong positive correlation with procedural justice, indicating that open and respectful communication supports fair processes within the organization. Additionally, staff productivity was positively associated with interpersonal transparency, suggesting that when employees experience honesty and openness in workplace interactions, their motivation and output tend to increase. 
Additionally, Saputra et al (2024) The study examined the impact of a supportive work environment on employee performance at PT. Cendrawan Nusantara. The findings highlight that a workplace characterized by transparent communication practices significantly enhances employee performance. Specifically, the results indicate a strong positive impact, showing that when employees experience openness, support, and clear communication, their productivity and job effectiveness improve substantially and Danjuma, (2025) the study found that interpersonal relationships can directly impact employee motivation, with a strong positive relationship that is highly statistically significant. This suggests that positive interactions, mutual respect, and effective communication among colleagues and leaders play a critical role in enhancing motivation at work.
While the current study confirms a strong positive link between interpersonal transparency and employee performance, some research highlights contextual limitations. For instance, in certain cultural or organizational settings, transparency may not be viewed positively and could even lead to discomfort or conflict, thereby weakening its impact. Additionally, some studies suggest that the effect of interpersonal transparency is mediated by trust or leadership style, meaning its influence on performance is not always direct. These contrasting findings emphasize the need to consider organizational culture, leadership dynamics, and employee expectations when promoting transparency as a performance enhancing practice.
4.8.4 Response Section and Response Rate TC "4.8.4 Response Section and Response Rate" \f C \l "1" 
The total number of respondents who participated in this study was 276. All distributed questionnaires were fully completed and returned, representing a 100% response rate. This high level of participation reflects the strong interest and cooperation among the respondents, enhancing the credibility and reliability of the study findings.

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

 TC "SUMMARY OF THE FINDINGS CONCLUSION AND RECOMMENDATIONS" \f C \l "1" SUMMARY OF THE FINDINGS CONCLUSION AND RECOMMENDATIONS
5.1 Chapter Overview TC "5.1 Chapter Overview" \f C \l "1" 
This chapter presents a comprehensive summary of the key findings, conclusions, and recommendations derived from the study. It begins by synthesizing the major results that emerged from the data analysis, highlighting the relationships between procedural justice, distributive justice, interpersonal transparency, and employee performance. Each finding is discussed in the context of existing literature to demonstrate how the study contributes to the broader body of knowledge. The chapter then moves to draw conclusions based on the evidence, linking them directly to the research objectives and hypotheses. These conclusions not only confirm the significance of fairness and transparency in the workplace but also underscore the practical implications for organizational leaders and HR practitioners. Finally, the chapter offers actionable recommendations aimed at enhancing workplace practices and employee performance. These recommendations are informed by both the empirical findings of the study and insights from the reviewed literature, making them relevant for policymaking, organizational development, and future research directions. 
5.2 Summary of the Finding TC "5.2 Summary of the Finding" \f C \l "1" 
5.2.1 Effect of Procedural Justice on Employee Performance TC "5.2.1 Effect of Procedural Justice on Employee Performance" \f C \l "1" 
The study revealed that procedural justice has a positive and statistically significant effect on employee performance. Employees who perceive fairness in organizational procedures tend to be more motivated and perform better in their roles. This finding is consistent with existing research that emphasizes the importance of transparent and consistent processes in fostering trust and improving workplace outcomes. Additionally, the perception of procedural justice was shown to enhance communication and trust between employees and management, which further contributes to improved performance.
5.2.2 Effect of Distributive Justice on Employee Performance TC "5.2.2 Effect of Distributive Justice on Employee Performance" \f C \l "1" 
The results also indicate that distributive justice plays a critical role in influencing employee performance, showing a strong positive and statistically significant relationship. When employees believe that rewards and outcomes are distributed fairly based on their contributions, they exhibit higher levels of job satisfaction, motivation, and commitment. This supports the notion that fair allocation of resources is essential to encouraging employees to put forth their best effort. These findings are in line with prior studies that underscore the importance of equitable treatment in driving positive employee attitudes and behaviors across various organizational settings.
5.2.3 Effect of Interpersonal Transparency on Employee Performance TC "5.2.3 Effect of Interpersonal Transparency on Employee Performance" \f C \l "1" 
Furthermore, interpersonal transparency was found to have a strong positive impact on employee performance. The study shows that open, honest, and respectful communication within the workplace enhances employee motivation and productivity. Transparent interactions build stronger interpersonal relationships and create a supportive environment that enables employees to perform more effectively. This highlights the critical role of clear and honest communication practices in fostering a positive organizational climate and improving overall performance.
5.3 Implication of the Study TC "5.3 Implication of the Study" \f C \l "1" 
The findings of this study have significant implications for managers to lead with fairness and openness, guides policymakers in crafting supportive organizational frameworks, and offers scholars a robust platform for ongoing research into the critical drivers of employee performance. practically, the study emphasizes the importance of transparency through fair procedures, equitable distribution of resources, and respectful treatment of employees as a key factor in improving employee performance. For institutions like Newala Town Council, this means that investing in transparent systems and inclusive decision making processes can boost motivation, satisfaction, and productivity among staff. From a policy perspective, the results can guide the development of fair and transparent HR policies, including those related to promotions and disciplinary procedures. Theoretically, the study reinforces Organizational Justice Theory by confirming that procedural, distributive, and interpersonal transparency are positively associated with employee performance, especially in public sector settings.
5.4 Conclusion TC "5.4 Conclusion" \f C \l "1"  

Based on the findings, the study concludes that the effect of transparency on employee performance, in Local Government Authorities, specifically in Newala Town Council. Procedural justice positively impacts performance by ensuring that employees perceive fairness in how decisions are made. Distributive justice contributes to enhanced motivation and commitment by promoting fairness in the allocation of resources and rewards. Interpersonal transparency has the greatest effect, as open and respectful communication within the organization fosters trust, engagement, and high levels of employee productivity. Overall, all three dimensions of transparency procedural, distributive, and interpersonal play a critical role in improving employee performance.
5.5 Recommendations TC "5.5 Recommendations" \f C \l "1"  
5.5.1 The Effect of Procedural Justice on Employee Performance TC "5.5.1 The Effect of Procedural Justice on Employee Performance" \f C \l "1" 
The local government should strengthen fairness in organizational procedures by ensuring transparent, consistent, and inclusive decision-making processes. Employees should have opportunities to participate or provide input on matters that affect them. Clear communication about criteria for promotions, evaluations, and disciplinary actions should be prioritized to foster employees' perceptions of fairness and trust in the system.
5.5.2 The Influence of Distributive Justice on Employee Performance TC "5.5.2 The Influence of Distributive Justice on Employee Performance" \f C \l "1" 
Efforts should be made to ensure that rewards, promotions, and benefits are allocated based on clear, merit-based criteria. Developing objective and transparent performance appraisal systems will help employees feel that outcomes are fairly distributed, which can increase motivation, job satisfaction, and commitment to the organization.
5.5.3 The Effect of Interpersonal Transparency on Employee Performance TC "5.5.3 The Effect of Interpersonal Transparency on Employee Performance" \f C \l "1" 
To maximize employee performance, the organization should cultivate an environment characterized by open, honest, and respectful communication. Leaders and supervisors must model transparency in their interactions and encourage open dialogue across all levels. Training on effective communication and leadership transparency can strengthen trust, improve relationships, and boost employee engagement and productivity.
5.6 Limitations TC "5.6 Limitations" \f C \l "1" 
Despite successful accomplishment of the work, the researcher faced some challenges when conducting this study. Some of respondents resisted to participate fearing that they could exposed, but the researcher ensured them that the information collected was for academic purpose only. Also, most of respondents were so busy and thus delayed data collection process, but the researcher waited to ensure that the required data is collected.
5.7 Area for Further Studies TC "5.7 Area for Further Studies" \f C \l "1"  

Further research can explore several important areas based on the findings. First, investigating the impact of procedural justice on employee motivation would provide insights into how fair and transparent decision making influences motivation and job satisfaction across various sectors. This could identify factors that enhance or limit its effectiveness. Second, examining the long term effects of distributive justice on organizational commitment is essential, given the weak correlation between distributive justice and performance. Research could explore its impact on loyalty, retention, and commitment, especially in sectors where fairness in resource allocation is critical. Lastly, investigating the role of interpersonal transparency across different cultures could shed light on how cultural differences impact the relationship between transparency and performance, especially in multicultural work environments. This would provide insights into managing diverse teams. In summary, further research is needed to better understand the long term effects of procedural and distributive justice on employee motivation, organizational commitment, and performance across sectors and cultures. Additionally, exploring how cultural differences influence interpersonal transparency could improve workplace communication and effectiveness in diverse environments.
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APPENDICES TC "APPENDICES" \f C \l "1" 
QUESTIONNAIRE 

Dear respondent,

My name is BENADETA G SING’AMBI, a student of Open University Pursuing a master degree of MASTER OF HUMAN RESOURCE MANAGEMENT I am required to conduct research on topic of my interest. My research topic is “EFFECT OF TRANSPARENCY ON EMPLOYEE PERFORMANCE IN LOCAL GAOVERNMENT AUTHORITIES: THE CASE OF NEWALA TOWN COUNCIL.”. The purpose of this questionnaire is to get data that used in the analysis. I humbly request you to feel it. NOTE: Max confidentiality will be considered on the information provided and it will only be used for Academic purpose and no exposure of identity will be entertained

Part A: Demographic Characteristic of Respondents

	NA
	Questions
	RESPONSE
	PUT A TICK

	1
	Gender
	Male 
	 

	
	
	Female
	 

	2
	Age Group
	18  25 
	 

	
	
	26  35 
	 

	
	
	36  45 
	 

	
	
	46  55 
	 

	
	
	55 and above 
	 

	 
	Level of Education
	Primary 
	 

	
	
	Secondary 
	 

	
	
	Diploma 
	 

	
	
	Certificate 
	 

	
	
	Bachelor 
	 

	
	
	Masters 
	 

	
	
	Other
	 

	 
	Department
	Administration And Human  Resources Management
	 

	
	
	Finance And Accounts Unit
	 

	
	
	Government Communication Unit
	 

	
	
	Internal Audit Unit
	 

	
	
	Procurement Management Unit
	 

	
	
	Information And Communication Technology Unit
	 

	
	
	Planning and Coordination
	 

	
	
	Community Development
	 

	
	
	Infrastructure, Rural and Urban Development
	 

	
	
	PrePrimary and Primary Education
	 

	
	
	Secondary Education
	 

	
	
	Natural Resources and Environment Conservation Unit
	 

	
	
	Waste Management and Sanitation Unit
	 

	
	
	Monitoring and Evaluation Unit
	 

	
	
	Health, Social  Welfare and Nutrition Services
	 

	
	
	Health, Social  Welfare and Nutrition Services
	 

	
	
	Agriculture, Livestock and Fisheries
	 

	
	
	Industry, Trade and Investment
	 

	
	
	Sports Culture and Arts Unit
	 

	 
	Years of Experience in Local Government Authority
	05 years 
	 

	
	
	510 years 
	 

	
	
	1115 years 
	 

	
	
	1620 years 
	 

	
	
	2125 years 
	 

	
	
	26 and above years 
	 


	Part B: The effect of procedural transparency on employee performance at Newala Town Council;

Please use the scale of 15 to answer question on the table below, where 1 – Strongly agree, 2 agree, 3 Neutral, 4 Strong disagree and 5 Disagree

	 NA
	Questions
	Answer (put a tick)

	
	
	1
	2
	3
	4
	5

	1
	I am aware of the procedures followed by Newala Town Council for decision making 
	
	
	
	
	

	2
	The decision making  process in the Council is clear and transparency
	
	
	
	
	

	3
	The procedures for performance evaluations are clear and easily understandable.
	
	
	
	
	

	4
	The procedural fairness in decision making  motivates me to perform better.
	
	
	
	
	

	5
	Clear procedural guidelines have improved my understanding of my responsibilities.
	
	
	
	
	

	6
	The clarity of procedures helps me to perform my tasks more efficiently.
	
	
	
	
	


	Part C: The influence of distributive transparency on employee performance at Newala Town Council,

Please use the scale of 15 to answer question on the table below, where 1 – Strongly agree, 2 agree, 3 Neutral, 4 Strong disagree and 5 Disagree

	 NA
	Questions
	Answer (put a tick)

	
	
	1
	2
	3
	4
	5

	1
	I am aware of how resources and rewards are allocated within the Council.
	
	
	
	
	

	2
	The distribution of benefits and rewards in the Council is fair and transparency.
	
	
	
	
	

	3
	The procedures for determining salary increases and bonuses are clear and transparency.
	
	
	
	
	

	4
	Transparency distribution of rewards motivates me to perform better in my role.
	
	
	
	
	

	5
	I trust the fairness of decisions regarding promotions and salary adjustments.
	
	
	
	
	

	6
	The allocation of tasks and responsibilities is clear and transparency within the Council.
	
	
	
	
	


	Part D: The effect of interpersonal transparency on employee performance at Newala Town Council.

Please use the scale of 15 to answer question on the table below, where 1 – Strongly agree, 2 agree, 3 Neutral, 4 Strong disagree and 5 Disagree

	 NA
	Questions
	Answer (put a tick)

	
	
	1
	2
	3
	4

	1
	I feel that my supervisors communicate openly with me about my performance.
	
	
	
	

	2
	There is open and honest communication between employees and management.
	
	
	
	

	3
	I receive regular feedback from my colleagues and supervisors, which helps me improve my performance.
	
	
	
	

	4
	Transparency in interactions among employees leads to better teamwork and collaboration.
	
	
	
	

	5
	I feel comfortable asking for clarification or discussing workrelated issues with my colleagues.
	
	
	
	

	6
	Transparency communication between employees and management builds trust and enhances performance.
	
	
	
	


Part E: Please indicate your level of agreement with the following statements about your performance at work:

Please, use the scale of 15 to answer questions on the table below, where 1strongly agree, 2agree, 3neither, 4strongly disagree, 5disagree. Put a tick to appropriate scale.

	NO
	Questions
	Answer (put a tick)

	
	
	1
	2
	3
	4
	5

	1
	 I consistently meet my work deadlines and complete tasks on time.
	 
	 
	 
	 
	 

	2
	 I produce highquality work that meets or exceeds expectations.
	 
	 
	 
	 
	 

	3
	 I take responsibility for my actions and outcomes at work.
	 
	 
	 
	 
	 

	4
	I actively contribute to achieving the goals of my department.
	 
	 
	 
	 
	 

	5
	 I effectively collaborate with my colleagues to accomplish team objectives.
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[image: image4.png]THE UNITED REPUBLIC OF TANZANIA
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THE OPEN UNIVERSITY OF TANZANIA %ﬁ, ;

Ref. No OUT/PG202287685 23" December, 2024

Town Director,
Newala Town Council,
P O.Box 39,

MTWARA.

Dear Director,

RE: RESEARCH CLEARANCE FOR MS. BENADETA G. SING’AMBI, REG NO:
PG202287685

2. The Open University of Tanzania was established by an Act of Parliament No. 17
of 1992, which became operational on the 15'March 1993 by public notice No.55 in the
official Gazette. The Act was however replaced by the Open University of Tanzania
Charter of 2005, which became operational on 1%'January 2007.In line with the Charter,
the Open University of Tanzania mission is to generate and apply knowledge through

research.

3. To facilitate and to simplify research process therefore, the act empowers the Vice
Chancellor of the Open University of Tanzania to issue research clearance, on behalf of
the Government of Tanzania and Tanzania Commission for Science and Technology, to
both its staff and students who are doing research in Tanzania. With this brief

background, the purpose of this letter is to introduce to you Ms. Benadeta G Sing’ambi




[image: image5.png], Reg.No: PG202287685), pursuing Master of Human Resource Management
(MHRM). We here by grant this clearance to conduct a research titled “Effect of
Transparency on Employee Performance in Local Government Authorities in
Tanzania: The Case of Newala Town Council” She will collect her data at your office
from 27" December 2024 to 30™ January 2025.

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

cooperation and facilitation of this research academic activity.

Yours sincerely,
THE OPEN UNIVERSITY OF TANZANIA

==t

Prof.Gwahula Raphael Kimamala

For: VICE CHANCELLOR

Kinondoni Biafra, Kawawa Road; P.O 23409; Dar es Salaam; Tel: +255 22 2668 445;
E-Mail:vc@out.ac.tz|| Website:www.out.ac.tz
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REF: APPROVAL FOR CONDUCTING RESEARCH

Please refer to the above mentioned subject.

| introduce to you the student, Benadeta Gana Sing’ambi, who is studying at the Open
University of Tanzania (OUT) and is conducting a research study on "The Effect of
Transparency on Employee Performance in Local Government Authorities in Tanzania: The

Case of Newala Town Council." From December 27, 2024, to January 30, 2025.

This letter serves as approval for the student to carry out the research in order to complete
her studies.
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FOR.TOWN DIRECTOR
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Procedural justice


Transparency of procedural


Voice and Participation


Consistency and Predictability








Employee performance


Quality of Work


Productivity / Output


Initiative and Innovation





Distributive Justice


Equity in Access to Services


Fair Distribution of Public Resources


Equal Opportunity





Interpersonal Transparency


Honesty in Communication


Clarity and Consistency of Information


Openness to Questions and Feedback









