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ABSTRACT

Investigating the variables affecting workers' job discontent in public offices was the aim of this study. This study explicitly examined how job discontent among employees at the Mbarali District Council is impacted by working circumstances, managerial support, and career growth prospects. The positivistic philosophy of Herzberg's Two-Factor theory served as the foundation for this investigation. The study used an explanatory design and a quantitative technique in accordance with positivist philosophy. Using a straightforward random procedure, 88 respondents were given structured questionnaires. Multiple linear regression analysis and descriptive statistics were used to analyze the gathered data. The findings showed that employee job discontent at Mbarali District Council was positively and significantly influenced by subpar working circumstances, limited career growth chances, and poor managerial support. It has been determined that opportunities for professional growth, better working conditions, and managerial assistance all affect how satisfied employees are with their jobs in public offices. Therefore, it is recommended that Tanzanian government agencies improve working conditions, managerial assistance, and possibilities for professional progression. 
Key Words: Working conditions, managerial support, career advancement opportunities, employee job dissatisfaction, public offices
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CHAPTER ONE

INTRODUCTION

1.1 Chapter Overview

The study's background, problem statement, research aims, significance, scope, and organization are all presented in this chapter.
1.2 Background of the Study

Job dissatisfaction among employees is a significant concern globally, with various factors contributing to this issue across different regions and sectors. In Germany, for example, a study by Müller and Schneider (2021) highlighted that, job dissatisfaction is often linked to poor working conditions, lack of career progression, and inadequate compensation. Their research indicated that, German public sector employees reported high levels of job dissatisfaction due to work-life imbalance and insufficient recognition (Müller & Schneider, 2021). This issue is not confined to Europe but is a global phenomenon affecting both developed and developing nations.

Regionally, in Africa, job dissatisfaction in the public sector has been a persistent problem. Research conducted in Nigeria and Kenya indicated that, factors such as lack of resources, political interference, and inadequate training opportunities significantly contribute to employee dissatisfaction in public offices (Oluoch & Ogutu, 2021; Kithinji, 2022). These studies underscore the need for a comprehensive understanding of the factors influencing job dissatisfaction to develop effective intervention strategies. Additionally, policies aimed at improving working conditions and enhancing employee motivation has been implemented with varying degrees of success.

Narrowing down to the local level, Mbarali district council in Tanzania has been experiencing similar challenges. Employees in public offices reported high levels of dissatisfaction attributed to poor working conditions, insufficient support from the management and limited opportunities for career advancement. A study by Mrema (2021) highlighted low morale, reduced productivity, and high turnover rates among public sector employees. Despite the efforts by the Tanzanian government, such as the implementation of the Public Service Reform Program (PSRP) aimed at improving the efficiency and effectiveness of public services, challenges persist. The PSRP includes initiatives to enhance employee training, improve working conditions, and foster a culture of accountability and performance. However, these measures did not fully address the specific needs of employees in Mbarali district, pointing to gaps that required targeted interventions (Mkisi, 2020).

It is essential to comprehend the historical trends that have contributed to the current level of work discontent. Historically, frameworks for comprehending employee motivation and satisfaction were offered by job satisfaction theories like Herzberg's Two-Factor theory. Particularly pertinent is Herzberg's theory, which makes a distinction between motivators (recognition, career progression) and hygiene elements (wage, working environment). It implies that while treating hygienic issues can help avoid discontent, addressing motivators is what leads to genuine satisfaction (Herzberg, 1968).
Despite extensive research on job satisfaction, there remained significant gaps, particularly in the context of public offices in developing regions like Mbarali district. Previous studies have largely focused on the private sector or on broader regional trends without delving into specific local contexts (Mamman, Kamoche, & Bakuwa, 2022). Addressing these gaps was essential to develop targeted strategies that could improve job satisfaction and overall employee well-being in public offices.

The significance of addressing job dissatisfaction in Mbarali district council could not be overstated. High levels of dissatisfaction can lead to decreased employee performance, higher absenteeism, and increased turnover, all of which can adversely affect organisational and individual performance (Mkisi, 2020). By identifying and addressing the specific factors contributing to job dissatisfaction, this study aimed to provide actionable insights that could help improve employee satisfaction, enhance productivity, and ultimately improve public service delivery in Mbarali district council. The theoretical framework guiding this study was Herzberg's Two-Factor Theory, which helped in identifying both hygiene factors and motivators influencing job satisfaction. The hypothesis of the study was that addressing the key factors identified leading to a significant improvement in job satisfaction among public office employees in Mbarali district council.

1.3 Statement of the Problem

Job satisfaction is a crucial aspect of employee well-being and organisational performance (Ali & Anwar, 2021; Bakotic, 2016). Ideally, public sector employees should experience high levels of job satisfaction due to stable employment, clear career progression paths, and supportive working environments (Müller & Schneider, 2021; Oluoch & Ogutu, 2021). Such an environment should foster employee motivation, productivity, and a strong commitment to public service, leading to efficient and effective public sector operations.

The Tanzanian government has implemented several initiatives to enhance public service efficiency and employee satisfaction, such as the Public Service Reform Program (PSRP). The PSRP aims to improve working conditions, provide better training, and enhance career development opportunities. However, these initiatives have not fully addressed the unique challenges faced by employees in Mbarali district council. The Local Government CAG Report (2023) highlighted several persistent issues, such as inadequate resource allocation, poor infrastructure, and inefficiencies in public service delivery, all contributing to job dissatisfaction. The report indicated that, 45% of the budgeted resources were not utilised effectively leading to poor service delivery and increased employee frustration. Additionally, the report noted a 30% infrastructure deficit in public offices which hampered effective work performance and contributed to job dissatisfaction (Local Government CAG Report, 2023).

The reality is that, job dissatisfaction in Mbarali district council led to decreased employee performance, higher absenteeism, and increased turnover (Mkisi, 2020). These issues adversely affected the delivery of public services, undermining the overall effectiveness of the public sector in the district. Additionally, there were limited studies on the phenomenon in this area because even the one conducted by Mkisi (2020) focused on the factors influencing teachers’ turnover in rural public secondary schools and not on the factors influencing employee job dissatisfaction in public offices. So, there was a need to conduct this study in this area. Furthermore, there was a need to examine the influence of working conditions, the role of managerial support and the effect of career advancement opportunities among employees because Mkisi's study examined the effect of teacher’s turnover on students’ academic performance and the strategies put in place in reducing teachers’ turnover in rural public schools. Addressing this gap involved a detailed examination of the specific factors contributing to job dissatisfaction in Mbarali district council. By focusing on this localised context, the study intended to provide actionable insights and recommendations that could improve employee satisfaction, enhance productivity, and ultimately lead to better public service delivery. Addressing this gap was essential to move from the current state of dissatisfaction to an ideal state where public sector employees are motivated, productive, and satisfied with their jobs.
1.4 Research Objectives

1.4.1 General objective 

The general objective of this study was to investigate the factors influencing employee job dissatisfaction in public offices focusing on Mbarali district council.

1.4.2 Specific objectives 

i. To examine the influence of working conditions on employee job dissatisfaction in Mbarali district council.
ii. To examine the role of managerial support in influencing employee job dissatisfaction in Mbarali district council.

iii. To examine the effect of career advancement opportunities on employee job  satisfaction in Mbarali district council.

1.5 Research Questions

i. How do working conditions impact employee job  satisfaction in Mbarali district council?

ii. What is the role of managerial support in influencing employee job  satisfaction in Mbarali district council?

iii. How do career advancement opportunities affect employee job  satisfaction in Mbarali district council?

1.6 Significance of the Study

With an emphasis on the Mbarali District Council, this study investigated the fundamental elements influencing job satisfaction among workers in public offices. In order to improve job satisfaction and boost employee performance and the overall efficacy of public service delivery, the study sought to identify these determinants and offer insights that could guide managerial and policy changes. The findings could be valuable for policymakers, public sector managers, and researchers interested in employee well-being and organisational performance. To policy makers, the findings would give insights to help them provide guidelines which would motivate employees at their workplaces for the furtherance of the public offices. To the public sector human resource managers, the findings of the study would help them to look for various ways to motivate employees they supervise and improve employee performance. By using the Herzberg's Two-Factor theory, policy makers and human resource managers would be guided and help to highlight several factors in order to reduce job  ssatisfaction among employees. These factors salary, company policies, supervision, and working conditions among others. Furthermore, other factors could be improving employee achievement, recognition, working environment responsibility and advancement, and managerial support. Lastly, the study is expected to help future researchers to identify knowledge gap not covered by this study hence bringing new insight.  
1.7 Scope of the Study

This study focused on the public offices within Mbarali district council, Tanzania. It aimed to analyse the factors influencing job  satisfaction among public sector employees, specifically examining the impact of working conditions, managerial support, and career advancement opportunities. The research included a review of existing literature, data collection through questioner, and an analysis of the findings to provide recommendations for addressing job  satisfaction in the district.

1.8 Organisation of the Study

The research study is divided into five chapters. The first chapter provided the study's background, problem statement, aims, and significance. The literature review, which was based on both theoretical and empirical reviews, was covered in Chapter 2. It included a review of various studies, the identification of research gaps, and a conceptual framework. Research philosophy, research approach, research design and strategy, and study area were all covered in Chapter 3, which also included the study's population, sample and sampling techniques, data types, data collection tools, and data analysis methods. Other topics covered included variables and measurement procedures, data cleaning and processing, validity and reliability, and ethical considerations. Findings were covered in Chapter 4. The findings were discussed in Chapter 5 in light of the particular objectives, findings summary, implications, conclusions, and suggestions.
CHAPTER TWO

LITERATURE REVIEW

2.1 Chapter Overview
The review of other research and related material is presented in this chapter to help readers gain a better knowledge of the subject of the study. Research gaps, theoretical and empirical literature reviews, conceptual definitions, and a conceptual framework are all included in this chapter.
2.2 Definition of Key Terms and Concepts

2.2.1 Employee Job  satisfaction
The degree to which workers are unhappy or satisfied with their job duties and workplace is known as employee job satisfaction. Unimproved job security, low pay, and unfavorable working conditions are all components of job satisfaction, according to Green and Tsitsianis (2021), and they all have an effect on an employee's general level of satisfaction and performance. Likewise, Smith and Brown (2022) characterize job satisfaction as a condition in which workers perceive a discrepancy between their expectations and realities, which results in lower motivation and a higher propensity to leave. In the context of this study, Green and Tsitsianis’ definition was adopted because it tried to identify some factors which were under scrutiny in this study; these factors which were provided by Green and Tsitsianis were working conditions and managerial responsibilities.
2.2.2 Public Offices

Public offices refer to positions within governmental institutions that are responsible for implementing public policies and delivering public services. According to Miller and Roberts (2020), public offices are essential components of the public sector, characterized by their mandate to serve the public interest, uphold transparency, and ensure accountability. Additionally, Johnson and Lee (2021) described public offices as organisational entities that operate within the framework of governmental authority, tasked with executing laws, managing resources, and providing services to citizens. For the purpose of this study, Johnson and Lee's definition was adopted because public offices were referred to as governmental agencies and departments at various levels (local, regional, and national) entrusted with the responsibility of executing public policies, managing public resources, and delivering essential services to the community. 

2.2.3 Working Conditions

While Truong (2023) defines working conditions as including employee safety, stability, positive relationships with coworkers, recognition of excellent performance, incentives for high performance, and participation in the firm's decision-making process, Tegambwage and Kasoga (2023) define working conditions as a collection of settings, situations, conditions, and circumstances under which employees execute their duties and activities promptly and well. Tegambwage and Kasoga's concept was used in this study since it addressed how improving the working environment can lower employee job satisfaction.
2.2.4 Managerial Support 

Andrade and Lousã (2021) define managerial support as the condition in which managers are intimately involved in their staff members' day-to-day job activities and have a significant influence on how much work they do. According to Khalid (2020), management support is the willingness of managers to work with employees' schedules and duties and to offer support that might help them better manage and improve their work. Khalid's definition was used in this study because managers should aid staff members so that they may perform their jobs more effectively later on. 
2.2.5 Career Advancement Opportunities
 While Jena and Nayak (2023) believed that career development opportunities were all actions that helped employees become the most competitive individual in the organization with knowledge, skills, and capabilities, Takeuchi, Takeuchi, and Jung (2021) defined career advancement opportunities as all actions encompassing worker self-growth and which help them develop their skills and potential, build human capital, boost adaptability, while enhancing their quality of life and ability to realize their goals and expectations. This study adopted Takeuchi, Takeuchi, and Jung’s definition because the aim of career development opportunities is to develop employees’ capacities and potential, increase their adaptability and improve their quality of life. This would help them increase their job satisfaction.
2.3 Theoretical Literature Review

2.3.1 Herzberg's Two-Factor theory

In the fields of organizational behavior and human resource management, Frederick Herzberg's 1959 Herzberg's Two-Factor hypothesis is widely recognized. According to the theory, motivators and hygienic elements are the two types of factors that affect employee job satisfaction. Although they don't naturally inspire workers, hygiene variables like pay, business policies, supervision, and working environment can contribute to job satisfaction if they are present or insufficient. On the other side, intrinsic motivators that might result in increased job satisfaction include accomplishment, recognition, the work itself, responsibility and promotion, and managerial support. The usefulness of Herzberg's Two-Factor theory in enhancing working circumstances is one of its main advantages. Managers can better understand how to build an environment that increases employee engagement and productivity while simultaneously decreasing happiness by differentiating between hygiene issues and motivators. Organizations can proactively address both inner and extrinsic elements that affect employees' attitudes toward their work with the aid of this dual approach. 

Herzberg's Two-Factor theory has been criticized for its oversimplification and methodological flaws despite its advantages. The theory's detractors claimed that it relies on self-reported data, which is vulnerable to bias and subjectivity. Furthermore, the intricacy of human motivation and the possible overlap between these aspects may be overlooked if they are merely divided into two categories: motivators and hygiene. Additionally, some researchers challenge the theory's universal validity by pointing out that individual and cultural differences might have a substantial impact on what qualifies as a hygienic factor or incentive.

Herzberg's Two-Factor theory served as a foundation for this study's investigation of public office workers' job satisfaction. This study sought to explore the underlying causes of job satisfaction among public office employees by determining which hygiene aspects (such as pay, working environment, and supervision) were deficient and which motivators (such as possibilities for promotion and recognition) were absent. In order to evaluate and address job satisfaction in the context of employment in the public sector, variables such as employee feedback on work conditions, recognition, and growth prospects were taken from Herzberg's theory.
2.4 Empirical Literature Review

2.4.1 Working Conditions on Employee Job Dissatisfaction 
Suan, Dass, Anthony, and Nazera (2024) conducted research on how job satisfaction in Malaysian private banks is impacted by the workplace.  It was emphasized that companies must prioritize creating favorable work environments in order to increase employee engagement and productivity. The results demonstrated a strong and positive association between a decent working environment and employees' job satisfaction.

Rao (2021) examined how some public sector banks in Andhra Pradesh, India, affected workers' job satisfaction in relation to their working conditions. Staffing levels, the comfort of the workplace, a manageable workload, appropriate working hours, and sufficient break times were all important factors affecting job satisfaction. According to the study's findings, bank workers' job satisfaction may increase with better working circumstances.

Using a quantitative research methodology, Nurvitasari (2019) examined the effects of co-working and working circumstances on employee job satisfaction. The findings showed that co-working and working conditions both significantly improved employee job satisfaction. The study emphasized how crucial it is to enhance working conditions and foster productive co-working spaces in order to raise employee job satisfaction.
According to Keller and Caughlin (2018), working conditions were found to be one of the most consistent predictors of job dissatisfaction among public sector employees (Keller & Caughlin, 2018). They found that, working conditions, such as physical environment, workload and supervision had a stronger relationship with job dissatisfaction than other factors like pay and benefits. 
A study on the factors driving teacher turnover in rural public secondary schools in Tanzania's Mbarali area was conducted by Mkisi (2020). Maslow's Hierarchy of Needs, Herzberg's Motivation Hygiene hypothesis of Job Satisfaction, and the Expectancy hypothesis served as the foundation for this investigation. Additionally, the study used a descriptive research design and a mixed-methods research strategy. According to the findings, teachers were leaving the teaching profession because of a number of reasons, including a lack of social services, a challenging and unfavorable work environment, inadequate school facilities, a lack of support from school administrators and the government, a lack of pay for overtime, and unfulfilled expectations from teachers.
 H01: There is no any significant and positive influence between working conditions and employee job dissatisfaction in Mbarali district council.

2.4.2 Managerial Support on Employee Job Dissatisfaction

In their evaluation of managerial support, work-family conflict, and employee outcomes in Australia, Tran, Mansoor, and Ali (2023) discovered that improved managerial support related to work-family improved employees' affective commitment and job satisfaction. 

Tan et al. (2022) looked into the factors that contribute to job discontent and how it affects university employees' counterproductive work behavior (CWB). Examining how job stressors such role overload, role conflict, role ambiguity, and organizational limits impact job discontent and, in turn, how job dissatisfaction impacts CWB was the goal of the study. According to the findings, job discontent is greatly increased by organizational restrictions, role overload, and role ambiguity, all of which raise CWB. The study added to Herzberg's motivation-hygiene theory and the stressor-emotion model by highlighting the significance of addressing certain job stressors in order to reduce job discontent and CWB among university employees. Discussions of the theoretical and practical ramifications brought attention to the necessity of focused interventions to raise job satisfaction and lower unproductive habits.

A thorough assessment of empirical research on the factors influencing job satisfaction among public sector workers on six continents was conducted by Putra, Yunus, Harmen, and Amin (2022). Team members conducted quality assessments and data extraction for the review, which comprised examining papers that satisfied inclusion criteria. Key elements affecting job satisfaction were found through a thorough content analysis, including communication, leadership styles, pragmatic behavior, rewards, organizational commitment, justice, empowerment, and emotional intelligence. On the other hand, it was discovered that job stress and toxic leadership reduced job satisfaction. The assessment also pointed out discrepancies in the results, indicating potential directions for further investigation.

Van der Kolk, van Veen-Dirks, and TerBogt (2018) investigated the connections between public sector performance, employee motivation, and different forms of management control. Understanding how human, culture, action, and results controls affect intrinsic and extrinsic motivation and, in turn, performance was the goal of the study. The results showed that while outcomes control has a favorable effect on extrinsic motivation, people and cultural controls have a positive impact on intrinsic motivation. Employee performance was found to be improved by both forms of motivation. The study came to the conclusion that, in order to provide the best possible employee motivation and performance in the public sector, people and cultural controls must be used in addition to outcomes control, which may improve performance. This variable was led by the following null hypothesis.

H02: There is no any positive and significant influence between managerial support and employee job dissatisfaction in Mbarali district council.

2.4.3 Career Advancement Opportunities on Employee Job Dissatisfaction
The views of Qatari public school teachers regarding career progression, work satisfaction, and associated factors influencing sustainability were investigated by Abu-Tineh et al. in 2023. The results showed that work satisfaction and retention were greatly impacted by unhappiness with the current career advancement structure.

Pramudita et al. (2023) looked into how organizational culture, work satisfaction, and career advancement affected employee loyalty in a logistics company located in Surabaya. Using partial hypothesis testing, the researchers found that organizational culture, job happiness, and career advancement all had a major impact on employee loyalty.

The impact of professional training and development on PT KartikaIntiSejati employees' job satisfaction was investigated by Mulyadi (2023). The results showed that career development and training had a beneficial impact on workers' job satisfaction. 

In order to comprehend the mediating function of employee satisfaction, Al-Haidan et al. (2022) examined the effects of career progression and social disconnection on worker performance in the Saudi energy industry. The primary conclusions showed that while social disconnection had a detrimental effect on employee performance, career development had a beneficial effect. Furthermore, through employee happiness, which in turn had a beneficial impact on performance, both characteristics indirectly impacted performance.

In South Africa, Dlamini, Suknunan, and Bhana (2022) evaluated the impact of the manager-employee relationship on productivity and performance. The results showed that employee productivity and performance were impacted by the manager-employee interaction. 

The following hypothesis served as the basis for this variable.

H03: Career advancement opportunities have no any positive and significant effect on employee job dissatisfaction in Mbarali district council.

2.5 Research Gap
Despite the large amount of research on the factors impacting job discontent among employees in public offices, there was a discernible lack of studies that explicitly addressed the Tanzanian setting. To name a few, the majority of previous research was carried out in regional and international contexts (Abu-Tineh et al., 2023; Al-Haidan et al., 2022; Dlamini et al., 2022; Mulyadi, 2023; Pramudita et al., 2023; Putra et al., 2022; Rao, 2021; Tan et al., 2022; Van der Kolk et al., 2018). As a result, it may not adequately capture the distinct elements affecting staff job satisfaction in Tanzanian public offices.

Herzberg's motivation-hygiene theory and the stressor-emotion model were the two main theoretical frameworks employed in earlier studies (Tan et al., 2022). These ideas, however, might not be totally appropriate for comprehending the intricate and situation-specific elements affecting Tanzanian public office workers' job discontent. This is because, in contrast to the current study, which applied the same theory by looking at the impact of working conditions, managerial support, and career advancement opportunities on employee dissatisfaction, Tan et al.'s study used Herzberg's motivation-hygiene theory to investigate how role overload, role conflict, role ambiguity, and organizational constraints affected employees' job dissatisfaction. Thus, the Herzberg's Two-Factor theory was used in this study, which provided a more adaptable approach by taking into account the particular factors driving work discontent among employees at the Mbarali District Council.

Furthermore, employment satisfaction among public sector workers has often been the focus of empirical research done in Tanzania, including that done by Mrema (2021). The whole range of factors influencing employee job discontent at the Mbarali District Council was not fully covered in this study.

In contrast to the suggested study, which used a quantitative research strategy, some of the studies used either a mixed-methods approach (Mkisi, 2020) or a qualitative approach (Keller & Caughlin, 2018; Putra et al., 2022). The results may be skewed when a qualitative research approach is used. This study used a quantitative research approach to gather data from a large number of participants, hence eliminating bias. 

2.6 Conceptual Framework

The conceptual framework illustrated how working conditions, managerial support, and career advancement opportunities influenced employee job dissatisfaction in Mbarali district council. These independent variables directly impacted the level of job dissatisfaction, highlighting key areas for improvement. Understanding these relationships helped to identify factors contributing to dissatisfaction and inform strategies to enhance job satisfaction.

Independent Variables




Dependent Variables
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Figure 2.1: Conceptual framework

Source: Frederick Herzberg's Two-Factor theory (1959)

CHAPTER THREE

RESEACH METHODOLOGY

3.1 Chapter Overview

The research approach used by the investigator is presented in this chapter. In addition to data collection instruments, data analysis techniques, and ethical considerations, it includes the following: research philosophy and approach, research design, study area, study population, sample size, and sampling strategy.
3.2 Research Philosophy

The views and presumptions regarding the advancement of knowledge are referred to as research philosophy (Saunders, Lewis, & Thornhill, 2019). The positivist concept collects data in numerical form and presents it statistically, allowing a researcher to pose questions to nature and let it respond (Handema, Lungu, Chabala, & Shikaputo, 2023). Additionally, it makes the assumption that independent and dependent variables are related (Maksimović & Evtimov, 2023). Additionally, it seeks to maximize the impact of independent variables on dependent variables while minimizing the impact of unrelated factors (Park, Konge, & Artino, 2020).  In contrast to interpretivism, which exclusively collects qualitative data and presents it as narratives, positivism was judged suitable for this study since it used questionnaires to acquire quantitative data (numerical) (Handema et al., 2023).

3.3 Research Approach

A research project's main philosophy or plan is referred to as its research approach (Dawson, 2019). In order to identify patterns, correlations, and trends, this study employed a quantitative research approach, which entails gathering and analyzing numerical data. This methodology was suitable for the study since it made it possible to measure and statistically analyze the variables influencing work discontent objectively.
3.4 Research Design and Strategy

According to Yin (2018), research design is the overarching plan that logically and cogently combines the many study components. An explanatory research design was employed in this study.  An explanatory study, according to Dawadi, Shrestha, and Giri (2021), aims to explain and account for the descriptive data by searching for causes and reasons, offering proof to support or contradict an explanation or prediction, and identifying and reporting some relationships among various facets of the phenomenon being studied. Because it made it possible to observe and describe in detail the aspects impacting job discontent among Mbarali District Council employees, this approach was chosen. This design was also pertinent to the study since it allowed the researcher to confirm or deny the variables being examined. Thirdly, because it allowed the researcher to describe certain correlations between or among variables of the phenomenon under study, this design was pertinent to the philosophy employed in this investigation.
3.5 Area of the Study 
In Tanzania's Mbeya region, at the Mbarali District Council, this study was carried out. Examining the elements impacting job discontent among employees at the Mbarali District Council offices is appropriate because the organization is a public entity with a varied staff. This area was chosen because evidence indicated that, employees in public offices in Mbarali district were reported to experience high levels of satisfaction attributed to poor working conditions, insufficient support from management, and limited opportunities for career advancement (Mkisi, 2020).
3.6 Targeted Population 
The total set of people or things that the researcher is interested in is referred to as the study's population (Babbie, 2020). This study focused on all employees working at the headquarters of Mbarali district council. The total population consisted of approximately 112 which included employees from various departments/units and levels of the organisation. Table 3.1 shows the distribution of the employees at the headquarters of Mbarali district council.
  Table 3.1: Population of the study (N=112)

	Department/unit
	Targeted population

	Finance
	8

	Works
	15

	Pre and Primary Education
	15

	Economy, Planning and Statistics
	5

	Information and Communication Technology
	3

	Community Development
	7

	Health and Social Welfare
	15

	Secondary Education
	15

	Agricultural, Livestock and Fisheries
	10

	Legal Services
	4

	Land and Natural Resources
	8

	Environment and Sanitation
	7

	Total
	112


    Source: Human Resource Management Office (2024)

3.7 Study Sample Size

The Yamane (1967) method was used to establish the sample size in order to obtain a manageable representation in terms of time, money, and the type of data required for the study. The population of Mbarali District Council employees served as the sample size.
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n = sample size

N = total population size (112)

e = desired level of precision (expressed as a decimal)

Given that the error e is 5% or 0.05 where the confidence level was 95% and N=112.  Since n was unknown, it could be calculated as follows: 
n=118/1+112*(0.05)2
n=112/1+112*(0.0025)

n=112/1+0.28

n=112/1.28

n=88 participants
3.7.1 Sampling Design

The process of choosing a sample from the population is referred to as sampling design (Kumar, 2019). Simple random sampling was utilized in this study to guarantee that the various population groupings were fairly represented. Random samples were drawn from each stratum of employees, which were separated according to their departments. The distribution of the study's sample size is displayed in Table 3.2.
Table 3.2: Sample size (n=88)

	Finance
	Basic Random Sampling
	4

	Works
	Basic Random Sampling
	12

	Pre and Primary Education
	Basic Random Sampling
	12

	Economy, Planning and Statistics
	Basic Random Sampling
	3

	Information and Communication Technology
	Basic Random Sampling
	2

	Community Development
	Basic Random Sampling
	5

	Health and Social Welfare
	Basic Random Sampling
	12

	Secondary Education
	Basic Random Sampling
	12

	Agricultural, Livestock and Fisheries
	Basic Random Sampling
	10

	Legal Services
	Basic Random Sampling
	3

	Land and Natural Resources
	Basic Random Sampling
	6

	Environment and Sanitation
	Basic Random Sampling


	6

	Total
	
	88


Source: The researcher (2024) 

3.8 Data Collection Methods

Information was gathered for this study using just primary methods. According to Mulyadi (2023), primary data are those that are gathered by a researcher from first-hand sources through techniques like surveys, interviews, questionnaires, or experiments. All participants in this study provided quantitative data using questionnaires, which were employed as the data collection instrument. 88 respondents were given a list of thoughtfully crafted, closed-ended questions. The questions were chosen because they gave respondents the opportunity to provide detailed responses regarding how career advancement prospects, managerial support, and working circumstances affect job dissatisfaction among employees in the Mbarali District Council.
3.8.1 Variables and Measurement Procedures
Variable measurement refers to the process of quantifying the variables of interest (Medvecky & Leach, 2017). In this study, all three independent variables (working conditions, the role of managerial support, and career advancement opportunities) and one dependent variable (employee job dissatisfaction in Mbarali district council) were measured by using the Likert rating scale. Five options made up this rating scale: 1 for severely disagree, 2 for disagree, 3 for undecided, 4 for agree, and 5 for highly agree. The 5-Likert rating scale was used because the researcher wanted to get feedback on how working circumstances, managerial assistance, and prospects for professional advancement affected job dissatisfaction among employees at the Mbarali District Council. Through their departments and/or units, the respondents received the questionnaires at headquarters. After a week, they were picked up and taken back. The questions were taken from a variety of research and literature because the study was quantitative in nature. As shown in Table 3.3, five questions were used to measure the working circumstances variable, five items were used to measure managerial assistance, six items were used to measure career development prospects, and five items were used to measure employee job satisfaction.
Table 3.3 Measurement of variables and scale used

	

	Construct
	Measurement items
	Scale used
	Author(s)

	Working conditions
	The workplace environment improves orgnisation's productivity
	5 Likert scale point
	

	
	
	
	Nurvitasari (2019) 



	
	Improved working conditions help employees o become more motivated to work
	
	 Caughlin (2018),

	
	Improved working conditions reduce employee turnover rate in an organisation
	
	Rao (2021)  

	
	Improved working conditions improves the production levels of an organisation
	
	Nurvitasari (2019) 



	
	Improved working conditions improve the quality of work of an employee
	
	 Caughlin (2018),

	Managerial support
	Managerial. support improves close relationships with employees
	5 Likert scale point
	Van der Kolk et al., (2018) 

	
	Managerial support plays a key role in shaping employee workload 
	
	Putra et al., (2022) 

	
	Managerial support accommodates employees’ schedules
	
	Tan et al., (2022)  

	
	Managerial support provides assistance that can help employees in managing their work
	
	Van der Kolk et al., (2018) 

	
	Managerial support enhances effective communication among employees
	
	Tan et al., (2022)  

	
	Managerial support enhances justice among employees
	
	Van der Kolk et al., (2018) 

	Career advancement opportunities
	Career advancement opportunities improve employee commitment to the work
	5 Likert scale point
	Mulyadi (2023) 

	
	Career advancement opportunities make employees more loyal to the organisation 
	
	Abu-Tineh et al., (2023) 

	
	Career advancement opportunities make employees more loyal to their jobs
	
	Al-Haidan et al., (2022)   

	
	Career advancement opportunities enhance individual employee's knowledge
	
	Mulyadi (2023) 

	
	Career advancement opportunities enhance individual employee's qualities
	
	Al-Haidan et al., (2022)   

	
	Career advancement opportunities improve employee productivity
	
	Abu-Tineh et al., (2023)

	
	Career advancement opportunities improve employee loyalty to the enterprise
	
	Pramudita et al., (2023)

	
	Career advancement opportunities reduce employees’ turnover rate in an organisation
	
	Dlamini et al., (2022)

	Job dissatisfaction indicators
	Low working morale
	
	 

	
	Low employee engagement
	
	  

	
	Unimproved customer service delivery
	
	

	
	Low productivity
	
	

	
	Increased employee turnover rate
	
	


Source: Various literature review and studies (2024)

3.9 Data Processing and Analysis

In order to derive significant findings, data processing and analysis entail organizing, converting, and analyzing gathered data (Müller & Schneider, 2021). Statistical software (SPSS) was utilized to process the acquired data, and descriptive statistics were employed to summarize the results.
3.9.1 Descriptive Statistics

Simple summaries of the sample and measurements are provided by descriptive statistics, which highlight the fundamental characteristics of the data (Field, 2018). Multiple linear regression analysis and descriptive statistics (mean scores, standard deviations, frequency distribution, and percentages) were employed in this study to characterize the features of the variables and to spot patterns and trends in the data.
3.10 Validity and Reliability of Research Instruments

3.10.1 Validity 

The degree to which an idea, conclusion, or measurement is sound and appropriately reflects reality is known as validity (Nurvitasari, 2019). The questionnaires were pre-tested in a pilot study to find any ambiguities or problems and verified by subject-matter specialists to guarantee the validity of the measurements.
3.10.2 Reliability 

A measure's consistency is referred to as its reliability (Kithinji, 2022; Oluoch & Ogutu, 2021). In order to verify reliability, the researcher generated Cronbach's Alpha (α) through a reliability test using SPSS software. A good level of internal consistency of the measurement scales was indicated by a Cronbach's Alpha value of at least 0.70 and above (Sumin et al., 2022).
3.11 Ethical Considerations

The moral standards that direct research activities are referred to as ethical concerns (Resnik, 2020). The researcher honored participants' autonomy by letting them participate willingly and free from undue influence in order to comply with ethical standards. Confidentiality was maintained by anonymizing respondents' identities during the data collection period, ensuring their privacy and trust in the research process (Stegenga et al., 2017).
CHAPTER FOUR

FINDINGS AND DISCUSSION

4.1 Chapter Overview

The results of a study that examined the variables influencing employee job discontent in public offices, with a particular focus on the Mbarali District Council, are presented in this chapter. In particular, this study aimed to investigate the effects of career advancement prospects, managerial assistance, and working environment. The results are shown as follows.
4.2 Response Rate

88 respondents made up the sample size for this investigation. Every questionnaire was completed and returned. For the statistical analysis, the response rate was 100.0%. Akram, Cerin, Lamb, and White (2023) state that a response rate of more than 70% is considered exceptional. As a result, the 100.0% response rate was ideal for analysis and drawing conclusions.
4.3 Demographic Descriptive Statistics Results

The general demographic details of the respondents are shown in this section. The evaluation of their traits was significant since it took into account crucial elements associated with the research being examined. The demographic features of the respondents were analyzed using descriptive statistics of frequencies and percentages. Age, gender, educational attainment, and job experience were the demographic characteristics of the respondents that were to be ascertained and examined in this study. 

According to the study in Table 4.1, the majority of people were between the ages of 36 and 45 (36.4%), followed by those between the ages of 26 and 35 (34.1%). Those falling between the ages of 18 and 25 made up 15.9% of the total, while those falling between the ages of 46 and over made up 13.6%. This suggested that most of them were between the ages of 26 and 45, making them mature enough to contribute study-related data. Male employees outnumbered female employees, as evidenced by the fact that 69.3% of respondents were male and 30.7% were female. 

The educational backgrounds of the respondents were also examined. Certificates, diplomas, bachelor's, master's, and doctoral degrees were among the educational levels. According to the analysis, 54.5% of the population held a diploma, with 20.5% holding a bachelor's degree. Master's degree holders had 9.1%, whereas certificate holders had 15.9%. No one who held a doctorate degree participated. The majority were highly educated individuals with diplomas and bachelor's degrees who could access the material needed for this investigation. Based on the study of the respondents' job experiences, it was found that the majority had between 11 and 20 years of experience (46.6%), followed by those with 21 years or more (42.0%). 11.4% of those with 0–10 years of job experience. Most of them were able to provide information about the study under investigation because they had worked for 11 years or more.

Table 4.1: Participants’ demographic characteristics
	S/N
	
	Frequency
	%

	1.


	Age 
	
	

	
	18-25 years
	14
	15.9

	
	26-35 years
	30
	34.1

	
	36-45 years
	32
	36.4

	
	46 years and above 
	12
	13.6

	            
	Total
	88
	100.0

	2.
	Gender 
	
	

	
	Female
	27
	30.7

	
	Male
	61
	69.3

	
	Total
	88
	100.0

	3.
	Education levels
	
	

	
	Certificate
	14
	15.9

	
	Diploma
	48
	54.5

	
	Bachelor Degree
	18
	20.5

	
	Master Degree
	8
	9.1

	
	Total
	88
	100.0

	   4.
	Working Experience
	
	

	
	0-10 years
	10
	11.4

	
	11-20 years
	41
	46.6

	
	21 years and above
	37
	42.0


Source: Field data (2024)
4.4 Reliability Results

Prior to the actual data collection session, the Cronbach's Alpha was checked for each of the four variables in this study. The scale test results are shown in Table 4.2. For working conditions with five items, the Cronbach's Alpha was.766; this was deemed to be satisfactory and acceptable.  With a Cronbach's Alpha of.932, the managerial support with five elements was deemed to be very good and adequate. Cronbach's Alpha for career development prospects with six items was.846 (excellent and acceptable), whereas Cronbach's Alpha for employee job discontent with five indications was.792 (good and acceptable).

Table 4.2: Reliability results

	S/N
	Variable
	Cronbach's Alpha
	Cronbach's Alpha based on standardised items
	No. of items
	Strength of association

	1.
	WC
	.766
	.747
	5
	Good and acceptable

	2.
	MS
	.932
	.933
	5
	Very good and acceptable

	3.
	CAO
	.846
	.845
	6
	Good and acceptable

	4.
	EJSI
	.792
	.785
	5
	Good and acceptable


WC= Working conditions, MS = Managerial support, CAO= Career advancement opportunities, EJSI=Employee job satifaction indicators
Source: Data analysis (2024)

4.4.1 Working Conditions on Employee Job Dissatisfaction
The study's first particular goal looked at how working conditions affected Mbarali District Council employees' job unhappiness. The mean scores and standard deviations were used to display the data analysis. The output findings of the descriptive statistics are displayed in Table 4.3. Poor working circumstances did not raise employee quality (Mean=3.90, Std. Dev=1.145), increased employee turnover in an organization (Mean=3.85, Std. Dev=1.326), or promoted an accountable culture (Mean=3.77, Std. Dev=1.275), according to the data. Additionally, unfavorable working circumstances reduced an organization's output levels (Mean=3.61, Std. Dev=1.317) and demotivated employees (Mean=3.74, Std. Dev= 1.300).

Table 4.3: Results for the working conditions on employee job dissatisfaction
	

	Responses
	N
	Mean
	Std. Deviation

	Poor working conditions failed to improve the quality of work of an employee
	88
	3.90
	1.145

	Poor working conditions increased employee turnover rate in an organisation
	88
	3.85
	1.326

	Poor working condition did not foster a culture of accountability
	88
	3.77
	1.275

	Poor working conditions demotivated employee to work
	88
	3.74
	1.300

	Poor working conditions decresased the production levels of an organization
	88
	3.61
	1.317

	Valid N (listwise)
	88
	
	


Source: Data analysis (2024)

4.4.2 Managerial Support on Employee Job Dissatisfaction 
The study's second particular goal looked at how management support affected workers' job discontent in the Mbarali District Council. Standard deviations and mean scores were used to analyze the data. The output findings of the descriptive statistics are shown in Table 4.4. The findings showed that ineffective management assistance did not significantly influence employee workload (Mean=3.84, Std. Dev=1.364), improve employee justice (Mean=3.83, Std. Dev=1.383), or facilitate successful employee communication (Mean=3.66, Std. Dev=1.268). Additionally, close connections with employees were negatively impacted by inadequate managerial assistance (Mean=3.56, Std. Dev=1.202), and employees' schedules were not accommodated (Mean=3.51, Std. Dev=1.295).

Table 4.4: Results for the managerial support on employee job dissatisfaction
	

	Responses
	N
	Mean
	Std. Deviation

	Poor managerial support did not play a key role in shaping employee workload
	88
	3.84
	1.364

	Poor managerial support did not enhance justice among employees
	88
	3.83
	1.383

	Poor managerial support failed to enhance effective communication among employees
	88
	3.66
	1.268

	Poor managerial support failed to improve close relationships with employees
	88
	3.56
	1.202

	Poor managerial support did not accommodate employees’ schedules
	88
	3.51
	1.295

	Valid N (listwise)
	88
	
	

	


Source: Data analysis (2024)

4.4.3 Career Advancement Opportunities on Employee Job Dissatisfaction 
The study's third specific goal looked at how career advancement prospects affected Mbarali District Council employees' work discontent. The mean scores and standard deviations were used to display the data analysis. The output findings of the descriptive statistics are shown in Table 4.5. The findings showed that insufficient career development possibilities reduced employee commitment to the work (Mean=3.78, Std. Dev=1.377), rendered employees disloyal to their organization (Mean=3.83, Std. Dev=1.400), and failed to increase employee productivity (Mean=3.84, Std. Dev=1.437). Inadequate career progression chances also failed to improve individual employee attributes (Mean=3.61, Std. Dev=1.401) and knowledge (Mean=3.40, Std. Dev=1.386), and they worsened the organization's employee turnover rate (Mean=3.64, Std. Dev=1.408).
Table 4.5: Results for the career advancement opportunities on employee job dissatisfaction
	

	Responses
	N
	Mean
	Std. Deviation

	Inadequate career advancement opportunities increased low employee productivity
	88
	3.84
	1.437

	Inadequate career advancement opportunities made employees unloyal to their organisation
	88
	3.83
	1.400

	Inadequate career advancement opportunities decrease employee commitment to the work
	88
	3.78
	1.377

	Poor career advancement opportunities increased employees’ turnover rate in an organisation
	88
	3.64
	1.408

	Inadequate career advancement opportunities did not enhance individual employee's qualities
	88
	3.61
	1.401

	Poor career advancement opportunities did not enhance individual employee's knowledge
	88
	3.40
	1.386

	Valid N (listwise)
	88
	
	


Source: Data analysis (2024)

4.4.4 Employee Job Satisfaction Indicators 

The study evaluated the Mbarali District Council's employee job dissatisfaction indicators. Standard deviations and mean scores were used to analyze the data. The output findings of the descriptive statistics are shown in Table 4.6. The findings showed that low productivity (Mean=3.89, Std. Dev=1.263), low working morale (Mean=3.76, Std. Dev=1.398), and decreased customer service delivery (Mean=3.73, Std. Dev=1.319) were all indicators of employee job unhappiness. Additionally, low employee engagement (Mean=3.55, Std. Dev=1.330) and a higher staff turnover rate (Mean=3.41, Std. Dev=1.292) were indicators of work discontent.
Table 4.6: Indicators for employee job dissatisfaction
	

	Responses
	N
	Mean
	Std. Deviation

	Low productivity
	88
	3.89
	1.263

	Low working morale
	88
	3.76
	1.398

	 Decreased customer service delivery
	88
	3.73
	1.319

	Low employee engagement
	88
	3.55
	1.330

	Increased employee turnover rate
	88
	 3.41
	 1.292

	Valid N (listwise)
	88
	
	


Source: Data analysis (2024)

4.5 Assumptions of the Multiple Linear Regression Model

The model's basic and sensitive assumptions were examined before the multiple linear regression model was conducted.
4.5.1 Linearity 

Scatter plot diagrams were used to check for linearity errors. The scatter diagram was linear, sloping upward from left to right, according to the data in Figure 4.1. According to this, the results were accurate and the coefficient significances were accurately calculated because the errors displayed a normal distribution (United States Pharmacopeia, 2023b, 2023c). Additionally, the regression model's mean error was zero, indicating that the line was unbiased (United States Pharmacopeia, 2023a); the variables' positive association was implied by the positive and constant variance of errors (Saha & Wang, 2019). Given that the errors were normally distributed, the results from the scatter diagram validated the model.

Figure 4.1: Scatter plot for linearity checking and testing

Source: Data analysis (2024)

4.5.2 Multicollinearity 

In order to assess the degree of predictor tolerance, this study used the multicollinearity test. Jarantow et al. (2023) state that the Variance Inflation Factor (VIF) and tolerance values are used to test for multicollinearity. Multicollinearity assumptions are predicated on the predictors being dependent on one another; otherwise, the results may be erroneous (Jarantow et al., ibid).  While the tolerance measure's values must be larger than 0.1 (>0.1) but less than 10, the VIF's permissible range must be equal to or less than 10 (= or <10) (Jarantow et al., ibid). It was evident from the output findings in Table 4.7 that insufficient career advancement opportunities had a tolerance value of 0.242 and a VIF of 4.136, poor working conditions had a tolerance value of 0.500 and a VIF of 9.897, and poor managerial support had a tolerance value of 0.690 and a VIF of 4.493. The output findings showed that the VIF values were less than 10 (<10) and the tolerance values were all over 0.1 (>0.1) for all three predictors. Because there was no issue with multicollinearity among the variables, the study's multicollinearity assumptions were likewise satisfied, and the results were accurate in predicting the model.
Table 4.7: Multicollinearity

	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	Working conditions
	.500
	9.897

	
	Managerial support
	.690
	4.493

	
	Career advancement opportunities
	.242
	4.136

	a. Dependent Variable: Employee job satisfaction 


Source: Data analysis (2024)

4.5.3 Normality of the Residuals

P-P plots were used in this work to test the residuals' normality.  The results may be inaccurate if the residuals are not normally distributed (Jaranow et al., 2023). The graphic displays a somewhat diagonal straight line from left to right to illustrate the residues' normal distribution (Sondag, Zeng, Yu, Yang, & Novick, 2020). P-P plots in this investigation revealed a reasonably diagonal straight line from left to right, indicating a normal distribution of residues. As a result, the model was approved for forecasting the outcomes shown in Figure 4.2.
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Figure 4.2: Scatter plot showing a normal distribution of residuals

Source: Data analysis (2024)

4.6 Multiple Regression Analysis

To determine the statistical link between each predictor and the dependent variable, a multiple linear regression analysis was performed. The purpose of the investigation was to demonstrate how predictor X physically impacted variable Y.

4.6.1 Model Summary of the Variables

The model summary, which displays the statistical connection between the predictors and the dependent variable, is shown in Table 4.8. According to the output findings, the R value was 95.5%, or 0.955. This suggests that the variables under study have a strong statistical association. Furthermore, the results indicated that the predictors accounted for a high 91.2% of the variation in employee job dissatisfaction at the Mbarali District Council, with an R2 = 0.912. Other factors not included in the model were the cause of the 8.8% variance that could not be explained. The modified R2 is 90.9%, or 0.909. This suggests that changes in subpar working conditions, a lack of managerial assistance, and insufficient prospects for career promotion all had an impact on the shift in employee job discontent at the Mbarali District Council.
Table 4.8: Model summary of the variables

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

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.955a
	.912
	.909
	.295
	.912
	289.636
	3
	84
	0.000

	a. Predictors: (Constant), Inadequate career advancement opportunities, Poor managerial support, Poor working conditions

	b. Dependent Variable: Employee job dissatisfaction 
	


Source: Data analysis (2024)

4.6.2 Analysis of Variance
With a computed F value of 289.636 and a numerator of df=3 and a denominator of df=84, the model had less than 5% level of significance (p<0.05), according to the results shown in Table 4.9. According to the regression model, employee job discontent at Mbarali District Council was statistically and strongly predicted by the anticipated components, as p<0.05.
Table 4.9: ANOVA
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	75.627
	3
	25.209
	289.636
	.000b

	
	Residual
	7.311
	84
	.087
	
	

	
	Total
	82.938
	87
	82.938
	
	

	a. Dependent Variable: Employee job dissatisfaction 

	b. Predictors: (Constant), Inadequate career advancement opportunities, Poor managerial support, Poor working conditions


Source: Data analysis (2024)
4.6.3 Regression Coefficients

The purpose of the study was to compare how each predictor affected the dependent variable. The model used the following formula to calculate the influence of the predictors on the dependent variable: Y = a + b1X1 + b2X2 + b3X3.

Y = 0.516 + 0.114X1 + 0.812X2 + 0.295X3, according to this formula. The data from Table 4.10 showed that the working circumstances had a p-value of 0.034 and a beta of positive 0.114. This suggests that employee job discontent at Mbarali District Council was positively and significantly impacted by unfavorable working conditions (X1=0.114, p=0.034<0.05). It also shows that employee job dissatisfaction rose by 0.114 units in Mbarali District Council when unfavorable working circumstances increased by one unit while the other predictors stayed the same. With a p-value of 0.000, the beta value for inadequate managerial support was positive 0.812. This suggests that employee job unhappiness at the Mbarali District Council was statistically and favorably impacted by inadequate managerial assistance (X2=0.812, p=0.000<0.05). It also shows that employee job dissatisfaction rose by 0.812 units in Mbarali District Council when poor managerial support rose by one unit while the other predictors stayed the same. Additionally, the results regarding insufficient prospects for job progression revealed a beta value of positive 0.295 and p=0.000. This suggests that employee job unhappiness at Mbarali District Council was positively and significantly impacted by insufficient career advancement chances (X3=0.295, p=0.000<0.05). It also shows that employee job dissatisfaction rose by 0.295 units in Mbarali District Council as a result of a one-unit increase in insufficient career advancement possibilities while the other predictors stayed unchanged. 

Table 4.10: Regression coefficients

	Model
	Unstandardised Coefficients
	Standardised Coefficients
	
	

	
	B
	Std. Error
	Beta
	t
	Sig.

	1
	(Constant)
	.516
	.164
	
	3.150
	.002

	
	Poor working conditions
	.121
	.154
	.114
	-.786
	.034

	
	Poor managerial support
	.685
	.104
	.812
	6.582
	.000

	
	Inadequate career advancement opportunities
	.298
	.067
	.295
	4.483
	.000

	a. Dependent Variable: Employee job dissatisfaction 


Source: Data analysis (2024)

4.7 Summary of Hypotheses Testing

Three statistical hypotheses that might be accepted or rejected were developed in order to accomplish the study's main goal. Furthermore, the statistical tests were used to evaluate the specified aims' validity. According to Table 4.11's findings, each of the three statistical hypotheses was disproved. Poor working conditions had a positive and substantial impact on employee job discontent at the Mbarali district council, according to the regression model (X1= 0.114, p=0.034<0.05). This theory was disproved. Employee job unhappiness at the Mbarali District Council was statistically and favorably impacted by poor managerial support (X2=0.812, p=0.000<0.05). This theory was also disproved. Employee job discontent at Mbarali District Council was positively and significantly impacted by inadequate career growth possibilities (X3 = 0.295, p=0.000<0.05). Additionally, this theory was disproved.
Table 4.11: Summary of hypotheses testing

	Hypothesis
	Model
	Coefficient P-value
	Conclusion

	1. H01: There is no any significant and positive influence between poor working conditions and employee job dissatisfaction in Mbarali district council.
	Multiple linear regression model
	p=0.034<0.05
	Rejected H01

	2. H02: There is no any positive and significant influence between poor managerial support and employee job dissatisfaction in Mbarali district council.
	Multiple linear regression model
	p=0.000<0.05
	Rejected H02

	3. H03: Inadequate career advancement opportunities have no any positive and significant effect on employee job dissatisfaction in Mbarali district council.
	Multiple linear regression model
	p=0.000<0.05
	Rejected H03


Source: Data analysis (2024)

4.8 Discussions of the Findings

The discussion in this study based on the findings as they were generated from the analysed data. They were compared and/or contrasted with the generated findings together with the previous literature. This helped to clear an in-depth understanding of how working conditions, managerial support and career advancement opportunities influenced employee job satisfaction in public offices in Tanzania.
4.8.1 Working Conditions on Employee Job Dissatisfaction 
The results from the multiple linear regression analysis showed that, poor working conditions positively and significantly affected employee job dissatisfaction in Mbarali district council. This finding resembles those of Nurvitasari (2019), and Keller and Caughlin (2018) who demonstrated that, the poor working conditions had a significant positive effect on employee job dissatisfaction. Additionally, the poor working conditions failed the quality of work of an employee, increased employees’ turnover rate in an organisation and did not foster a culture of accountability. Furthermore, poor working conditions helped demotivated employees to work and decreased the production levels of an organisation. These observations align with those of Rao (2021) who reported that, poor working conditions demotivated employees and increased employees’ turnover.

4.8.2 Managerial Support on Employee Job Dissatisfaction
Poor managerial support and employee job discontent were found to be statistically positively and significantly correlated by the Mbarali District Council's multiple linear regression analysis. This finding supports that of Van der Kolk et al. (2018), who claimed that employee job discontent was positively impacted by inadequate managerial assistance. Additionally, poor managerial support failed to shape employee workload, did not enhance justice and effective communication among employees. These findings are supported by those of Tan et al., (2022) who informed that, poor managerial support failed to shape employees and did not enhance communication among them. Furthermore, the findings from this study showed that, poor managerial support did not improve close relationships with employees or accommodated employees’ working schedules. These observations relate with those of Putra et al., (2022) who noted that, poor managerial support did not improve close relationships, organisational commitment, justice and empowerment among employees.
4.8.3 Career Advancement Opportunities on Employee Job Dissatisfaction
The results from the multiple linear regression analysis showed a statistically positive and significant relationship between inadequate career advancement opportunities and employee job dissatisfaction Mbarali district council. This finding is supported by Mulyadi (2023), and Al-Haidan et al., (2022) who observed that, inadequate career advancement positively influenced employee performance as well as job dissatisfaction. Also, the findings of this study indicated that, inadequate career advancement opportunities decreased employee productivity, made employees less loyal to their organisation and decreased employee commitment to the work. Additionally, inadequate career advancement opportunities increased employees’ turnover rate in an organisation, did not enhance individual employee's qualities knowledge. These observations resemble those of Pramudita et al., (2023) who identified that, inadequate career development influenced job dissatisfaction, organisational culture and employee loyalty in an organisation. 

CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Chapter Overview

This chapter summarizes, wraps up, and offers recommendations about the study's main conclusions.
5.2 Summary of the Key Findings

5.2.1 Working Conditions on Employee Job Dissatisfaction
The results indicated that, poor working conditions positively and significantly affected employee job dissatisfaction in Mbarali district council. Additionally, poor working conditions did not improve the quality of work of an employee, increased employees’ turnover rate in an organisation and reduced a culture of accountability. Furthermore, poor working conditions demotivated employee to work and reduced the production levels of an organisation. 

5.2.2 Managerial Support on Employee Job Dissatisfaction
The findings demonstrated that, poor managerial support showed a statistically positive and significant relationship with employee job dissatisfaction Mbarali district council. Additionally, poor managerial support failed to shape employee workload, did not enhance justice or effective communication among employees. Furthermore, the findings from this study showed that, poor managerial support did not improve close relationships with employees or accommodate employees’ working schedules. 

5.2.3 Career Advancement Opportunities on Employee Job Dissatisfaction
The results established that, inadequate career advancement opportunities positively and significantly influenced employee job dissatisfaction Mbarali district council. Also, inadequate career advancement opportunities decreased employee productivity, made employees less loyal to their organisation and reduced employee commitment to the work. Additionally, inadequate career advancement opportunities increased employees’ turnover rate in an organisation, and did not enhance individual employee's qualities knowledge. 
5.3 Implications of the Study

5.3.1 Implication to the Existing Body of Knowledge

The factors impacting employee job discontent in public offices are one area of research that this study helps to fill. Additionally, it would assist other researchers fill in information and geographic gaps by conducting many studies in various municipalities or district councils.
5.3.2 Implication to Human Resource Officers 

The findings of the study may provide insights to the human resource officers to effectively use improved working conditions, managerial support and career development opportunities in enhancing employees’ working morale in the public offices.
5.3.3 Implication to the Employees

The results suggest that when their employer follows HR procedures to encourage them, workers should make sure that their level of commitment increases. They can express their satisfaction or dissatisfaction with their jobs to their employer through a feedback mechanism.
5.4 Conclusions 

This study provides a meaningful intuition of the relationship between working conditions, managerial support, career advancement opportunities and employee job dissatisfaction in public offices. The findings indicate that, poor working conditions, poor managerial support and inadequate career advancement opportunities have a significant and positive influence employee job dissatisfaction in Mbarali district council. Insightful conclusion based on the study objectives are as follow:

5.4.1 Working Conditions on Employee Job Dissatisfaction
This study on working conditions rejected the null hypothesis that hypothesised that, there is no any positive influence between poor working conditions and employee job dissatisfaction in Mbarali district council. The study concludes that, there is a positive relationship between poor working conditions and employee job dissatisfaction, where changes in working conditions increase employee job dissatisfaction its influence is significant. 
5.4.2 Managerial Support on Employee Job Dissatisfaction

This study on managerial support rejected the null hypothesis that hypothesised that, there is no any positive influence between poor managerial support and employee job dissatisfaction in Mbarali district council. The study concludes that, there is a positive relationship between poor managerial support and employee job dissatisfaction, where changes in managerial support increases employee job dissatisfaction its influence is significant. 
5.4.3 Career Advancement Opportunities on Employee Job Dissatisfaction

This study on career advancement opportunities rejected the null hypothesis that hypothesised that, there is no any positive influence between inadequate career advancement opportunities and employee job dissatisfaction in Mbarali district council. The study concludes that, there is a positive relationship between inadequate career advancement opportunities and employee job dissatisfaction, where changes in career advancement opportunities increases employee job dissatisfaction its influence is significant. 
5.5 Recommendations

Deriving from the above findings, analysis, discussions and conclusions, the following recommendations are made with regard to the factors influencing employee job dissatisfaction in public offices specifically in Mbarali district council. Generally, it is recommended that, improved working conditions, improved managerial support and adequate career advancement opportunities should be enhanced because the increase employee job satisfaction in public offices. 
5.5.1 Working Conditions

The study has confirmed that, poor working conditions increases employee job dissatisfaction in Mbarali district council. To enhance employee satisfaction, it is crucial to assess and improve the physical working conditions within the Mbarali district council. This includes ensuring adequate lighting, ventilation, and ergonomic furniture. Regular maintenance of facilities should be prioritised to prevent deterioration that can lead to discomfort or health issues among employees. Implementing a feedback mechanism where employees can report issues related to their work environment can also foster a sense of involvement and ownership over their workspace.
5.5.2 Managerial Support

This study has confirmed that, poor managerial support increases employee job dissatisfaction in Mbarali district council. Establishing effective communication channels between management and employees is crucial for fostering a supportive work environment. Regular meetings, feedback sessions, and open-door policies can encourage employees to voice their concerns and suggestions. Management should actively listen to employee feedback and demonstrate that their input is valued. This approach not only helps in identifying areas of dissatisfaction but also promotes a culture of transparency and trust.
Developing a structured recognition programmes that acknowledges employee achievements can significantly improve morale and job satisfaction. This could include both formal recognition (such as awards or bonuses) and informal methods (such as verbal praise or acknowledgment in team meetings). By celebrating successes, management demonstrates appreciation for employees’ hard work, which can mitigate feelings of dissatisfaction stemming from poor managerial support.

5.5.3 Career Advancement Opportunities

This study has confirmed that, inadequate career advancement opportunities increase employee job dissatisfaction in Mbarali district council. Providing ongoing training and professional development opportunities is essential for employee engagement and satisfaction. The Mbarali district council should invest in skill enhancement programs that not only equip employees with necessary competencies but also demonstrate the organization’s commitment to their career growth. This could involve workshops, seminars, or even partnerships with educational institutions for further studies. Encouraging employees to pursue continuous learning will help them feel more competent in their roles and increase overall job satisfaction.
5.6 Limitations of the Study

5.6.1 Limitation to the Sample Size

Due to time and budgetary restrictions, the researcher chose to use a sample size of 88 employees, which was thought to provide information relevant to the study under consideration, instead of using the entire targeted population of 112 employees in the Mbarali District Council.
5.6.2 Limitation to Data Collection Methods

Questionnaires were used in this study to gather data. Some responders were reluctant, too bureaucratic, and did not submit their answers by the deadline. In order to overcome this limitation, the researcher periodically reminded them via mobile phone calls and occasionally paid them a visit in order to collect the same.

5.7 Area for Further Studies

i. In order to fully comprehend the occurrence, it is advised that similar research be carried out in the other district or municipal councils that are still in existence. 

ii. Because the current study used a quantitative approach, participant opinions may be insufficient. A qualitative technique may be used in a subsequent study to record the specific viewpoints of the respondents regarding the phenomenon.. 
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APPENDICES

Appendix 1: Questionnaires

Dear respondent,

My name is Bertha Ng’eve, a student of Open University of Tanzania pursuing Degree Master of Human Resource Management (MHRM). I am doing a research study as a compulsory part of my program. This research intends to determine the Factors Influencing Employees Job Dissatisfaction in Public Offices a Case of Mbarali District Council. I here by requesting for your participation in this study and I would be very grateful if you would spare some few minutes to fill in this questionnaire. The information that you will provide will be treated with confidentiality and will only be used for academic purpose and no exposure of your identity will be entertained.
Section A: Demographic Characteristics of Respondents 

	N/S
	Questions
	Response
	Put a tick

	1.
	Gender
	Male
	

	
	
	Female
	

	2.
	Age
	25 and below years
	

	
	
	26-35 years
	

	
	
	36-45 years
	

	
	
	46 and above years
	

	3.
	Level of education
	Certificate
	

	
	
	Diploma
	

	
	
	Bachelor degree
	

	
	
	Master degree
	

	4.
	Experience
	0-10 years
	

	
	
	11-20 years
	

	
	
	Above 20 years
	


Part B: Factors Influencing Employees Job Dissatisfaction in Public Offices a Case of Mbarali District Council

Please indicate your level of agreement with the following. Use the scale of 1-5 to answer questions on the table below, where 1-Strongly agree, 2-Agree, 3-Undecided, 4-Disagree, 5-Strong disagree. Put a tick to appropriate scale

	Variables
	Strongly Disagree
	Disagree
	Neutral

	Agree

	Strongly Agree

	SECTION B: Working Conditions

	Improved working conditions help employees o become more motivated to work
	
	
	
	
	

	Improved working conditions reduce employee turnover rate in an organisation
	
	
	
	
	

	Improved working conditions improves the production levels of an organization
	
	
	
	
	

	Improved working conditions improve the quality of work of an employee
	
	
	
	
	

	SECTION C: Managerial Support

	Managerial. support improves close relationships with employees
	
	
	
	
	

	Managerial support plays a key role in shaping employee workload 
	
	
	
	
	

	Managerial support accommodates employees’ schedules
	
	
	
	
	

	Managerial support enhances effective  communication among employees
	
	
	
	
	

	Managerial support enhances justice among employees
	
	
	
	
	

	SECTION D: Career Advancement Opportunities

	Career advancement opportunities improve employee commitment to the work
	
	
	
	
	

	Career advancement opportunities make employees more loyal to the organisation 
	
	
	
	
	

	Career advancement opportunities make employees more loyal to their jobs
	
	
	
	
	

	Career advancement opportunities enhance individual employee's knowledge
	
	
	
	
	

	Career advancement opportunities enhance individual employee's qualities
	
	
	
	
	

	Career advancement opportunities improve employee productivity
	
	
	
	
	

	Career advancement opportunities improve employee loyalty to the enterprise
	
	
	
	
	

	Career advancement opportunities reduce employees'  turnover rate in an organisation
	
	
	
	
	

	SECTION E: Employee Job Dissatisfaction indicators
	
	
	
	
	

	Low working morale
	
	
	
	
	

	Low employee engagement
	
	
	
	
	

	Low customer service delivery
	
	
	
	
	

	Low productivity
	
	
	
	
	

	Increased employee turnover rate
	
	
	
	
	


Thank You so much!
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THE UNITED REPUBLIC OF TANZANIA
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THE OPEN UNIVERSITY OF TANZANIA
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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. Bertha Ng’eve Reg.No:

PG202101374), pursuing Master of Human Resource Management (MHRM). We here

by grant this clearance to conduct a research

Job Dissatisfaction in Public Offices: A Case

collect her data at your

4. In case you need any further information, kindly do not hesitate to contact the

Deputy Vice Chancellor (Academic) of the Op

Dar es Salaam. Tel: 022-2-2668820.We lastly thank

cooperation and facilitation of this research academic activity.

THE OPEN UNIVERSITY OF TANZANIA
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Working Conditions 


Workplace Environment


Resources and Equipment Availability


Health and Safety Measures





Managerial Support


Quality of Supervision


Communication and Feedback


Support for Professional Development





Career Advancement Opportunities


Opportunities for Promotion 


Access to Training and Development Programs


Clear Career Pathways





Job Dissatisfaction


Low working morale 


Low employee engagement


Poor customer service delivery


Low productivity


Negative attitude of work








