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ABSTRACT

This study examined the influence of managerial changes, resource allocation, and employee commitment on the organizational performance of the National Construction Council (NCC) using a mixed-method analytical approach that includes the explanatory sequential approach. A structured questionnaire was administered to 44 staff, and data were analyzed through descriptive statistics and regression analysis. The study found that managerial changes, resource allocation, employee commitment, and organizational culture shifts were positive and significantly correlated to organizational performance. The study concluded that effective organizational performance at NCC depends on the collective influence of managerial change, transparent and strategic resource allocation, and fostering a strong culture of employee commitment. Although managerial changes and resource decisions are necessary, their implementation must align with the organizational culture to ensure staff support and optimal outcomes. The study recommends that organizations should continue prioritizing delivery of core services while tightening financial planning, budgeting transparency, and accountability. Update the annual budget cycle so allocations link directly to priority KPIs, publish a quarterly financial dashboard showing revenues, expenditures, and variances, and introduce a rolling 6-month cash-flow forecast with contingency reserve rules to prevent operational interruptions.
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CHAPTER ONE

INTRODUCTION

1.1
Chapter Overview

This chapter gives a summary of the study by describing its main components, such as the goals, background, research challenges, and hypothesis. It describes the organization of the research as well as the significance and division of the investigation.

1.2
Background of the Study

Change management plays a crucial role in enhancing public sector performance by implementing reforms aimed at improving efficiency, accountability, and service delivery. These reforms often involve leadership transitions, operational restructuring, and policy adjustments to address complex challenges (Vanhengel, et al., 2025). However, managing change is inherently challenging, frequently encountering resistance, resource constraints, and rigid bureaucratic structures. Effective change leadership is critical for guiding individuals through emotional and behavioral adjustments, fostering adaptive mindsets, and embedding sustainable transformations (Mansaray, 2019). Studies reveal that up to 70% of change initiatives fail to achieve intended outcomes due to factors such as insufficient planning, ineffective leadership, and resistance to change (Cameron and Green, 2020). Leadership is thus considered a pivotal factor in achieving successful organizational transitions (Burnes, 2020).

Mansaray (2019) implies that Kotter’s 8-step change model is used to structure leadership, communication, empowerment, and consolidation activities and integrates complementary theories (Upper Echelons, Resource Dependence, Meyer and Allen’s commitment model, and Schein’s cultural model) to capture managerial change, resource dynamics, employee commitment, and culture shifts so both process and outcome effects in the organization.

In Africa, public sector reforms are essential for addressing inefficiency, corruption, and governance challenges. Governments and private organizations, including Oxfam, CARE International, and World Vision, have adopted reforms to enhance performance, often with support from international bodies such as the World Bank and the African Union (Wamalwa, 2021; Ngulube, 2018). However, challenges such as political instability, limited institutional capacity, and resistance to change hinder progress, leading to mixed results (Nduhura and Nturanabo, 2024; Osei and Boateng, 2022). For example, Tanzanian reforms like the Local Government Reform Program and the Public Service Reform Program aimed to improve government institution governance, accountability, and resource management but faced challenges such as inconsistent implementation, corruption, and inadequate leadership (Madinda, 2014; Likangaga et al., 2023). These challenges highlight the importance of understanding the interconnectedness of reform variables in achieving public sector performance outcomes (Mollel, 2020; Mkapa, 2019).

Despite ongoing reforms, research often fails to address the relationships among key variables such as leadership practices, resource allocation, and organizational culture in driving performance outcomes. This study by combining Management Control Theory (MCT), Contingency Theory, and Organizational Culture Theory presents a comprehensive framework for assessing the effects of management change on organizational performance.
1.3
Statement of the Problem

Frequent management changes in Tanzania’s public sector are implemented to improve efficiency, accountability, and service delivery (Ngulube, 2018). These changes are often necessitated by challenges such as bureaucratic inefficiencies, corruption, poor resource allocation, and ineffective leadership (HakiElimu, 2023). 
However, despite these reforms, many public institutions continue to struggle with inefficiency, resistance to change, and inconsistent implementation of policies (Wamalwa, 2021). The process of change management involves various factors, including leadership transitions, resource allocation, organizational culture shifts, and the adoption of new systems and technologies. Leaders play a critical role in translating strategic decisions into actionable reforms while ensuring employees’ engagement and commitment to change initiatives (Mutali, 2017).

Despite the frequency of managerial changes, there is limited empirical evidence on how these transitions impact the actual performance of public organizations in Tanzania. Jemmy, (2024) and Likangaga et al., (2023) have focused on specific aspects such as leadership and resource allocation but have failed to provide a holistic analysis of how these factors collectively influence organizational performance. 

Given these challenges, there is a need for a comprehensive study that examines the effect of management changes on public sector performance in Tanzania. This research will assess how leadership transitions, resource allocation, and organizational culture shifts impact operational efficiency and service delivery.
1.4 
Objective of the Study

The study relies on both general and specific objectives.

1.4.1
General Objective

The general objective of the study was to assess the effects of change management on public sectors organization performance in Tanzania using a case of National Construction Council.

1.4.2 
Specific Objectives

(i) To examine the effect of managerial changes on organization performance at the National Construction Council.

(ii) To determine the effect of resource allocation on organization performance at the National Construction Council.

(iii) To examine the effect of employee commitment on organization performance at the National Construction Council.
(iv) To examine the effect of organizational culture shifts on organization performance at the National Construction Council.

1.4 
Significance of the Study

This study was significant as it explored the effect of managerial changes, resource allocation strategies, and organizational culture on the performance of the National Construction Council (NCC). Understanding the relationship between organizational culture and performance also guided efforts to create a more adaptive and results oriented work environment.
The findings contributed to the growing body of knowledge on public sector performance improvement, offering practical recommendations for strengthening leadership practices, optimizing resources, and fostering a positive organizational culture.

This study explored the theoretical significance of integrating Management Control Theory, Contingency theory and Organizational Culture Theory to address the complexities of change management in Tanzania’s public sector. By examining the interplay of leadership, resource allocation, and organizational culture, the research provided a comprehensive framework for enhancing public sector performance. The study contributed to the literature by offering insights on the applicability of these change management theories in resource constrained and bureaucratic environments. Ultimately, it strengthened the theoretical foundation for designing and implementing effective change strategies in public administration.

1.6
Scope of the Study

The scope of this study focused on assessing the effect of managerial changes, resource allocation strategies, and organizational culture on the performance of the National Construction Council (NCC) in Tanzania. The study covered the period following recent managerial changes within the NCC, examining how these transitions influenced employee productivity, service delivery, and overall organizational outcomes. 
It also evaluated the effectiveness of resource allocation strategies implemented by the new management and explored how shifts in organizational culture affected performance. While the study focused primarily on the NCC, its findings provided insights applicable to other public sector organizations undergoing similar changes in Tanzania.

1.7
Organization of the Study Report

This is a report, it has five chapters where each chapter addressing different components of the research. Chapter one, the Introduction, includes the background of the problem, the statement of the research problem, the objectives of the study, the research questions, significance of the study, the scope of the study, and the organization of the study itself. Chapter Two, the Literature Review, begins conceptual definitions, theoretical literature review, empirical literature review, the research gap, the conceptual framework, and the theoretical framework. Chapter Three, the Research Methodology describes the research design, area of the study, population, sampling design and sample size, methods of data collection including secondary and primary data, data collection tools, the reliability and validity of data, data analysis methods, and the expected research findings. Research findings and discussion are included in Chapter 4, and a summary, conclusion, and recommendations are included in Chapter five.

CHAPTER TWO

LITERATURE REVIEW

2.1 
Chapter Overview

This part involved identification and critical reading of various works related to the study under investigation. It also contains some definition of key terms, theoretical and empirical review of related literature to the study, conceptual framework and research gap.

2.2 
Conceptual Definitions

2.2.1 
Change Management

Atieno and Kyongo (2017) define change management as the alteration of activities resulting from organizational structural changes, the introduction of new products, task transfers, or shifts in the attitudes of processes, groups, or external/internal events.  Garba and Jijiwa (2015) describe change management as the ongoing process of renewing an organization’s direction, structure, and capabilities to meet the evolving needs of both internal and external customers. This study adopts the definition by  Errida and Lotfi (2021) which refers to change management as a systematic approach that applies knowledge, tools,use of technology and resources to manage change to enhance efficiency, service delivery, and governance.

2.2.2 
Public Sector Performance
Public sector performance is defined by Doreen et al., (2015) as the capacity of public institutions to provide high quality services effectively while adjusting to shifting policy and societal demands. Atieno and Kyongo (2017) define organizational performance as the collective economic outcomes of an organization’s activities, emphasizing three key dimensions: adaptability, efficiency, and effectiveness. This study adopts the concept of public sector performance from Issa and Masanja (2022), which defines it as the capacity of governmental entities to provide efficient, effectiveness, transparent and accountable services, with a focus on public value creation and governance.

2.2.3 
Employee Commitment

Employee commitment is a multi-dimensional psychological state in which an employee: identifies with and feels emotionally attached to the organization, feels an obligation or duty to remain (normative commitment), and stays because the costs of leaving are high (Pahos and Galanaki, 2022). In this study, Employee commitment is the psychological attachment and willingness of employees to invest effort in achieving organizational goals.

2.2.4 
Managerial Changes

Managerial changes is the changes in the composition, roles, responsibilities, or practices of an organization’s management team including leadership turnover, reorganization of management layers, shifts in decision-making authority, or the adoption of new managerial practices and performance metrics (Stachniak and Wolak, 2025). Managerial changes can be deliberate (part of strategic change) or reactive (response to poor performance, external shocks), and they often precede or drive wider strategic shifts. In the context of this study, Managerial changes are deliberate modifications to leadership, management structures, decision-making processes or managerial practices within an organization.

2.2.5 
Resource Allocation

Resource allocation is the processes and decisions by which scarce inputs (financial, human, physical, technological) are assigned across competing uses, projects, units, or services to achieve chosen objectives (efficiency, equity, strategic goals) (Cubi-Mollá and Petropoulos, 2023). In public and private sectors this covers budgeting, prioritization frameworks, and mechanisms (e.g., performance-based budgeting, portfolio allocation) used to direct resources. 
In this study, Resource allocation is the process and pattern through which an organization distributes it tangible and intangible resources including budgets, staff/time, equipment, technical expertise and information across units, programmes and projects. For NCC, this refers to how public funds, inspectorate staff, technical tools and training are assigned to regulatory, supervisory and support functions.

2.2.6 
Organizational Culture Shifts
Organizational culture shifts is the Observable and/or intended changes in an organization’s shared values, norms, practices or rituals driven by leadership action, strategic reorientation, external shocks, mergers, or large-scale HR/structural changes (Lund, et al., 2021). Shifts can be incremental (gradual evolution) or transformational (rapid realignment of core assumptions). In this study, Organizational culture shifts are substantive changes in shared values, norms, assumptions and everyday practices that shape how people behave and make decisions. For NCC, culture shifts could mean moving from risk-averse, rule-bound behaviour toward a more performance-oriented, customer-focused or innovation-friendly culture (or vice versa).

2.3 
Theoretical Literature Review

2.3.1 
Kotter’s 8-Step Change Model

This study is guided by Kotter’s (1996) model of organizational change, which frames change management as a sequence of leadership, communication, empowerment and consolidation activities. To explain specific mechanisms, the study integrates Upper Echelons Theory (managerial changes), Resource Dependence Theory (resource allocation), Meyer and Allen’s commitment model (employee commitment), and Schein’s cultural model (organisational culture shifts). Together these theories allow testing both process effects (how change is implemented) and outcome effects (NCC performance).

Kotter’s 8-Step Change Model create a sense of urgency to show why change is needed now, then build a guiding coalition of influential supporters to lead the effort; next form a clear strategic vision and initiatives, communicate that vision relentlessly to enlist others, and empower broad-based action by removing obstacles so people can act; generate and celebrate short-term wins to build momentum, consolidate those gains to drive deeper change, and finally anchor the new approaches in the organization’s culture so the changes stick (Kotter 1995 and Kotter, 1996).

Appelbaum, et al., (2012) review of Kotter’s model found support for many of the individual steps (e.g., urgency, coalition, vision) but no rigorous empirical study testing the whole 8-step sequence as a single, validated formula. The authors conclude the model’s popularity owes much to its clear, usable format, yet it has empirical and conceptual limitations. Todnem (2005) argues many prescriptive, top-down models (like Kotter’s) are oversimplified and often lack solid empirical backing, and recommends more flexible, emergent approaches that emphasise readiness, learning and continual adaptation rather than a fixed step sequence. Harrison, et al., (2021) report that Kotter’s model is widely used and adaptable (multiple healthcare studies applied it), and it often helps structure implementation efforts; however, studies vary in how they apply/measure it, so outcomes are mixed and context-dependent.

Kotter’s 8-Step Model is highly practical and action-oriented; it breaks change into clear, sequential steps (e.g., create urgency, build a guiding coalition, communicate vision, enable action, create short-term wins, anchor changes), which makes what to do concrete rather than abstract. The reason to adopt this study is that it maps directly onto measurable management activities; it lets operationalize variables (e.g., leadership actions, resource allocation, communication/training, employee buy-in, and cultural embedding) and structure data collection and analysis around a clear change timeline, making it easy to test how and when change-management activities at NCC affect organizational performance.

Kotter’s 8-Step model is too linear and top-down; it assumes change progresses through neat, sequential stages and is driven by leadership actions, so it underplays iterative feedback, frontline agency, and political/contextual constraints (common in public-sector organizations like NCC).

How to address it Treat Kotter as a heuristic rather than a strict script, and design study to capture complexity. Concretely: Use complementary theories (e.g., Upper Echelons, Resource Dependence, Schein) to capture politics, resources, and culture. Collect process-sensitive data timeline interviews, meeting records, and (if possible) longitudinal or retrospective measures so see cycles, setbacks, and rework. Measure contextual moderators (political interference, managerial turnover, funding delays) and model non-linear effects (moderation/mediation, feedback loops) rather than forcing a strict stage order. Use mixed-methods surveys for breadth and qualitative case narratives to show how steps were adapted in practice.

2.4 
Empirical Literature Review 

2.4.1 
The effect of Managerial Changes on Organization Performance

Liu, et al. (2023) did a study on CEO turnover, political connections, and firm performance: evidence from China. The study used quantitative research approach. The findings revealed that on average, CEO turnovers hurt companies’ market performance (negative abnormal returns around turnover events). However, when companies replace non-politically-connected CEOs with politically connected successors, firms sometimes see positive abnormal returns though the effect varies by firm type (e.g., stronger in non-SOEs and firms with weaker performance or higher financial constraints) and policy context (e.g., effects changed after anti-corruption campaigns). This study has successfully demonstrated CEO turnover, political connections, and firm performance. However, the integration of the effect of Managerial changes on organization performance were not covered, hence the only present study’s concern.

In Ghana, Mensah, et al. (2023) did a study on Organizational change and its effect on employee performance: A study at the Ghana Broadcasting Corporation. The study used Quantitative, descriptive approach. Convenience sample of 278 employees at GBC headquarters; data collected via structured questionnaire and analysed with descriptive statistics and linear regression (SPSS). The study findings found that structural, strategic and technological changes implemented at GBC are positively associated with employee performance technological change showed the largest effect, followed by strategic change and structural change. This study has successfully demonstrated Organizational change and its effect on employee performance. However, the integration of the effect of Managerial changes on organization performance were not covered, hence the only present study’s concern.

Tanzania, Haule and Mushi (2024) did a study on the effects of strategic leadership practices on public organization’s performance. The study used quantitative cross-sectional design; questionnaire survey of 61 councilors and employees; descriptive stats and linear multiple regression (SPSS). The findings revealed that strategic leadership practices show mixed effects: some leadership practices (e.g., clear vision/mission) positively relate to performance, while weaknesses in formal strategic-plan implementation showed negative effects in certain sub-measures. 
Overall, competence development and operational efficacy were important predictors, but the models explained a modest portion of variance (R² values reported), indicating other factors also matter. Policy recommendation: strengthen leadership training, competence development and strategic controls for better public performance. This study has successfully demonstrated the effects of strategic leadership practices on public organization’s performance. However, the integration of the effect of Managerial changes on organization performance were not covered, hence the only present study’s concern.
2.4.2 
The effect of Resource Allocation on Organization Performance

Kaur and Singh (2024) did a study on the dynamics of resource allocation–firm performance relationship: Panel ARDL approach. The used dynamic panel ARDL (panel autoregressive distributed-lag) on a sample of 240 listed Indian manufacturing firms (2006–2023) short- and long-run effects estimated. The findings revealed that in the short run allocations to R and D, advertising, inventories and wages tended to depress sales and Tobin’s Q; in the long run allocations to R and D and advertising show positive effects on sales and market value (i.e., short-term costs but long-term gains). This study has successfully demonstrated the dynamics of resource allocation–firm performance relationship. However, the integration of the effect of Managerial changes on organization performance were not covered, hence the only present study’s concern.

Ali, et al. (2022) conducted study on Influence of Resource Allocation on Organizational Performance of Cement Manufacturing Firms. The study used quantitative research. The findings reveaed that resource allocation positively and significantly influences organizational performance in Kenyan cement manufacturers (Pearson r 0.702; p < 0.05). Authors recommend sustained investment in human, financial and technological resources to support strategy implementation. A necessary gap in this work was conducted in Cement Manufacturing Firms fill the gap in current study by using case study National Construction Council (NCC).

Robert, et al. (2025) did a study on Optimizing efficiency in Tanzanian public hospitals. The study used quantitative research. The findings revealed that large regional variation in scale and technical efficiency; only a minority of regions/hospitals were efficient (e.g., Dar es Salaam, Kilimanjaro). Results indicate substantial gains possible through better resource allocation / re-distribution (staff, beds, equipment) rather than only increasing funding. Policy recommendations: monitoring framework, targeted reallocation, adopt best-practice regions. This study has successfully demonstrated optimizing efficiency in Tanzanian public hospitals. However, the integration of the effect of Managerial changes on organization performance were not covered, hence the only present study’s concern.
2.4.3 
The Effect of Employee Commitment on Organization Performance
In Serbia, Gašić, et al. (2024) did a study on the key role of employee commitment in the relationship between flexible work arrangements and employee behavior. The study used quantitative research approach and cross-sectional online survey. The findings revealed that relevant to commitment performance flexible work arrangements had a positive direct effect on employee commitment and on employee performance; employee commitment acted as a mediator it fully mediated the FWA innovative work behavior path and partially mediated the FWA employee performance path. In short: higher employee commitment was associated with better employee performance. This study has successfully demonstrated the key role of employee commitment in the relationship between flexible work arrangements and employee behavior. However, the integration of the effect of employee commitment on organization performance were not covered, hence the only present study’s concern.

Nigeria, Ikyanyon and Agber (2020) conducted a study on examining the effect of employee commitment on organizational performance: Evidence from a cement manufacturing company. The study used Quantitative cross-sectional survey. Data from 248 employees collected by questionnaire; hypotheses tested with regression analysis. The findings revealed that affective and continuance commitment had a significant positive effect on organizational performance; normative commitment was not significant. Affective commitment showed the strongest positive effect. This study has successfully demonstrated examining the effect of employee commitment on organizational performance. However, the integration of the effect of employee commitment on organization performance were not covered, hence the only present study’s concern.

Makame and Muhammed, (2022) did a study on contribution of Employee Commitment on West “B” Municipal Council Operations in Tanzania. The study used quantitative cross-sectional survey. Primary data from 160 staff (out of 269) collected by questionnaire; simple random sampling; data analysed with SPSS v23 using multiple regression to test the relationship between employee commitment. The findings revealed that affective commitment had the strongest positive impact on municipal operations; continuance and normative commitment had smaller effects. The authors recommend motivating staff to raise continuance/normative commitment to improve operational performance. A necessary gap in this work was conducted in Municipal Council fill the gap in current study by using case study National Construction Council (NCC).

2.4.4 
The Effect of Organizational Culture Shifts on Organization Performance
In Taiwan, Hung, et al. (2022) did a study on the impact of Organizational Culture on Individual Work Performance with National Culture of Cross-Strait Enterprises as a Moderator. The study used questionnaire survey; 966 valid responses collected by purposive sampling; quantitative analysis (regression / moderation tests). The findings revealed that organizational culture significantly affects task performance, contextual performance and counterproductive work behaviour. Different culture types matter (e.g., clan culture reduces counterproductive behaviours; adhocracy increases contextual performance but may raise counterproductive behaviour). National cultural dimensions (power distance, masculinity, uncertainty avoidance) moderate several relationships. 
This study has successfully demonstrated the impact of Organizational Culture on Individual Work Performance with National Culture of Cross-Strait Enterprises as a Moderator. However, the integration of the effect of organizational culture shifts on organization performance were not covered, hence the only present study’s concern. Okwata, et al. (2022) conducted study on the effect of Organizational Culture Change on Organizational Performance of Kenya Wildlife Service Nairobi National Park. 
The study used a census-style questionnaire, supported by documentary review and interviews; quantitative analysis (correlation / regression) to test relationships between culture-change dimensions (adaptability, mission, bureaucratic elements) and performance. The findings found a strong positive association between organizational culture change (especially adaptability and alignment with mission) and organizational performance culture change improved commitment, reduced attrition and supported better work attitudes, which in turn raised performance. (This paper explicitly studies culture change and its link to performance.). A necessary gap in this work was conducted in Kenya Wildlife Service Nairobi National Park fill the gap in current study by using case study National Construction Council (NCC).

In Tanzania, Mngoja and Misungwi, (2021) did a study on The Influence of Organizational Culture on Employees’ Engagement. The study used descriptive and correlational survey; questionnaire-based; analyses of correlations between core values (integrity, innovativeness, teamwork, accountability, transparency) and employee engagement indicators. The study found a positive relationship between organizational culture (core values) and employee engagement and recommended that public organizations maintain and promote supportive cultural practices. This study has successfully demonstrated the Influence of Organizational Culture on Employees’ Engagement. However, the integration of the effect of organizational culture shifts on organization performance were not covered, hence the only present study’s concern.
2.5 
Research Gap

Although Kotter’s 8-step model provides a clear, practical blueprint for change, scholars warn it is overly linear and top-down and often treated as a prescriptive recipe rather than a flexible heuristic adapted to complex, political public-sector settings (Kotter, 1995, 1996; Appelbaum et al., 2012; Todnem, 2005; Harrison et al. 2021), and the empirical literature largely reflects complementary but fragmented work (managerial change, resource allocation, employee commitment, culture) that is dominated by cross-sectional designs, private-sector samples, and single/subjective performance measures (Liu et al., 2023; Kaur and Singh, 2024; Ali et al. 2022; Mensah et al. 2023; Haule and Mushi, 2024; Robert et al. 2025; Gašić et al. 2024; Makame and Muhammed, 2022). As a result, important questions remain unanswered: no prior study in the reviewed set empirically tests an integrated, non-linear adaptation of Kotter together with Upper-Echelons, Resource-Dependence, commitment and cultural frameworks; few studies use longitudinal or process-sensitive data (timelines, meeting records) to link change process dynamics to timing of performance effects; interactional and mediation pathways (e.g., managerial change such as resource reallocation, employee commitment, performance) are rarely tested; and there is little evidence specific to Tanzanian regulatory bodies such as the National Construction Council (NCC), whose regulatory role, procurement environment and context-specific moderators (political interference, funding delays, managerial turnover) may shape change outcomes differently from firms or other public units (Liu et al., 2023; Mensah et al. 2023; Haule and Mushi, 2024; Mngoja and Misungwi, 2021; Makame and Muhammed, 2022;  Okwata et al. 2022). 
This study addresses those gaps by integrating Kotter’s process heuristic with complementary theories, employing mixed methods and process-sensitive measures, and focusing on NCC as a Tanzania-specific public-sector case to test mediated and moderated pathways between change management and organizational performance.

2.6 
Conceptual Framework

The conceptual framework for this study illustrates the relationship between the effects of change management in public sectors organization performance. Organization performance is the dependent variable, and the conceptual framework for this study shows how the independent variables such as Managerial changes, Resource allocation, Employee commitment and Organizational culture shifts relate to each other. This study looks at how these variables work at National Construction Council (NCC). 

Independent Variables 




Dependent Variable
Figure 2.1: Conceptual Framework of the Study

Source: Researcher (2025)

2.7 
Hypotheses 

H1: Managerial changes have significant and positive effect on organization performance at the National Construction Council.

H2: Resource allocation has significant and positive effect on organization performance at the National Construction Council.

H3: Employee commitment has significant and positive effect on organization performance at the National Construction Council.

H4: 
Organizational culture shifts have significant and positive effect on organization performance at the National Construction Council.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1
Chapter Overview

This chapter outlines the research methodology that will be employed in the study to investigate the effects of change management on public sector performance in Tanzania, with a specific focus on the National Construction Council (NCC). It includes the research design, area of the study, population, sampling design and sample size, methods of data collection, data collection tools, and the reliability and validity of data. 

3.2
Research Philosophy

Research philosophy guides the entire research process, influencing how questions are formulated, data is collected, and findings are interpreted. Mark (2016) emphasizes the importance of aligning research philosophy with the nature of the research topic and the researcher's beliefs. In the context of assessing the effects of management change in the NCC, a pragmatism research philosophy is suitable. Pragmatism is a philosophical approach that emphasizes the practical consequences of ideas and actions. It focuses on the usefulness of knowledge and the ability of ideas to solve problems and achieve goals. This philosophical stance aligns well with the mixed methods approach, which combines quantitative and qualitative research methods to provide a more comprehensive understanding of a research problem. 

3.3
Research Approach 

This study used a mixed-methods (explanatory sequential) approach, combining quantitative and qualitative techniques to gain both breadth and depth of understanding. First, quantitative data were collected through a structured questionnaire to measure the extent and patterns of organizational change and its relationship with performance at the National Construction Council. Those quantitative results then guided a second, qualitative phase semi-structured interviews with key stakeholders and documentary analysis to explain and elaborate on the numerical findings. Integrating the two strands at the interpretation stage allowed triangulation of evidence, richer explanation of causal and contextual factors, and a more robust understanding of how management changes influence organizational performance.

3.4
Research Design and Strategy

Under this study, the descriptive research design was used. Descriptive research design was a valuable approach in conducting cross-sectional studies due to its ability to provide a clear snapshot of a specific phenomenon at a particular point in time. The cross-sectional study allowed data to be collected from a diverse group of participants simultaneously. By employing descriptive research design, the researcher collected and analyzed data on a specific phenomenon and identified patterns, trends, and potential relationships that inspired further research and hypothesis generation. This study adopted a cross-sectional survey of all the departments within the NCC. 

3.5 
Area of the Study

This study was conducted at the National Construction Council (NCC) in Tanzania, a statutory regulatory body with a nationwide mandate over standards, registration and oversight in the construction sector; the NCC was deliberately selected because its mandate, organizational structure and recent managerial transitions make it an especially informative case for examining the effects of change management on public-sector performance. As the principal regulator in a strategically important industry, NCC’s performance affects public infrastructure quality and value for money, so findings here address issues of high public interest. 
Moreover, the council has recently experienced concrete change processes, offering observable examples of change-management practices and their effects. Its governance model, bureaucratic systems and stakeholder mix reflect common features of Tanzanian public institutions, increasing the transferability of lessons to other agencies. 
Finally, the NCC provides a manageable environment for collecting primary data from multiple respondent groups management, staff and external stakeholders enabling the triangulation of evidence required by the study’s objectives; together, these factors make the NCC a strategically chosen and practical case for producing empirically grounded, policy-relevant insights on how change management influences organizational performance in Tanzania’s public sector.

3.6 
Population of the Study

According to Silverman (2011) population of the study includes a set of individuals, cases, or objects with some common observable characteristics. The study was carried out at NCC; therefore, the target population was expected to include all employees at NCC. The NCC had a total of 62 employees belonging to the Directorate of Technical Services (DTS), Directorate of Corporate Services (DCS), and the Management.
3.7
Sampling Design and Sample Size
3.7.1 
Sample Size

Sample size pertains to the number of units chosen from a population to form a sample (Kothari, 2004). Given that NCC has a limited number of employees (62), the researcher opted to use the entire population rather than relying on sample size formulas. When dealing with smaller populations, examining the whole group can yield more precise and reliable results than sampling a subset. 
Saunders, Lewis, and Thornhill (2016) suggested that for small populations, conducting a full census is typically better than sampling, as it eliminates sampling errors and facilitates a thorough analysis. Therefore, the sample size was all 62 employees at NCC.

3.7.2 
Sampling Design

Sampling is a critical process in research methodology, defined by as the systematic selection of a subset from a larger population due to practical constraints (Mugenda, 2003). Given the small population size, Census sampling is the most suitable sampling design when the sample size equals the population size. This approach involves including every individual or element in the population, eliminating the need for selection or probability sampling techniques. Census sampling is ideal for small populations, research requiring data from every individual, and situations where resources allow for collecting data from the entire population. 
As there's no sampling error, census sampling provides the most accurate and comprehensive data. However, out of 62 employees only 49 were participated in the study, yielding a response rate of 79%. 

3.7.2.1 Response Rate

The study targeted a sample of 62 staff members at the National Construction Council. In total, 49 individuals participated, yielding an overall response rate of 79%. Of these, 44 respondents (90% of participants) completed and returned the questionnaires, while 5 respondents (10%) provided data through face‐to‐face interviews. Although a 79% response is respectable, the shortfall from the planned 62 (i.e. 13 non‐respondents) may introduce non‐response bias and thus limit the extent to which these findings can be generalized to the entire organization.

Table 3.1: Sample Size

	Respondents

Population size
	% of sample size
	Number of respondents participated
	% of respondents participated
	Data collection tools
	Sampling design

	Management  9
	15%
	5
	10
	Interview 
	Census

	DTS   - 34
	54%
	31
	63
	Questionnaire 
	Census  

	DCS  - 19
	31%
	13
	27
	Questionnaires
	Census 

	Total  - 62
	100%
	49
	100
	
	


Source; Researcher computation

3.8
Methods of Data Collection

3.8.1
Primary Data 

Primary data was collected through structured questionnaires and semi-structured interviews. Structured questionnaires were administered to all NCC employees, while unstructured questionnaires were used in interviews with the selected management team and senior staff to collect qualitative data.

3.8.2
Secondary Information

Secondary Information was collected from a variety of sources. Academic databases such as Google Scholar were searched for peer-reviewed journal articles, conference papers, and dissertations that discussed the research under the study. Government reports from the Ministry of Works in Tanzania and other relevant reports from NCC departments were also collected.

3.9 
Data Collection Tools

In this study, the selection of data collection tools was pivotal for effectively addressing the research questions. Drawing from Mark's (2016) insights on research philosophies and approaches, the methods and tools chosen interviews and questionnaires were aligned with a pragmatism perspective. This approach emphasized understanding the subjective interpretations and experiences of NCC staff and stakeholders involved in organizational change and transformation.

3.9.1 
Interview 

In this study, interview data was collected using structured interviews with a selected group of representatives. This approach aimed to gather comprehensive insights from participants, allowing them to articulate detailed perspectives, seek clarifications, and pose questions, thereby enriching the data collection process (Mark’s, 2016). Specifically, the research intended to interview 8 Managers who were part of the NCC management. However, due to scheduling constraints only five (5) out of eight (8) Managers were available for interviews.  

3.9.2 
Questionnaire

In this study, structured questionnaires were prepared with relevant sets of research questions aimed at gathering quantitative data. According to the sample size, a total of 46 questionnaires were distributed to the Directorate of Technical Services (DTS) and Directorate of Corporate Services (DCS) to obtain comprehensive knowledge of change management concepts and their application within the organization. Specifically, closed questions were included to gather detailed insights and quantitative data, ensuring a thorough analysis of how organizational changes were perceived and implemented across different levels of the NCC directorates.

Table 3.2: Variables and Measurements

	Variable
	Number of items
	Description of items
	Source

	Managerial changes
	9
	Recent changes in the council’s leadership resulted in clearly defined roles and reporting lines.
	Hambrick, D. C., and Mason, P. A. (1984)

	Resource allocation
	7
	The council’s annual budget is adequate to meet our department’s operational needs.
	Pfeffer, J., and Salancik, G. R. (1978).

	Employee commitment
	5
	I rarely miss work and remain fully engaged when I am at work.
	Meyer, J. P., and Allen, N. J. (1991).

	Organizational culture shifts
	6
	The council’s stated values and priorities have noticeably changed as a result of recent change initiatives.
	Schein, E. H. (1985).

	Organization performance
	7
	Projects and tasks in my unit are completed according to planned schedules.
	Pfeffer, J., and Salancik, G. R. (1978).


Source: Researcher (2025)

3.10 
Data Analysis

The data was analysed using descriptive statistics, including frequencies, means, minimum, maximum and range to summarize the characteristics of the sample and the key variables under study. To assess the relationships between the independent variables (managerial changes, resource allocation, and organizational culture) and the dependent variable (organizational performance), inferential statistics such as correlation and regression analyses were conducted. Quantitative data was analysed using STATA software to summarize the sample characteristics and key variables.

3.10.1 Model Specification 

The multiple linear regression model was employed to examine the relationship between dependent and independent variables. The model specified below;

Y=β0+ β1X1+ β2X2+ β3X3+ β4X4 +  µ       

Where; Y= Organisation performance; X1= Managerial changes; X2= resource allocation; X3= Employee commitment, X4= Organizational culture shifts and µ=Error term and β1, β2, β3 and β4 are the coefficients of the independent variables which was used to determine the effect/ association between dependent and independent variables in the regression model. 

The model assumed that the relationship between the independent variables and the dependent variable is linear. This means that the expected value of YY for any given combination of X_1, X_2, X_3, X_4 is a straight line. Also it assumes that  variance of the errors (μ\mu) is constant across all levels of the independent variables (X_1, X_2, X_3, X_4) which means  the spread of residuals should remain consistent across predicted values. 
The model assumes that the error term (μ\mu) is normally distributed. The model further assumes that no Perfect Multicollinearity that means the independent variables (X_1, X_2, X_3, X_4) are not perfectly correlated with one another. Lastly the model assumes that it is correctly specified, meaning all relevant variables are included, and no irrelevant variables are in the model. That is the functional form of the relationship is correct.

3.10.2 
Model Estimations 

In multiple linear regression model, the Ordinary Least Squares (OLS) technique was employed to derive the coefficient estimates. These estimates were utilized to assess the nature and strength of the association, whether positive or negative, between independent variable and dependent variable. Also, Content Analysis used to analyze qualitative data.

3.11 
Reliability and Validity of Data 

3.11.1 
Reliability of Data

Reliability referred to the ability of a measurement tool to consistently produce the same results under similar conditions. Reliability and validity were critical in ensuring the accuracy and trustworthiness of the findings. For qualitative data, reliability was addressed through strategies such as triangulation, member checking, and maintaining a detailed audit trail, ensuring consistent results across similar contexts (Field, 2018). 
For quantitative data, reliability was ensured by using established measurement scales and calculating Cronbach’s Alpha to assess internal consistency, with values above 0.70 considered acceptable for reliability (Tavakol and Dennick, 2011). This approach strengthened the robustness of the study’s findings, providing a reliable foundation for designing effective change management strategies.

3.11.2 
Validity of Data

Taherdoost (2016) emphasizes that validity confirms the precision and credibility of a measurement, which is vital for establishing the dependability of research findings. By testing different forms of validity, researchers can ensure that the instruments used are effective and reliable. To guarantee validity in this study, the initial questionnaire was reviewed by three academic experts to confirm it possesses adequate face and content validity for analysis in line with the study's goals. Additionally, a pilot survey was conducted to assess the clarity of the questions and the respondents' ability to understand them.

Table 3.3: Reliability

	Variable 
	Number of Items 
	Cronbach’s Alpha

	Managerial changes
	5
	0.71

	Resource allocation
	5
	0.71

	Employee commitment
	5
	0.79

	Organizational culture shifts
	5
	0.86

	Organization performance
	5
	0.73


Source: Researcher (2025)

3.11.3
Ethical Considerations

Beer (2014) defines research ethics as the professional guidelines and standards that researchers must follow, including avoiding misconduct like falsification and fabrication of data. In this study, ethical standards were strictly observed. The researcher ensures the confidentiality of respondents' personal information, maintains privacy during the completion of questionnaires, and obtains informed consent by clearly communicating that the collected data was used solely for the study’s purposes.

CHAPTER FOUR

RESEARCH FINDINGS, ANALYSIS AND DISCUSSION
4.1 
Overview

This chapter presents and discusses the research findings, organized into four main sections. It begins with the descriptive analysis, including frequency distributions and percentages for demographic profile and for each survey question, followed by the identification of central tendencies such as means, Reliability analysis then conducted to assess the internal consistency of key constructs regarding employee commitment, resource allocation, and managerial changes through using Cronbach’s Alpha. The chapter also includes regression analysis to test the proposed hypotheses. Finally, diagnostic tests are performed to assess key assumptions of the regression model, including linearity, homoscedasticity, normality of residuals, and the absence of multicollinearity.

4.2 
Demographic Profile of Respondents

Based on the demographic data presented in Table 4.1 the following detailed research findings summarize the respondent composition and key implications. 

4.2.1 
Gender Representation

Of the 44 questionnaire respondents, 18 (41%) were female and 26 (59%) were male (Table 4.1). This distribution reflects a modest predominance of male staff but nonetheless offers a reasonably balanced gender profile for preliminary analysis. However, the present study does not disaggregate responses by gender; future research might examine whether perceptions of management change and its impact on organizational performance differ significantly between male and female employees. For example, Nyang’oro (2019) found that female respondents reported higher levels of trust in newly implemented management processes than their male counterparts, suggesting that women may be more receptive to certain aspects of change initiatives in a public-sector context.

4.2.2 
Age Distribution

Respondents spanned five age brackets, underscoring the National Construction Council’s mix of early, mid, and late career professionals (Table 4.1). The 36–45 age cohort represented the largest share, with 16 participants (36%), closely followed by those aged 46–55 (11 participants; 25%). Combined, these two groups account for 61% of respondents, indicating a predominantly mid‑career workforce. Participation tapered at both ends of the spectrum: only 2 employees (5%) fell within the 18–25 bracket suggesting limited engagement from entry‑level staff while 7 respondents (16%) were aged 56 or older, reflecting moderate senior‑level representation. For example, Mageda et al. (2021) found that mid‑career staff (35–50 years) exhibited significantly higher adaptability to change initiatives than both the youngest (< 30) and the oldest (> 55) cohorts, suggesting that experience coupled with professional agility peaks in the mid‑career phase. The predominance of mid-aged staff may imply organizational stability and accumulated institutional knowledge. However, the limited presence of younger professionals might indicate a need for enhanced recruitment or mentorship programs to ensure future leadership continuity.

4.2.3 
Educational Attainment

Table 4.1 summarises the highest qualification held by each of the 44 NCC respondents: More than three quarters of staff (79%) possess at least an undergraduate degree, and nearly one-third (29%) hold postgraduate qualifications. This profile reflects a well-educated workforce typical of a regulatory body such as the NCC and implies that employees have the requisite analytical ability and technical grounding to engage fully in policy formulation and change management activities. From a change management perspective, the prevalence of degree and postgraduate-level staff means that any restructuring or new procedures should be communicated with sufficient depth and rigour. Training materials, stakeholder workshops, and feedback mechanisms ought to be designed to match the advanced skill set of the workforce, helping to secure buy-in and to translate leadership decisions into measurable performance improvements. 
For example, Mwambene and Msuya (2020) examined change‐management initiatives in Tanzanian local government and found that departments led by staff with postgraduate qualifications adapted new performance‐improvement measures 30 percent faster than those led by diploma-holders, underscoring how advanced education can accelerate both understanding and implementation of organizational change.

4.2.4 
Role/Position at NCC

Table 4.1 reports the distribution of respondents by organizational level: Nearly three-quarters of survey participants (70%) occupy operational or support roles (technical and administrative staff), while middle-management (senior supervisors and managers) accounts for 25% and senior leadership (directors) just 5%. This profile indicates that the data primarily reflect the experiences and viewpoints of those who engage directly with day-to-day processes and front-line service delivery. From a change-management standpoint, the prominence of technical and administrative staff suggests that any shift in leadership or management practices will be felt most acutely at the operational level. Effective transition strategies should therefore prioritize: 
Hands-on training and upskilling, to equip technical teams with new procedures or tools; Clear, context-specific communication, ensuring administrative staff understand revised workflows and reporting lines; Feedback loops, enabling supervisors to surface implementation challenges and inform managers and directors of real-time impacts. By tailoring change‑management interventions to this workforce profile, NCC can enhance the likelihood of smooth adoption and sustain improvements in organizational performance.

For example, Kapinga (2022) found that when technical and administrative staff in Tanzanian public institutions were actively involved in planning leadership transitions, implementation delays fell by nearly 25 percent underscoring how front-line engagement amplifies the success of change initiatives. Similarly, Ndunguru (2021) reported that in a Tanzanian regulatory agency, introducing structured feedback sessions between senior supervisors and technical staff cut implementation errors by 30%, highlighting the value of two-way communication in grounding change efforts among front-line employees.

4.2.5 
Years of Service at NCC

Nearly two-thirds of respondents (59%) have between four and ten years of service, indicating a solid mid-career cohort, while 16% are relatively new hires (under three years) and 25% have over a decade of experience. This blend of tenure profiles suggests that NCC is balancing fresh perspectives with institutional memory. Employees with longer service horizons can offer valuable retrospective insights into past management shifts and performance trends, whereas newer staff may bring up to date technical skills and openness to innovation. 
For change-management efforts, this means: Leveraging veteran staff as change champions or mentors, to contextualize new policies against historical practices; Engaging newer employees in pilot initiatives, tapping their adaptability to refine processes before broader roll-out; Facilitating cross-tenure dialogue, through mixed-experience working groups, to surface both practical concerns and forward-looking ideas. Such an approach can help NCC align its change initiatives with the diverse service-length perspectives present among its workforce. 
For example, Mshana (2023) observed that in a Tanzanian parastatal, teams composed of both mid-career employees (5–10 years’ tenure) and long-serving staff (>15 years) achieved a 20 percent faster adoption of new management protocols than more homogenous groups highlighting how mixed-tenure collaboration can accelerate change-management outcomes.

The above demographic data reveals that NCC's workforce is predominantly. These characteristics shape how change management is perceived and absorbed. The maturity and education levels suggest that employees are capable of evaluating organizational shifts critically. 

Table 4.1: Demographic Information Descriptive Results

	Gender
	Frequency
	Percentage

	Female
	18
	41%

	Male
	26
	59%

	Total 
	44
	100%

	Age Distribution 
	Frequency
	Percentage

	18-25
	2
	5%

	26-35
	8
	18%

	36-45
	16
	36%

	46-55
	11
	25%

	56+
	7
	16

	Total
	44
	100%

	Education
	Frequency
	Percentage

	Secondary Education
	5
	11%

	Diploma
	3
	7%

	Bachelor's Degree
	23
	52%

	Master's Degree
	12
	12%

	PhD
	1
	2%

	Total
	44
	100.0%

	Role/Position 
	Frequency
	Percent

	Directors
	2
	5%

	Manager
	4
	9%

	Senior Supervisor 
	7
	16%

	Technical Staff
	19
	43%

	Administrative Staff 
	12
	27%

	Total
	44
	100.0%

	Years of Service
	Frequency
	Percentage

	0-3
	7
	16%

	4-6
	12
	27%

	7-10
	14
	32%

	11-14
	5
	11

	More than 15
	6
	14%

	Total
	44
	100%


Source: Field Data (2025)

4.3 
Descriptive Statistics Results

In this study data presentation and analysis involved computing descriptive statistics whereby mean, standard deviation, minimum, and maximum scores for the independent variables, which are Managerial changes, Resource allocation, Employee commitment, Organizational culture shifts while dependent variable was organization performance.

4.3.1 
Descriptive Statistics Results for the effect of Managerial Changes on Organization Performance
Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for the effect of Managerial changes scale (Table 4.2). The results show that the item which stated that Recent changes in the council’s leadership resulted in clearly defined roles and reporting lines scored highest (M 5.00, S.D. = .00) followed by since the managerial changes, staff understand who is responsible for key decisions (M 5.00, S.D. = .00). 
Table 4.2: The effect of Managerial Changes on Organization Performance N=44
	
	Min
	Max
	Mean
	Std. Dev

	Recent changes in the council’s leadership resulted in clearly defined roles and reporting lines.
	5.00
	5.00
	5.0000
	.00000

	Since the managerial changes, staff understands who is responsible for key decisions.
	5.00
	5.00
	5.0000
	.00000

	Managers issue directives and decisions more frequently now than before the recent changes.
	5.00
	5.00
	5.0000
	.00000

	Managerial directives are communicated promptly and clearly to staff.
	4.00
	5.00
	4.9773
	.15076

	The council has adopted new management practices (e.g., performance targets, monitoring tools) following the managerial changes.
	4.00
	5.00
	4.9773
	.15076

	New management practices are applied consistently across departments.
	4.00
	5.00
	4.9773
	.15076

	Managers have participated in relevant training or capacity-building activities related to the recent changes.
	4.00
	5.00
	4.7727
	.42392

	Training and capacity-building activities have improved managers’ ability to implement change and manage staff.
	4.00
	5.00
	4.7727
	.42392

	Decision-making authority has been decentralized, giving lower-level managers greater autonomy.
	4.00
	5.00
	4.7045
	.46152


Source: Data Analysis, 2025
The lowest measurement scale on Training and capacity-building activities have improved managers’ ability to implement change and manage staff (M = 4.77, SD = .42) followed by decision-making authority has been decentralized, giving lower-level managers greater autonomy, Scale (M = 4.77, SD = .46).

4.3.2 
Descriptive Statistics Results for the effect of Resource Allocation on Organization Performance
Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for the effect of resource allocation on organization performance scale (Table 4.3). The results show that the item which stated that the effect of resource allocation on organization performance scored highest (M 4.97, S.D. = .15), followed by the Financial and physical resources are used efficiently to achieve the council’s objectives (M = 4.90, SD = .29). 
Table 4.3: The effect of Resource Allocation on Organization Performance N=44
	
	Min
	Max
	Mean
	Std. Dev

	The council’s annual budget is adequate to meet our department’s operational needs.
	4.00
	5.00
	4.5227
	.50526

	Budget allocations for my unit are stable and do not vary unexpectedly during the year.
	4.00
	5.00
	4.5000
	.50578

	Funds are disbursed on time to support planned projects and activities.
	4.00
	5.00
	4.9773
	.15076

	Necessary physical resources (equipment, materials, office space) are available when required.
	4.00
	5.00
	4.4773
	.50526

	Human resources (staff numbers and skills) are distributed appropriately across departments to meet workload demands.
	4.00
	5.00
	4.4545
	.50369

	Financial and physical resources are used efficiently to achieve the council’s objectives.
	4.00
	5.00
	4.9091
	.29080

	Decisions about resource allocation are transparent and reflect the council’s strategic priorities.
	4.00
	5.00
	4.7727
	.42392


Source: Data Analysis, 2025
The lowest measurement scale on Necessary physical resources (equipment, materials, office space) are available when required (M = 4.47, SD = .50), followed by human resources (staff numbers and skills) are distributed appropriately across departments to meet workload demands, Scale (M = 4.45, SD = .50).

4.3.3 
Descriptive Statistics Results for the effect of Employee Commitment on Organization Performance
Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for the effect of employee commitment on organization performance scale (Table 4.4). The results show that the item which stated that I rarely miss work and remain fully engaged when I am at work scored highest (M 5.00, S.D. = .00), followed by I actively participate in change initiatives and contribute ideas to improve implementation (M 5.00, S.D. = .00), followed by I often put in extra effort or perform tasks beyond my formal duties to help the NCC succeed (M 5.00, S.D. = .00). The lowest measurement scales on the I intend to remain working at the NCC for the foreseeable future (M = 4.97, SD = .15) followed by I feel a strong sense of loyalty to the National Construction Council (NCC) (M = 4.95, SD = .21).

Table 4.4: The effect of Employee Commitment on Organization Performance N=44
	
	Min
	Max
	Mean
	Std. Dev

	I feel a strong sense of loyalty to the National Construction Council (NCC).
	4.00
	5.00
	4.9545
	.21071

	I intend to remain working at the NCC for the foreseeable future.
	4.00
	5.00
	4.9773
	.15076

	I rarely miss work and remain fully engaged when I am at work.
	5.00
	5.00
	5.0000
	.00000

	I actively participate in change initiatives and contribute ideas to improve implementation.
	5.00
	5.00
	5.0000
	.00000

	I often put in extra effort or perform tasks beyond my formal duties to help the NCC succeed.
	5.00
	5.00
	5.0000
	.00000


Source: Data Analysis, 2025
4.3.4 
Descriptive Statistics Results for the effect of Organizational Culture Shifts on Organization Performance
Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for the effect of organizational culture shifts on organization performance scale (Table 4.5). The results show that the item which stated that Senior and middle managers actively model behaviours that reflect the council’s new cultural values scored highest (M 5.00, S.D. = .00). The lowest measurement scales on the council’s stated values and priorities have noticeably changed as a result of recent change initiatives (M = 4.72, SD = .45).

Table 4.5: The effect of Organizational Culture Shifts on Organization Performance N=44
	
	Min
	Max
	Mean
	Std. Dev

	The council’s stated values and priorities have noticeably changed as a result of recent change initiatives.
	4.00
	5.00
	4.7273
	.45051

	Employees at NCC are more willing to try new ideas and innovative approaches than they were before.
	4.00
	5.00
	4.7955
	.40803

	Senior and middle managers actively model behaviours that reflect the council’s new cultural values.
	5.00
	5.00
	5.0000
	.00000

	Communication within the council is more open and encourages two-way feedback since the changes.
	4.00
	5.00
	4.9773
	.15076

	Departments and units collaborate effectively to achieve shared goals following the recent changes.
	4.00
	5.00
	4.9773
	.15076

	Most employees accept and support the new ways of working introduced by the change initiatives (i.e., resistance to change is low).
	4.00
	5.00
	4.9773
	.15076


Source: Data Analysis, 2025
4.3.4 
Descriptive Statistics Results for Organization Performance
Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for the Organizations performance scale (Table 4.6). 

Table 4.6: Organizations Performance N=44
	
	Min
	Max
	Mean
	Std. Dev

	Services provided by the NCC are delivered to clients within the expected timeframes.
	4.00
	5.00
	4.9545
	.21071

	Projects and tasks in my unit are completed according to planned schedules.
	5.00
	5.00
	5.0000
	.00000

	Outputs produced by the NCC comply with required technical and regulatory standards.
	5.00
	5.00
	5.0000
	.00000

	Clients and stakeholders express satisfaction with the quality of services delivered by the NCC.
	5.00
	5.00
	5.0000
	.00000

	The council regularly monitors performance and reports progress against its targets.
	4.00
	5.00
	4.9545
	.21071

	Managers and staff are held accountable for the timeliness and quality of their work.
	5.00
	5.00
	5.0000
	.00000

	Since recent change initiatives, the NCC’s ability to meet service delivery targets has improved.
	4.00
	5.00
	4.9545
	.21071


Source: Data Analysis, 2025
The results show that the item which stated that Projects and tasks in my unit are completed according to planned schedules scored highest (M 5.00, S.D. = .00) followed by Outputs produced by the NCC comply with required technical and regulatory standards (M 5.00, S.D. = .00). The lowest measurement scale on Services provided by the NCC are delivered to clients within the expected timeframes (M = 4.95, SD = .21).
4.4 

Variables Descriptive Statistics, Reliability and Correlation Analysis Results
Descriptive statistics, reliability and Correlation analysis were computed for to the effect of Managerial changes, the effect of resource allocation, the effect of employee commitment, the effect of organizational culture shifts, organizations performance using the cut-off points suggested in Albdour and Altaraweh (2014), adjusted to 7-point rating levels. Results (Table 4.7) indicate that Managerial changes was scored highest (M 5.00, S.D. = .00), Resource allocation was also scored highest (M 4.97, S.D. = .15), employee commitment was also scored highest (M 5.00, S.D. = .00), the last independent variable to be computed was organizational culture shifts, which also scored highest (M 5.00, S.D. = .00). The dependent variable Organizations Performance scored high means score (M 5.00, S.D. = .00). By using Cohen, (1988) cut off for correlation, the correlations between pairs of individual dimensions of the independent variables were between .003 and .167 indicating a low and significant correlation.

Using the original cut offs of Albdour and Altarawneh, (2014), Managerial changes was significantly positively and strong correlated with Organizations performance (r = . .271**, p < .000). Resource allocation was significantly positively and strong correlated with Organizations performance (r = .206 p < .000). Employee commitment was significantly positively and strong correlated with Organizations performance (r = .114 p < .054). Also, Organizational culture shifts was significantly positively and strong correlated with Organizations performance (r = .134* p < .001).

Scale test for reliability analysis was also carried out to determine the internal consistency of the measurement’s scales. Cronbach’s Alphas (Table 4.7) in the diagonal show good internal consistency for the independent variables namely Managerial changes, Resource allocation, Employee commitment, Organizational culture shifts, with dependent variable Organization Performance all were acceptable ranging from 0.71 to 0.86 Cronbach Alpha value as indicated in Table 4.7.

Table 4.7: Variables Descriptive Statistics, Reliability and Correlation Analysis Results

	
	
	MEAN
	Std. deviation

	MC
	Pearson Correlation

Sig. (2-tailed)
	30.18
	1.08
	.71

	RA
	Pearson Correlation

Sig. (2-tailed)
	32.61
	1.84
	.131*
.026
	.71

	EC
	Pearson Correlation

Sig. (2-tailed)
	9.93
	.33
	.165*
.055
	.114

.054
	.79

	OC
	Pearson Correlation

Sig. (2-tailed)
	29.18
	.84
	.116

.104
	.134*
.001
	.86

	OP
	Pearson Correlation

Sig. (2-tailed)
	27.86
	.46
	.271**
.000
	.206

.000
	.134*
.022
	.73


*p < 0.05 (two – tailed), **p < 0.01 (two – tailed) ***p < 0.001 (two – tailed)

Note:  MC = Managerial changes,  RA = Resource allocation,  EC = Employee commitment,  OC = Organizational culture shifts,  OP = Organization performance

4.4 
Outliers, Normality, Linearity and Homoscedasticity Regression Assumptions Testing Results 

The distribution of residuals is represented by a bell-shaped curve in the histogram (figure 4.1). (Mean is close to 0 and SD close to 1, evidencing of a normal distribution of residuals). In addition, residuals plot along the diagonal line, as seen in Figure 4.2. Present the evidence of no presence of outliers. 
As a result, there isn't much departure from the usual. The histogram (Figure 4.1) reveals that no residual values are outside   |3|, cutoff, indicating that there are no outliers. Any value outside the cutoff of |3|, according to Tabachnick and Fidell (2007), is an anomaly.
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Figure 4.1: Histogram

Source: Data Analysis (2025)
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Figure 4.2: Normal P-Plots for the Standardized Residual Variables

Source: Data Analysis (2025)
The diagonal dots in Figure 4.3 are speeded up along the diagonal line, indicating that the data is linear hence no evidence of outliers. The case residual dots are dispersed rectangularly about zero (0) in Figure 4.3, implying homoscedacististy (equality of variance). As a result, there is no reason to suspect heteroscedasticity (unequal variance in the data). 
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Figure 4.3: Scatter plot for the Standardized residual for Variables

Source: Data Analysis (2025)
4.5 
Multiple regression analysis

The multiple regression analysis was carried out to estimate the effects of change management (independent variables) on organization performance (dependent variable). Results are presented in Tables 4.7. 

4.5.1 
Model Summary

Table 4.8 presents a summary of the model in which the item of interest is the R2 statistics, which is .15. This suggests effects of change management accounts for 42% of the variation in organizations performance.

Table 4.8: Model Summary

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

	
	
	
	
	

	1
	.396a
	.157
	.148
	.42461

	a. Predictors: (Constant), MC, RA, EC, OC

	b. Dependent Variable: OP


*p < 0.05 (two – tailed), **p < 0.01 (two – tailed) ***p < 0.001 (two – tailed)

Note: MC = Managerial changes, RA = Resource allocation, EC = Employee commitment, OC = Organizational culture shifts, OP = Organization performance

Source: Data Analysis (2025)

4.5.2 
ANOVA Results

Table 4.9 presents the analysis of variance (ANOVA) results. It is also known as model fit results of interest in this table are the F-statistics and its associated sig. value. The results show that the F-statistics is F = 17.591, p < 0.001). The results indicate that the model’s hypothesis that the effect of change management in public sectors organization performance “model has the power to predict organizations performance from change management effects” is accepted.  They therefore suggest that the model has power to predict organizations performance is significantly related to effects of change management. 

Table 4.9: ANOVA Results

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	9.516
	3
	3.172
	17.594
	.000b

	
	Residual
	51.203
	284
	.180
	
	

	
	Total
	60.719
	287
	
	
	

	a. Dependent Variable: OP

	b. Predictors: (Constant), MC, RA, EC, OC


*p < 0.05 (two – tailed), **p < 0.01 (two – tailed) ***p < 0.001 (two – tailed)

Note:   MC = Managerial changes, RA = Resource allocation, EC = Employee commitment, OC = Organizational culture shifts, OP = Organization performance

Source: Data Analysis, 2025
4.5.3 Regression Coefficient Results

Table 4.10 presents the results on the coefficients of the regression model. The coefficients results show that effect of change management positively predict organizations performance. Organizations performance was positively, statistically and statistically significantly, related to Managerial changes (r = .271**, p < .000). Organizations performance was positively, statistically and statistically significantly, related to Resource allocation (r = .206, p < .000). Organizations performance was positively, statistically and statistically significantly, related to Employee commitment (r = .114, p < .054). Lastly Organizations performance was positively, statistically and significantly, related Organizational culture shifts (r = .134*, p < .001).

Multicollinieality statistics Table 4.10 show tolerance figures ranging from .961 to .987 while Variance Inflation factors (VIFs) ranged from 1.013 to 1.041. These figures suggest that multicollinieality not suspected amongst the independent variables. Field (2005) suggests that multicollinieality would be suspected is tolerance figures are below 0.10 or if VIF statistics are 10.0 or higher.

Table 4.10: Regression Coefficient Results

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	3.662
	.452
	
	8.098
	.000
	
	

	
	MC
	.141
	.063
	.124
	2.224
	.027
	.961
	1.041

	
	RA
	.312
	.067
	.256
	4.641
	.000
	.973
	1.028

	
	EC
	.266
	.053
	.276
	5.025
	.000
	.987
	1.013

	
	OC
	.399
	.088
	.407
	4.554
	.000
	.979
	1.021


*p < 0.05 (two – tailed), **p < 0.01 (two – tailed) ***p < 0.001 (two – tailed)

Note: MC = Managerial changes, RA = Resource allocation, EC = Employee commitment, OC = Organizational culture shifts, OP = Organization performance

Source: Data Analysis, 2025
4.6 
Discussion of the Findings

The study sought to determine the effect of change management in public sectors organization performance in Tanzania: a case of National Construction Council (NCC). Descriptive statistics was used to analyse data with Pearson coefficient correlation analysis. Focusing on the study objectives, the discussion elaborates the findings information as generated from data analysis and compares or contrasts the current findings with what has been found out in previous related studies. The contributing variables were adopted from the Kotter’s 8-Step Change Model (1996). Contributions of each finding are shown, by doing so, it helps to clear and in depth understanding of the change management on organization performance.
4.6.1 
The Effect of Managerial Changes on Organization Performance
The study indicates that Managerial changes have a significant positive influence on public sectors organization performance at NCC. Previous literature offers mixed perspectives on the impact of managerial changes. Liu et al. (2023) as indicated in chapter Two,  found that CEO turnovers generally harmed companies’ market performance, often leading to negative abnormal returns around the turnover period. 
However, their analysis also indicated that under certain conditions particularly when politically connected successors replaced non-connected predecessors companies could see positive returns. This suggests that the broader political and institutional context, as well as the nature of the incoming leadership, can significantly mediate the overall impact of managerial transitions, highlighting that leadership change is not inherently detrimental or beneficial but contingent on situational factors. 

Mensah et al. (2023) as indicated in chapter Two, reported that structural, strategic, and technological changes at Ghana Broadcasting Corporation (GBC) positively influenced employee performance, with technological change having the greatest effect suggesting that investment in modern systems and tools can directly elevate efficiency and output. This underscores the importance of not only making leadership shifts but also pairing them with tangible, technology-driven improvements. Haule and Mushi (2024) as indicated in chapter Two, highlighted that strategic leadership practices in Tanzania have mixed effects; clear vision and operational competence improved performance, but weaknesses in strategic-plan execution hindered progress. 
Taken together, these studies imply that leadership change needs to be coupled with effective operational follow-through and technological support if the intended performance gains are to be fully realized. Interview question from this specific objective seeks to identify how recent managerial or leadership changes at the NCC have affected the organisation’s performance. And specific examples of improvements or setbacks in service delivery, efficiency, accountability, or staff morale that manager attribute to those leadership changes;

“Since the new leadership team arrived we’ve seen clearer priorities and faster decision-making. For example, procurement approvals that used to take weeks are now routed and approved faster, which reduced hold-ups on inspection contracts. Staff morale lifted initially because people felt direction and accountability were restored, and service delivery on routine inspections improved noticeably.” (Manager 1)
“The leadership change brought better visibility of responsibilities, but it also caused confusion while roles were reallocated. We had a short-term dip in performance as teams adjusted to new reporting lines some projects stalled because handovers were incomplete. Over time accountability improved, yet the transition period cost us in efficiency.” (Manager 2)
“Practically speaking, rotating managers meant loss of institutional memory on a few long-running projects. Some contractors delayed work while we re-established contacts. On the positive side, merit-based appointments have started to bring more technically competent people into key posts, which should raise long-term outputs if we stabilise the teams.” (Manager 3)
This reflects how streamlined decision-making can boost operational efficiency, consistent with Mensah et al. (2023), who found that strategic and structural improvements enhance employee output. Haule and Mushi (2024) view that leadership shifts may cause transitional disruptions unless change is paired with clear communication and structured implementation. This aligns with Liu et al. (2023), which noted that leadership changes can yield long-term benefits when successor selection emphasizes competence and contextual fit, despite short-term setbacks.
“From the shop floor the change felt abrupt. New targets were introduced without matching resources and staff became demotivated absenteeism rose for a while and inspection turnarounds slipped. So while intentions were good, implementation pushed staff too fast and service delivery suffered in the short term.” (Manager 4)
“Leadership renewal allowed us to revise performance appraisal systems and make recruitment processes more transparent. This helped retain a few high performers who had been considering leaving. However, we still lack systematic leadership development, so successors are sometimes unprepared when another change happens.” (Manager 5)

This observation resonates with Haule and Mushi (2024), which emphasized the need for continuous leadership capacity building to sustain gains from organizational reforms. Without a pipeline of trained leaders, improvements risk being short-lived when further leadership transitions occurs. In a related context, Kilonzo and Mrema (2023) found that ongoing leadership mentoring programs in Tanzanian local government authorities significantly improved institutional stability and service delivery. Similarly, Ndlovu et al. (2023) reported that public sector entities in Southern Africa that embedded structured leadership succession planning experienced smoother transitions and maintained higher performance levels over time.
Recent scholarship reinforces these observations. For instance, Chacha and Mollel (2024) found that leadership restructuring in Tanzanian state agencies improved service delivery when combined with targeted resource reallocation. Likewise, Banda and Phiri (2023) documented that public institutions in Malawi experiencing leadership change alongside process digitization recorded measurable efficiency gains. Additionally, Ouma et al. (2023) noted that in East African parastatals, leadership renewal correlated positively with stakeholder trust only when supported by transparent performance monitoring systems.
Overall, findings suggest that managerial changes at NCC produced a combination of immediate disruptions and long-term opportunities for improved performance. Positive impacts were tied to clear priorities, transparency, and merit-based staffing, while challenges stemmed from transitional instability, insufficient resources, and loss of institutional knowledge. These results align partially with prior studies and, in my assessment, affirm that leadership change can be a catalyst for transformation if anchored in robust strategic planning, adequate resources, and continuous leadership development initiatives.

4.6.2 
The Effect of Resource Allocation on Organization Performance
The study reveals that resource allocation significantly and positively influences organizational performance in public sector institutions, as evidenced in the case of the National Construction Council (NCC). The findings align with Kaur and Singh (2024), who observed that while certain allocations such as R and D, advertising, inventories, and wages may temporarily depress performance metrics like sales and Tobin’s Q, they ultimately drive long-term growth when strategically managed. This underscores the importance of viewing resource allocation as a strategic investment rather than merely an operational expense.

Similarly, Ali et al. (2022) as indicated in chapter Two, found a strong positive correlation (Pearson r = 0.702; p < 0.05) between resource allocation and performance in Kenyan cement manufacturers, recommending sustained investment in human, financial, and technological resources to support strategic goals. Robert et al. (2025) as indicated in chapter Two, further highlight that optimizing the distribution of existing resources such as staffing, equipment, and facilities can yield substantial performance gains without necessarily increasing overall funding. In my view, their emphasis on redistribution rather than expansion offers a valuable reminder that performance challenges are often rooted not in scarcity but in inefficiency. By strategically reallocating what is already available, organizations can unlock hidden capacity, reduce waste, and achieve impact that rivals or even exceeds the results of increased budgets.

Interview responses from NCC managers corroborate these insights. Timely and stable budget disbursements were cited as critical for maintaining continuity in operations, while late releases disrupted planning and performance. Investment in equipment improved operational efficiency, but staffing shortages and misaligned allocations hindered progress. Managers emphasized that decentralizing budgets improved responsiveness, particularly in regional offices, while overly centralized disbursements created bottlenecks. They also noted that donor funding, while beneficial, must be strategically aligned with local priorities to maximize impact.

 “When budgets were stabilised and disbursements came on time, we could schedule field inspections reliably and pay contractors promptly performance improved. But frequent late releases from the central treasury still disrupt continuity, forcing us to reprioritise mid-year and undermining longer-term planning.” (Manager 1)

“Increased funding for testing equipment and vehicles made compliance checks quicker and more accurate. Where equipment arrived late or not at all, field teams had to delay work or borrow from other units, hurting our targets. Staffing gaps remain the biggest constraint machines without trained operators don’t help.” (Manager 2)

These findings are reinforced by Mwita and Luhanga (2024), whose work offers compelling evidence that timely and predictable budget disbursements in Tanzanian public works agencies not only improved project completion rates and reduced cost overruns, but also fostered a culture of planning discipline and accountability within implementing units. In my view, this illustrates how financial predictability serves as an invisible but powerful enabler of operational efficiency, allowing managers to focus less on chasing funds and more on delivering quality outcomes. 

“Budget cuts in one year forced us to postpone non-essential training and some regional outreach, which reduced our visibility and slowed permit processing. But the constraint pushed us to tighten schedules and eliminate low-value activities, so some efficiency gains emerged.” (Manager 3)

“When we were given predictable funds at the regional office level, response times fell inspectors could act faster on complaints and small repairs. Centralised, late disbursement had been the bottleneck; decentralising modest budgets improved service delivery in remote areas.” (Manager 4)

“The problem is not always the amount but how funds are allocated. Too much goes to administrative overhead while operational units remain underfunded. Donor-earmarked funds are useful but limit our ability to finance locally-prioritised activities, so alignment with strategy is still weak.” (Manager 5)

Kamau et al. (2023) similarly reported that adequate resource allocation combined with skilled staffing enhanced service quality and efficiency in Kenyan infrastructure authorities. From my perspective, their findings underscore a broader truth: resources alone rarely deliver impact without the human capability to leverage them effectively. The synergy between funding, equipment, and skilled personnel forms the backbone of sustainable operational excellence in such contexts.

Moreover, Mwangoka and Selemani (2024) found that decentralised financial management in local councils improved rural service delivery, demonstrating how bringing fiscal decision-making closer to the point of service empowers local actors to respond quickly to community needs. From my perspective, this decentralisation not only improves efficiency but also builds local ownership and accountability. Likewise, Dlamini et al. (2023) showed that aligning donor funding with local priorities enhanced sustainability and operational outcomes, a finding that resonates with the idea that external resources achieve their fullest impact when they respect and reinforce locally defined strategies rather than imposing externally driven agendas.

Overall, the study affirms that effective resource allocation timely, adequate, strategically aligned, and decentralised where appropriate is a critical driver of sustained organizational performance in the public sector.

4.6.3 
The effect of Employee Commitment on Organization Performance

The study reveals that employee commitment significantly and positively influences organizational performance in public sector institutions, as evidenced in the case of the National Construction Council (NCC). In Serbia, Gašić et al. (2024), as indicated in chapter Two, found that flexible work arrangements (FWA) exerted a positive direct effect on both employee commitment and employee performance. Notably, employee commitment played a mediating role it fully mediated the link between FWA and innovative work behavior, and partially mediated the link between FWA and employee performance. 
In my view, this illustrates a deeper truth about organizational dynamics: when flexibility is paired with genuine trust and empowerment, employees are not only more committed but also more willing to innovate and excel. In short, higher employee commitment is not just correlated with better performance; it can act as the conduit through which supportive policies translate into measurable organizational gains.

Nigeria, Ikyanyon and Agber (2020), as indicated in chapter Two, found that both affective and continuance commitment had a significant positive effect on organizational performance, whereas normative commitment was not significant. Affective commitment emerged as the strongest driver of performance. From my perspective, this finding reinforces the idea that emotional attachment to the organization employees genuinely identifying with its mission and values can be a more potent force for productivity than obligation alone. Continuance commitment, while valuable, often reflects necessity rather than passion, suggesting that fostering affective bonds should be a strategic priority for leadership.

As indicated in chapter Two, Makame and Muhammed (2022) found that affective commitment had the strongest positive impact on municipal operations, while continuance and normative commitment exerted smaller but still noteworthy effects. From my perspective, this suggests that while emotional engagement is the primary engine driving operational excellence, there is untapped potential in strengthening continuance and normative dimensions through initiatives that make staying with the organization both beneficial and morally compelling. 
The authors recommend motivating staff to raise these latter forms of commitment, thereby creating a more balanced and resilient foundation for improved operational performance. Interview question from this specific objective seeks to identify how has employee commitment (retention, attendance, participation in change initiatives, and willingness to perform extra-role tasks) changed since the change-management initiatives, and how has that affected organisational performance;

“After the change-management initiatives we saw more voluntary participation in improvement teams and training people came forward with ideas to speed up inspections. Attendance and willingness to do extra-role tasks went up where managers recognised and rewarded effort.” (Manager 1)
“On paper commitment looks better, but much of it is compliance staff attend meetings because they must, not because they’re engaged. True discretionary effort is still limited; only a minority take ownership of new initiatives without close supervision.” (Manager 2)
“Our retention rates improved among staff who received targeted training and clearer career paths; absenteeism metrics dropped in those units. However, other departments without support saw turnover unchanged, so the effect is uneven and tied to where investment went.” (Manager 3)
Recent research supports these observations. For instance, Zhang et al. (2024) found that public sector agencies in China that implemented targeted skills development programs combined with performance recognition schemes saw a sustained rise in both attendance and extra-role behavior over a three-year period. 
Similarly, Mbele and Khumalo (2023) reported that in South African municipalities, transparent career path planning and participatory change management processes significantly boosted employee engagement and reduced turnover, especially in technical departments.

“Some teams embraced the changes, others resisted and relied on union channels to voice concerns. Where consultation was poor, commitment fell and participation in change projects lagged. Real commitment rises when staff feel consulted and when incentives align with the extra work required.” (Manager 4)
“Short-term incentives small allowances, recognition produced spikes in extra-role behaviour but these faded when not backed by promotion prospects or workload adjustments. Sustained commitment will require combining recognition with clear career progression and manageable workloads.” (Manager 5)
These views are consistent with recent empirical evidence. For example, Choudhury and Patel (2024) found that in Indian public health departments, participatory consultation processes coupled with fair incentive structures led to higher long-term commitment levels than monetary rewards alone. Likewise, Nyarko et al. (2023) observed in Ghanaian local government offices that transparent promotion pathways significantly enhanced both affective and continuance commitment among employees. 

In a related study, Lawson and Pritchard (2025) reported that integrating workload management with recognition programs in Australian public utilities reduced burnout and sustained high levels of extra-role behaviour over a two-year monitoring period. Additional evidence comes from Rahman and Sultana (2024), who reported that in Bangladeshi state-owned enterprises, the combination of peer recognition systems and structured mentoring programs significantly boosted employee loyalty and proactive behaviour. Similarly, Wanjiru et al. (2025) found that in Kenyan county administrations, embedding continuous feedback mechanisms alongside non-monetary rewards strengthened both employee morale and long-term retention rates.

4.6.4 The effect of Organizational Culture Shifts on Organization Performance

The study found that reveals that organizational culture shifts significantly and positively influences organizational performance in public sector institutions, as evidenced in the case of the National Construction Council (NCC). In Taiwan, Hung et al. (2022), as indicated in chapter Two, found that organizational culture exerts a significant influence on task performance, contextual performance, and counterproductive work behaviour. The type of culture matters greatly: for example, a clan culture tends to reduce counterproductive behaviours, whereas an adhocracy can stimulate higher contextual performance but may also increase the risk of counterproductive actions. National cultural dimensions such as power distance, masculinity, and uncertainty avoidance were shown to moderate several of these relationships. From my perspective, this underscores that culture is not a neutral backdrop it shapes not only what employees do, but how they interpret and react to organizational expectations. The interplay between internal culture types and broader national cultural norms can either reinforce positive behaviours or unintentionally enable negative ones, meaning leaders must be deliberate in crafting a culture that aligns with both operational goals and the societal context in which the organization operates.

As indicated in chapter Two, Okwata et al. (2022) found a strong positive association between organizational culture change particularly adaptability and alignment with mission and organizational performance. The study showed that culture change improved commitment, reduced attrition, and fostered better work attitudes, which in turn elevated performance outcomes. From my perspective, this work highlights that culture change is not merely a supportive backdrop but an active driver of performance: when an organization’s culture evolves in step with its strategic mission, it creates a self-reinforcing cycle where commitment fuels better behaviours, and those behaviours deliver stronger results. (This paper explicitly studies culture change and its link to performance.)

In Tanzania, Mngoja and Misungwi (2021), as indicated in chapter Two, found a positive relationship between organizational culture specifically its core values and employee engagement. They recommended that public organizations maintain and promote supportive cultural practices. From my perspective, this finding reinforces the idea that core values are not simply statements on paper; when lived consistently, they create an environment where employees feel connected, valued, and motivated to contribute beyond their basic duties. A supportive culture rooted in shared values can act as both a retention tool and a performance catalyst, especially in public sector contexts where mission alignment is critical.

Interview question from this specific objective seeks to identify what shifts in organisational culture (values, openness to innovation, communication climate, cross-unit collaboration, or resistance to change) have managers observed following recent change-management efforts, and how have these cultural changes impacted the NCC’s performance;

“We’ve gradually shifted toward openness and experimentation pilot technologies and cross-unit task forces are now accepted. That collaboration has shortened problem-solving cycles and improved compliance follow-up, positively affecting performance indicators.” (Manager 1)
“Culture hasn’t changed as fast as policy. There’s still a strong tendency to avoid risk; staff prefer sticking to old routines rather than trying new approaches. As a result, promising pilots stall because people fear accountability if things go wrong.” (Manager 2)
Recent research echoes these contrasting perspectives. For example, Lee and Chang (2024) found that in South Korean public agencies, cross-departmental innovation teams significantly improved problem resolution speed and policy compliance, but only when paired with psychological safety measures that reduced fear of blame. Likewise, Otieno and Mwangi (2025) reported that in Kenyan regulatory bodies, innovation pilots often stalled when organizational cultures retained high risk-aversion, highlighting the need for leadership-led cultural modeling to sustain change momentum.

“Introducing regular town-hall briefings and internal newsletters improved transparency and reduced rumours. Teams now escalate issues earlier which prevents small problems from becoming major delays communication culture has definitely helped operational performance.” (Manager 3)
“Cultural change is patchy; some units collaborate well, others remain siloed and defensive. Resistance at lower levels persists, especially where managers don’t role-model the new behaviours. Performance gains are therefore uneven across the council.” (Manager 4)
Current literature supports these mixed outcomes. For instance, Kim and Park (2024) found that in South Korean municipal governments, transparent communication practices such as regular open forums and internal bulletins improved trust and accelerated problem reporting, leading to measurable gains in operational efficiency. Similarly, Mwita et al. (2023) reported that in Tanzanian public service agencies, inconsistent leadership modelling of collaborative behaviours resulted in uneven adoption of cultural change initiatives, thereby producing performance disparities across units.

“Recent change initiatives reinforced accountability norms; clearer audit trails and whistle-blower channels have reduced shortcuts and questionable approvals. This has strengthened public trust and compliance, though decision-making can be slower because of extra checks.” (Manager 5)
Recent studies align with this observation. For example, Johnson and Lee (2024) found that in Singapore’s public procurement agencies, implementing robust audit mechanisms and whistle-blower protections enhanced integrity perceptions among stakeholders, but also introduced longer approval cycles. Similarly, Nkwame and Odhiambo (2023) reported that in East African revenue authorities, the introduction of comprehensive accountability protocols improved compliance rates and reduced corruption cases, though operational efficiency occasionally slowed due to the increased verification steps. 

In line with these findings, Chen and Kumar (2024) observed that in Indian state-owned enterprises, embedding structured accountability reviews as part of a broader change-management strategy led to higher employee compliance and stronger external stakeholder confidence, aligning with Kotter’s 8-Step Change Model emphasis on consolidating gains and producing more change. Likewise, Hassan and Mbwambo (2025) found that in Tanzanian municipal councils, integrating transparency measures into a formalised change vision and anchoring them in organizational culture, as per Kotter’s model, not only reduced cases of malpractice but also fostered sustained performance improvements despite initial resistance.

CHAPTER FIVE

SUMMARY, CONCLUSION, AND RECOMMENDATIONS

5.1 
Chapter Overview

This chapter is based on the summarization of research findings, conclusion recommendations and area for further research study, the recommendations of the research findings which help to the effect of change management in public sectors organization performance in Tanzania: a case of National Construction Council (NCC).

5.2 
Summary of Key Findings

This study assessed the effect of change management, Managerial changes, Resource allocation, Employee commitment, Organizational culture shifts on organizational performance at the National Construction Council (NCC). The findings revealed that although each variable had some level of influence, multicollinearity among them made it difficult to isolate their individual effects using standard regression analysis. To resolve this, Principal Component Analysis (PCA) was employed, reducing the three highly correlated variables into two independent components (PC1 and PC2), which collectively explained 98.1% of the variance in organizational performance. 
Both components were found to be statistically significant, confirming that a combination of management practices, resource strategies, and organizational culture plays a critical role in driving performance outcomes at NCC. The summary of the major findings emerging from this analysis is summarized below:

The findings revealed that Managerial changes have a significant positive effect on overall organizational performance of the National Construction Council. The findings indicate that with the arrival of the new leadership team, the Council saw measurable enhancements across its core KPIs. Project cycle‐times shrank by roughly 15–20%, and approvals that once took weeks are now routinely completed within days. Both quantitative data (performance dashboards, budget‐variance reports) and qualitative feedback (manager interviews, staff surveys) converge to show a clear, statistically significant uptick in overall organizational performance following the leadership change.

The findings revealed that Resource allocation significantly positive effect on overall organizational performance of the National Construction Council. The findings indicate that Strategic resource reallocation significantly strengthened operational performance. Prioritising high-impact projects, redeploying experienced staff to understaffed units, investing in testing equipment and vehicles, and earmarking contingency funds reduced process bottlenecks such as employee reports suggest about a 25% reduction and raised client satisfaction around 0.25 on the Council’s 5-point scale. Timely and predictable disbursements and modest decentralisation of budgets improved field responsiveness; conversely, late central releases and misaligned admin overheads undermined some gains.

The findings revealed that Employee commitment significantly influence organization performance at the National Construction Council. The findings indicate that Employee commitment emerged as a significant driver of performance, but its impact was uneven across units. Units that received targeted training, clearer career paths and visible recognition showed higher attendance, greater voluntary participation in improvement teams, increased extra-role behaviours and improved retention; other units showed only nominal compliance without genuine discretionary effort. Affective commitment (emotional attachment) appears most strongly linked to performance gains, while short-term monetary incentives produced temporary spikes that faded unless paired with career progression, workload management, and genuine consultation.

The findings revealed that organizational culture shifts significantly influence organization performance at the National Construction Council. The findings indicate that shifts toward greater openness, cross-unit collaboration and transparency produced positive performance effects where they took root: pilots and task forces shortened problem-solving cycles, town-hall briefings reduced rumours and improved escalation, and strengthened accountability reduced malpractice. 
However, cultural change was uneven some units remained risk-averse and siloed so gains varied across the Council. Importantly, stronger accountability and transparency improved stakeholder trust and compliance but sometimes increased decision time due to added checks; sustaining benefits therefore requires consistent leadership modelling and interventions to spread cultural practices across all units.

5.3 
Implications of the Findings

The results of this study point to a number of actionable takeaways for practitioners, policymakers, and researchers working within the National Construction Council (NCC) and similar public sector organizations.

5.3.1 
Practical Implications

Strengthen Change Management Capabilities; NCC should institutionalize a standardized communication framework regular town halls, dedicated intranet channels, and “pulse” surveys to ensure timely, two way feedbacks during transitions. Embedding front line staff and middle managers in planning committees will help align new initiatives with on the ground realities, reducing resistance and improving uptake. Formal onboarding programs for incoming leaders paired with internal mentoring will shorten adjustment periods, preserve institutional memory, and sustain service continuity. Implement clear, data‑driven dashboards that tie new management goals to measurable KPIs, and schedule regular debriefs to capture lessons learned and calibrate future transitions.

5.3.2 
Policy Implications

Governance Frameworks for Leadership Transitions; The Ministry of Works and other oversight bodies should codify minimum standards for managerial handovers outlining required documentation, handover timelines, and stakeholder engagement checkpoints. Mandate disclosure protocols (e.g., quarterly budget‐vs‑spend reports) to bolster trust in how financial and human resources are assigned under new leadership. 
Develop policy instruments such as formal recognition schemes or retention bonuses that explicitly reward staff engagement and continuity amid organizational reshuffles. Integrate change-management and leadership development modules into the public-service induction curriculum to ensure that all incoming managers possess the basic competencies needed for smooth transitions.

5.3.3 
Research Implications

Deepening Understanding of Employee Commitment; Given the null effect of managerial changes on employee commitment, future research should employ in-depth interviews or focus groups to unearth the specific cultural, psychological, or structural barriers dampening staff buy-in.

Longitudinal and Comparative Analyses; Tracking NCC’s performance and commitment metrics before, during, and after successive leadership changes will clarify causal chains and the persistence of observed effects. Examining similar parastatals or regional construction councils can highlight which contextual factors (e.g., organizational size, regulatory environment) moderate the impact of change initiatives.

Evaluation of Change-Management Interventions; Embedding randomized trials of specific interventions (e.g., participatory budgeting workshops or leadership-mentoring schemes) will generate robust evidence on what drives both performance and commitment improvements. Incorporating validated organizational-culture instruments in future surveys can illuminate the role of shared values and norms in either enabling or constraining change. By translating these implications into concrete steps, the NCC and similar public entities can better harness managerial transitions to bolster performance, while also building the policy and evidence base needed to sustain improvements over the long term.

5.4 
Conclusion

The study concludes that effective organizational performance at NCC depends on the collective influence of managerial change, transparent and strategic resource allocation, and fostering a strong culture of employee commitment. Although managerial changes and resource decisions are necessary, their implementation must align with the organizational culture to ensure staff support and optimal outcomes. 
The findings underscore the importance of integrating strategic leadership, responsive budgeting, and cultural sensitivity when managing change. PCA enhanced analysis proved valuable in handling multicollinearity, offering a clearer and more reliable understanding of how these interconnected variables influence performance.

5.5 
Recommendations

Strengthen core services and financial management: Continue prioritizing delivery of core services while tightening financial planning, budgeting transparency, and accountability. Update the annual budget cycle so allocations link directly to priority KPIs, publish a quarterly financial dashboard showing revenues, expenditures, and variances, and introduce a rolling 6-month cash-flow forecast with contingency reserve rules to prevent operational interruptions. Strengthen internal audit scheduling and require independent verification for major procurements to reduce waste and increase trust in financial decisions.

Address resource shortages and operational inefficiencies: Tackle recurring bottlenecks through a rapid operational audit of the top five problem areas (processes, staffing, equipment, approvals) and implement quick reallocation or secondments where demand is highest. Standardize key workflows with approval templates and SLA targets, introduce a simple digital tracking log for cases/projects, and create a small, rules-based rapid response fund to cover urgent field needs without delay. These steps will shorten cycle times, remove avoidable delays, and improve frontline responsiveness.

Enhance workplace culture and staff commitment: Build emotional commitment by launching a culture program focused on collaboration, accountability, and client focus, using town halls, cross-unit projects, and visible leadership role-modelling. Measure sentiment with a quarterly pulse survey, act on the top three issues each cycle, and publicize follow-up actions to close the feedback loop; introduce mentoring and coaching for middle managers, and formalize non-monetary recognition tied to desired behaviors. These initiatives will reduce turnover, increase discretionary effort, and embed the behavioral changes needed to sustain performance gains.

Improve internal communication and feedback systems: Establish predictable two-way communication by standardizing weekly operational highlights and a monthly executive summary, setting up clear channels for upward feedback includes anonymous suggestions plus listening sessions, and producing concise role-specific information packs whenever policies change. Train managers in two-way meeting protocols and constructive feedback so information flows accurately and issues are surfaced early, which reduces rumors, clarifies expectations, and speeds decision-making. 

Invest in professional development and recognition: Create a competency framework linked to career paths, individual development plans, and promotion criteria; publish a training calendar targeting immediate operational needs (project management, customer service, and digital tools); and allocate a modest annual training budget per staff grade. Pair classroom learning with on-the-job projects so skills are applied and evaluated, and introduce transparent, performance-based recognition includes quarterly awards, development scholarships, project leads to sustain motivation and reward impact. These measures will strengthen skills, retention, and the link between development and unit performance.

5.6 
Limitations of the Study

This study encountered several limitations that may have influenced the scope and depth of the findings. First, the sample size was relatively small 49 (44 respondents supplied questionnaires and 5 were interviewed) out of the expected total population 62, which may limit the generalizability of the results across the entire organization. Second, the use of self-reported data through questionnaires and interviews posed the risk of respondent bias, particularly due to sensitivities around managerial evaluations. 
Additionally, the presence of multicollinearity among key variables initially made it difficult to isolate the individual effects of each factor on organizational performance. Lastly, the study was limited to the National Construction Council (NCC), and findings may not directly reflect conditions in other public institutions.

To mitigate these limitations, several strategies were employed. Principal Component Analysis (PCA) was applied to address multicollinearity and enhance the accuracy of the regression model. To minimize bias, participants were assured of confidentiality and anonymity, which encouraged more honest and reflective responses. The study also triangulated quantitative data with interview insights to enrich the interpretation of findings. Although limited in sample size, the study focused on a well-informed group of staff directly engaged in institutional processes, which improved the reliability of the responses.

5.7 
Areas for Further Research

Future studies should consider expanding the sample size and including other public institutions to improve generalizability. Additionally, qualitative methods such as focus groups could provide deeper insights into the perceptions and behaviors behind survey responses. A longitudinal study could also be valuable in tracking changes in organizational performance over time as new leadership and resource strategies are               
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APPENDICES

APPENDIX I:  QUESTIONNAIRE FOR NCC STAFFS

Introduction to the Questionnaire

Dear Respondent,

This questionnaire is part of a research study titled "Assessing the Impacts of Change Management on Public Sector Performance in Tanzania." The study seeks to investigate how change management practices such as managerial adjustments, resource allocation and organizational culture adoption affect the efficiency and effectiveness of public sector organizations, specifically focusing on the National Construction Council (NCC).

Your participation is crucial to this research. By providing your insights, you will contribute to a deeper understanding of how these initiatives influence public sector performance and help shape future management strategies in Tanzania. Please rest assured that all responses will be treated confidentially and used exclusively for academic purposes.

Thank you for your time and cooperation.

Sincerely,  

Emma G. Mchome  

National Construction Council

Appendix I: Structured Questionnaire

Please answer the following questions by selecting the appropriate response based on your experience. For each question:

(i) Put a tick (✓) in the box next to the most suitable answer.

(ii) Where applicable, select the letter corresponding to your response (e.g., A, B, C, or D).

(iii) If additional comments are required, kindly write them in the space provided.

Your honest and thoughtful answers are highly appreciated. Thank you for your participation.

Section A: Demographic Information

1. What is your age group?

 18-25

 26-35

 36-45

 46-55

 56 and above

2. What is your gender?

a)  Male

b)  Female

3. What is your highest level of education?

a)  Secondary education

b)  Diploma

c)  Bachelor’s degree

d)  Master’s degree

e)  PhD

4. What is your role at the National Construction Council (NCC)?

a)  Manager

b)  Supervisor

c)  Technical Staff

d)  Administrative Staff

e)  Other (Specify) ____________

5. How long have you been working at NCC?

a)  Less than 1 year

b)  1-3 years

c)  4-6 years

d)  7-10 years

e)  More than 10 years

Section B: Change management in public sectors organization performance
Please rate each of the following statements on a 9‑point Likert scale (1 = Strongly disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly agree)

Managerial changes

	S/N
	Statement 
	SCORE

	MC1
	Recent changes in the council’s leadership resulted in clearly defined roles and reporting lines.
	1
	2
	3
	4
	5

	MC2
	Since the managerial changes, staff understand who is responsible for key decisions.
	1
	2
	3
	4
	5

	MC3
	Managers issue directives and decisions more frequently now than before the recent changes.
	1
	2
	3
	4
	5

	MC4
	Managerial directives are communicated promptly and clearly to staff.
	1
	2
	3
	4
	5

	MC5
	The council has adopted new management practices (e.g., performance targets, monitoring tools) following the managerial changes.
	1
	2
	3
	4
	5

	MC6
	New management practices are applied consistently across departments.
	1
	2
	3
	4
	5

	MC7
	Managers have participated in relevant training or capacity-building activities related to the recent changes.
	1
	2
	3
	4
	5

	MC8
	Training and capacity-building activities have improved managers’ ability to implement change and manage staff.
	1
	2
	3
	4
	5

	MC9
	Decision-making authority has been decentralized, giving lower-level managers greater autonomy.
	1
	2
	3
	4
	5


Please rate each of the following statements on a 7‑point Likert scale (1 = Strongly disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly agree)

Resource allocation

	S/N
	Statement
	SCORE

	RA1
	The council’s annual budget is adequate to meet our department’s operational needs.
	1
	2
	3
	4
	5

	RA2
	Budget allocations for my unit are stable and do not vary unexpectedly during the year.
	1
	2
	3
	4
	5

	RA3
	Funds are disbursed on time to support planned projects and activities.
	1
	2
	3
	4
	5

	RA4
	Necessary physical resources (equipment, materials, office space) are available when required.
	1
	2
	3
	4
	5

	RA5
	Human resources (staff numbers and skills) are distributed appropriately across departments to meet workload demands.
	1
	2
	3
	4
	5

	RA6
	Financial and physical resources are used efficiently to achieve the council’s objectives.
	1
	2
	3
	4
	5

	RA7
	Decisions about resource allocation are transparent and reflect the council’s strategic priorities.
	1
	2
	3
	4
	5


Please rate each of the following statements on a 5‑point Likert scale (1 = Strongly disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly agree)

Employee commitment

	S/N
	Statement 
	SCORE

	EC1
	I feel a strong sense of loyalty to the National Construction Council (NCC).
	1
	2
	3
	4
	5

	EC2
	I intend to remain working at the NCC for the foreseeable future.
	1
	2
	3
	4
	5

	EC3
	I rarely miss work and remain fully engaged when I am at work.
	1
	2
	3
	4
	5

	EC4
	I actively participate in change initiatives and contribute ideas to improve implementation.
	1
	2
	3
	4
	5

	EC5
	I often put in extra effort or perform tasks beyond my formal duties to help the NCC succeed.
	1
	2
	3
	4
	5


Please rate each of the following statements on a 6‑point Likert scale (1 = Strongly disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly agree)

Organizational culture shifts

	S/N
	Statement 
	SCORE

	OC1
	The council’s stated values and priorities have noticeably changed as a result of recent change initiatives.
	1
	2
	3
	4
	5

	OC2
	Employees at NCC are more willing to try new ideas and innovative approaches than they were before.
	1
	2
	3
	4
	5

	OC3
	Senior and middle managers actively model behaviours that reflect the council’s new cultural values.
	1
	2
	3
	4
	5

	OC4
	Communication within the council is more open and encourages two-way feedback since the changes.
	1
	2
	3
	4
	5

	OC5
	Departments and units collaborate effectively to achieve shared goals following the recent changes.
	1
	2
	3
	4
	5

	OC6
	Most employees accept and support the new ways of working introduced by the change initiatives (i.e., resistance to change is low).
	1
	2
	3
	4
	5


Please rate each of the following statements on a 7‑point Likert scale (1 = Strongly disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly agree)

Organization performance

	S/N
	Statement 
	SCORE

	OP1
	Services provided by the NCC are delivered to clients within the expected timeframes.
	1
	2
	3
	4
	5

	OP2
	Projects and tasks in my unit are completed according to planned schedules.
	1
	2
	3
	4
	5

	OP3
	Outputs produced by the NCC comply with required technical and regulatory standards.
	1
	2
	3
	4
	5

	OP4
	Clients and stakeholders express satisfaction with the quality of services delivered by the NCC.
	1
	2
	3
	4
	5

	OP5
	The council regularly monitors performance and reports progress against its targets.
	1
	2
	3
	4
	5

	OP6
	Managers and staff are held accountable for the timeliness and quality of their work.
	1
	2
	3
	4
	5

	OP7
	Since recent change initiatives, the NCC’s ability to meet service delivery targets has improved.
	1
	2
	3
	4
	5


Thank you for your cooperation

Appendix II.
Interview Guiding Questions for Managers

To address Objective (i) - Managerial changes

Please describe how recent managerial or leadership changes at the NCC have affected the organisation’s performance. Can you give specific examples of improvements or setbacks in service delivery, efficiency, accountability, or staff morale that you attribute to those leadership changes?

To address Objective (ii) - Resource allocation

How have changes in resource allocation (budget levels and stability, timeliness of fund disbursements, availability of equipment, and staffing) influenced the NCC’s ability to meet its performance targets?

To address Objective (iii) - Employee commitment
How has employee commitment (retention, attendance, participation in change initiatives, and willingness to perform extra-role tasks) changed since the change-management initiatives, and how has that affected organisational performance?

To address Objective (iv) - Organisational culture shifts

What shifts in organisational culture (values, openness to innovation, communication climate, cross-unit collaboration, or resistance to change) have you observed following recent change-management efforts, and how have these cultural changes impacted the NCC’s performance?

Appendix III: Research Clearance Letter
[image: image4.png]THE UNITED REPUBLIC OF TANZANIA

MINISTRY OF EDUCATION, SCIENCE AND TECHNOLOGY
THE OPEN UNIVERSITY OF TANZANIA

Ref. No OUT/PG2022000298 15" March, 2025

City Director,
Dodoma City Council,
P.0. Box 1249,
DODOMA

Dear Director,

RE: RESEARCH CLEARANCE FOR MS. EMMA GRAYSON MCHOME, REG NO:
PG2022000298

2. The Open University of Tanzania was established by an Act of Parliament No. 17
of 1992, which became operational on the 1March 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 1s{January 2007.In line with the Charter, the Open

University of Tanzania mission is to generate and apply knowledge through research.

3. Tofacilitate 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. Emma Grayson Mchome, Reg.No:
PG2022000298, pursuing Master of Human Resource Management (MHRM). We here
by grant this clearance to conduct a research titled “Assessing the Effect of Change of
Management in Public Sectors Performance in Tanzania: A Case of National




[image: image5.png]Construction Council” She will collect her data at your area from 17" March to 30™ April
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

S

Prof.Gwahula Raphael Kimamala

For: VICE CHANCELLOR

Kinondoni Biafra, Kawawa Road; P.0 23409; Dar es Salaam; Tel: +255 22 2668 445;
E-Mail yc@out.ac.tz]| Website:www.out.ac.tz





Appendix IV: Permission Letter to Collect Data at NCC
[image: image6.png]THE UNITED REPUBLIC OF TANZANIA
MINISTRY OF WORKS e

NATIONAL CONSTRUCTION COUNCIL ‘\.\\w&

S
e

In reply please quote:
Ref: No. NCC/PF/193/25 Date: 19" March, 2025

Emma G. Mchome,

Senior Human Resource Officer |,
National Construction Council,
P.0.Box 1236,

DODOMA.

REF: APPLICATION PERMISSION TO COLLECT DATA AT NATIONAL
CONSTRUCTION COUNCIL.

Please refer to your letter dated 17" March, 2025 concerning the subject
matter above.

2. This is to inform you that your request for permission to collect data
has been accepted, your permission will commence on 17" March
until 30" April, 2025. You are required to report on duty on 1% May,
2025.

3. lwish you all the best in your data collection.

Lyoba T. Ndagula
For: CHIEF EXECUTIVE OFFICER

RFB Building, Ground Floor, Block D — Plot No. 3, Njedengwa, P.O. Box 1236, 41107 Dodoma, Tel: +255 26 2963289,
+255 26 2963287. Email: ceonce an t7 Waheita: wans nnn an fo




Appendix IV: Publications Articles

THE EFFECT OF CHANCE MANAGEMENT ON PUBLIC SECTORS ORGANIZATION PERFORMANCE IN TANZANIA: A CASE OF NATIONAL CONSTRUCTION COUNCIL (NCC)
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Abstract

This study examined the influence of managerial changes, resource allocation, and employee commitment on the organizational performance of the National Construction Council (NCC) using a mixed-method analytical approach that includes the explanatory sequential approach. A structured questionnaire was administered to 44 staff, and data were analyzed through descriptive statistics and regression analysis. The study found that managerial changes, resource allocation, employee commitment, and organizational culture shifts were positive and significantly correlated to organizational performance. The study concluded that effective organizational performance at NCC depends on the collective influence of managerial change, transparent and strategic resource allocation, and fostering a strong culture of employee commitment. Although managerial changes and resource decisions are necessary, their implementation must align with the organizational culture to ensure staff support and optimal outcomes. The study recommends that organizations should continue prioritizing delivery of core services while tightening financial planning, budgeting transparency, and accountability. Update the annual budget cycle so allocations link directly to priority KPIs, publish a quarterly financial dashboard showing revenues, expenditures, and variances, and introduce a rolling 6-month cash-flow forecast with contingency reserve rules to prevent operational interruptions.

Keywords: Change, Management, Change Management, Public Sectors Performance, Performance
INTRODUCTION
Mansaray (2019) implies that Kotter’s 8-step change model is used to structure leadership, communication, empowerment, and consolidation activities and integrates complementary theories (Upper Echelons, Resource Dependence, Meyer and Allen’s commitment model, and Schein’s cultural model) to capture managerial change, resource dynamics, employee commitment, and culture shifts so both process and outcome effects in the organization.

In Africa, public sector reforms are essential for addressing inefficiency, corruption, and governance challenges. Governments and private organizations, including Oxfam, CARE International, and World Vision, have adopted reforms to enhance performance, often with support from international bodies such as the World Bank and the African Union (Wamalwa, 2021; Ngulube, 2018). However, challenges such as political instability, limited institutional capacity, and resistance to change hinder progress, leading to mixed results (Nduhura and Nturanabo, 2024; Osei and Boateng, 2022). 
For example, Tanzanian reforms like the Local Government Reform Program and the Public Service Reform Program aimed to improve government institution governance, accountability, and resource management but faced challenges such as inconsistent implementation, corruption, and inadequate leadership (Madinda, 2014; Likangaga et al., 2023). These challenges highlight the importance of understanding the interconnectedness of reform variables in achieving public sector performance outcomes (Mollel, 2020; Mkapa, 2019).
Statement of the Problem

Frequent management changes in Tanzania’s public sector are implemented to improve efficiency, accountability, and service delivery (Ngulube, 2018). These changes are often necessitated by challenges such as bureaucratic inefficiencies, corruption, poor resource allocation, and ineffective leadership (HakiElimu, 2023). 

However, despite these reforms, many public institutions continue to struggle with inefficiency, resistance to change, and inconsistent implementation of policies (Wamalwa, 2021). The process of change management involves various factors, including leadership transitions, resource allocation, organizational culture shifts, and the adoption of new systems and technologies. Leaders play a critical role in translating strategic decisions into actionable reforms while ensuring employees’ engagement and commitment to change initiatives (Mutali, 2017).

Despite the frequency of managerial changes, there is limited empirical evidence on how these transitions impact the actual performance of public organizations in Tanzania. Jemmy, (2024) and Likangaga et al., (2023) have focused on specific aspects such as leadership and resource allocation but have failed to provide a holistic analysis of how these factors collectively influence organizational performance. 

LITERATURE REVIEW
Public Sector Performance

Public sector performance is defined by Doreen et al., (2015) as the capacity of public institutions to provide high quality services effectively while adjusting to shifting policy and societal demands. Atieno and Kyongo (2017) define organizational performance as the collective economic outcomes of an organization’s activities, emphasizing three key dimensions: adaptability, efficiency, and effectiveness. This study adopts the concept of public sector performance from Issa and Masanja (2022), which defines it as the capacity of governmental entities to provide efficient, effectiveness, transparent and accountable services, with a focus on public value creation and governance.

Managerial changes is the changes in the composition, roles, responsibilities, or practices of an organization’s management team including leadership turnover, reorganization of management layers, shifts in decision-making authority, or the adoption of new managerial practices and performance metrics (Stachniak and Wolak, 2025). Managerial changes can be deliberate (part of strategic change) or reactive (response to poor performance, external shocks), and they often precede or drive wider strategic shifts. In the context of this study, Managerial changes are deliberate modifications to leadership, management structures, decision-making processes or managerial practices within an organization.
Resource allocation is the processes and decisions by which scarce inputs (financial, human, physical, technological) are assigned across competing uses, projects, units, or services to achieve chosen objectives (efficiency, equity, strategic goals) (Cubi-Mollá and Petropoulos, 2023). In public and private sectors this covers budgeting, prioritization frameworks, and mechanisms (e.g., performance-based budgeting, portfolio allocation) used to direct resources. 

In this study, Resource allocation is the process and pattern through which an organization distributes it tangible and intangible resources including budgets, staff/time, equipment, technical expertise and information across units, programmes and projects. For NCC, this refers to how public funds, inspectorate staff, technical tools and training are assigned to regulatory, supervisory and support functions.
Theoretical Literature Review

Kotter’s 8-Step Change Model

This study is guided by Kotter’s (1996) model of organizational change, which frames change management as a sequence of leadership, communication, empowerment and consolidation activities. To explain specific mechanisms, the study integrates Upper Echelons Theory (managerial changes), Resource Dependence Theory (resource allocation), Meyer and Allen’s commitment model (employee commitment), and Schein’s cultural model (organisational culture shifts). Together these theories allow testing both process effects (how change is implemented) and outcome effects (NCC performance).

Kotter’s 8-Step Change Model create a sense of urgency to show why change is needed now, then build a guiding coalition of influential supporters to lead the effort; next form a clear strategic vision and initiatives, communicate that vision relentlessly to enlist others, and empower broad-based action by removing obstacles so people can act; generate and celebrate short-term wins to build momentum, consolidate those gains to drive deeper change, and finally anchor the new approaches in the organization’s culture so the changes stick (Kotter 1995 and Kotter, 1996).
Empirical Literature Review 

The effect of Managerial Changes on Organization Performance

Liu, et al. (2023) did a study on CEO turnover, political connections, and firm performance: evidence from China. The study used quantitative research approach. The findings revealed that on average, CEO turnovers hurt companies’ market performance (negative abnormal returns around turnover events). However, when companies replace non-politically-connected CEOs with politically connected successors, firms sometimes see positive abnormal returns though the effect varies by firm type (e.g., stronger in non-SOEs and firms with weaker performance or higher financial constraints) and policy context (e.g., effects changed after anti-corruption campaigns). This study has successfully demonstrated CEO turnover, political connections, and firm performance. However, the integration of the effect of Managerial changes on organization performance were not covered, hence the only present study’s concern.

In Ghana, Mensah, et al. (2023) did a study on Organizational change and its effect on employee performance: A study at the Ghana Broadcasting Corporation. The study used Quantitative, descriptive approach. Convenience sample of 278 employees at GBC headquarters; data collected via structured questionnaire and analysed with descriptive statistics and linear regression (SPSS). The study findings found that structural, strategic and technological changes implemented at GBC are positively associated with employee performance technological change showed the largest effect, followed by strategic change and structural change. This study has successfully demonstrated Organizational change and its effect on employee performance. However, the integration of the effect of Managerial changes on organization performance were not covered, hence the only present study’s concern.
Conceptual Framework

The conceptual framework for this study illustrates the relationship between the effects of change management in public sectors organization performance. Organization performance is the dependent variable, and the conceptual framework for this study shows how the independent variables such as Managerial changes, Resource allocation, Employee commitment and Organizational culture shifts relate to each other. This study looks at how these variables work at National Construction Council (NCC). 

Independent Variables 




Dependent Variable
Figure 1: Conceptual Framework of the Study

Source: Researcher (2025)

RESEARCH METHODOLOGY

This research methodology that will be employed in the study to investigate the effects of change management on public sector performance in Tanzania, with a specific focus on the National Construction Council (NCC). It includes the research design, area of the study, population, sampling design and sample size, methods of data collection, data collection tools, and the reliability and validity of data. 
Research Approach 

This study used a mixed-methods (explanatory sequential) approach, combining quantitative and qualitative techniques to gain both breadth and depth of understanding. First, quantitative data were collected through a structured questionnaire to measure the extent and patterns of organizational change and its relationship with performance at the National Construction Council. Those quantitative results then guided a second, qualitative phase semi-structured interviews with key stakeholders and documentary analysis to explain and elaborate on the numerical findings. Integrating the two strands at the interpretation stage allowed triangulation of evidence, richer explanation of causal and contextual factors, and a more robust understanding of how management changes influence organizational performance.

Research Design and Strategy

Under this study, the descriptive research design was used. Descriptive research design was a valuable approach in conducting cross-sectional studies due to its ability to provide a clear snapshot of a specific phenomenon at a particular point in time. The cross-sectional study allowed data to be collected from a diverse group of participants simultaneously. By employing descriptive research design, the researcher collected and analyzed data on a specific phenomenon and identified patterns, trends, and potential relationships that inspired further research and hypothesis generation. This study adopted a cross-sectional survey of all the departments within the NCC. 
Sampling Design and Sample Size

Sample Size

Sample size pertains to the number of units chosen from a population to form a sample (Kothari, 2004). Given that NCC has a limited number of employees (62), the researcher opted to use the entire population rather than relying on sample size formulas. When dealing with smaller populations, examining the whole group can yield more precise and reliable results than sampling a subset. 

Saunders, Lewis, and Thornhill (2016) suggested that for small populations, conducting a full census is typically better than sampling, as it eliminates sampling errors and facilitates a thorough analysis. Therefore, the sample size was all 62 employees at NCC.
Sampling Design

Sampling is a critical process in research methodology, defined by as the systematic selection of a subset from a larger population due to practical constraints (Mugenda, 2003). Given the small population size, Census sampling is the most suitable sampling design when the sample size equals the population size. This approach involves including every individual or element in the population, eliminating the need for selection or probability sampling techniques. Census sampling is ideal for small populations, research requiring data from every individual, and situations where resources allow for collecting data from the entire population. 
As there's no sampling error, census sampling provides the most accurate and comprehensive data. However, out of 62 employees only 49 were participated in the study, yielding a response rate of 79%. 
Response Rate

The study targeted a sample of 62 staff members at the National Construction Council. In total, 49 individuals participated, yielding an overall response rate of 79%. Of these, 44 respondents (90% of participants) completed and returned the questionnaires, while 5 respondents (10%) provided data through face‐to‐face interviews. Although a 79% response is respectable, the shortfall from the planned 62 (i.e. 13 non‐respondents) may introduce non‐response bias and thus limit the extent to which these findings can be generalized to the entire organization.

Table 1: Sample Size

	Respondents

Population size
	% of sample size
	Number of respondents participated
	% of respondents participated
	Data collection tools
	Sampling design

	Management  9
	15%
	5
	10
	Interview 
	Census

	DTS   - 34
	54%
	31
	63
	Questionnaire 
	Census  

	DCS  - 19
	31%
	13
	27
	Questionnaires
	Census 

	Total  - 62
	100%
	49
	100
	
	


Source: Researcher computation

FINDINGS, ANALYSIS AND DISCUSSION
The findings, organized into four main sections. It begins with the descriptive analysis, including frequency distributions and percentages for demographic profile and for each survey question, followed by the identification of central tendencies such as means, Reliability analysis then conducted to assess the internal consistency of key constructs regarding employee commitment, resource allocation, and managerial changes through using Cronbach’s Alpha. The chapter also includes regression analysis to test the proposed hypotheses. Finally, diagnostic tests are performed to assess key assumptions of the regression model, including linearity, homoscedasticity, normality of residuals, and the absence of multicollinearity.
Gender Representation

Of the 44 questionnaire respondents, 18 (41%) were female and 26 (59%) were male (Table 1). This distribution reflects a modest predominance of male staff but nonetheless offers a reasonably balanced gender profile for preliminary analysis. However, the present study does not disaggregate responses by gender; future research might examine whether perceptions of management change and its impact on organizational performance differ significantly between male and female employees. For example, Nyang’oro (2019) found that female respondents reported higher levels of trust in newly implemented management processes than their male counterparts, suggesting that women may be more receptive to certain aspects of change initiatives in a public-sector context.

Descriptive Statistics Results

In this study data presentation and analysis involved computing descriptive statistics whereby mean, standard deviation, minimum, and maximum scores for the independent variables, which are Managerial changes, Resource allocation, Employee commitment, Organizational culture shifts while dependent variable was organization performance.

Descriptive Statistics Results for the effect of Managerial Changes on Organization Performance

Descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed for the effect of Managerial changes scale (Table 4.2). The results show that the item which stated that Recent changes in the council’s leadership resulted in clearly defined roles and reporting lines scored highest (M 5.00, S.D. = .00) followed by since the managerial changes, staff understand who is responsible for key decisions (M 5.00, S.D. = .00). 

Table 2: The effect of Managerial Changes on Organization Performance N=44

	
	Min
	Max
	Mean
	Std. Dev

	Recent changes in the council’s leadership resulted in clearly defined roles and reporting lines.
	5.00
	5.00
	5.0000
	.00000

	Since the managerial changes, staff understands who is responsible for key decisions.
	5.00
	5.00
	5.0000
	.00000

	Managers issue directives and decisions more frequently now than before the recent changes.
	5.00
	5.00
	5.0000
	.00000

	Managerial directives are communicated promptly and clearly to staff.
	4.00
	5.00
	4.9773
	.15076

	The council has adopted new management practices (e.g., performance targets, monitoring tools) following the managerial changes.
	4.00
	5.00
	4.9773
	.15076

	New management practices are applied consistently across departments.
	4.00
	5.00
	4.9773
	.15076

	Managers have participated in relevant training or capacity-building activities related to the recent changes.
	4.00
	5.00
	4.7727
	.42392

	Training and capacity-building activities have improved managers’ ability to implement change and manage staff.
	4.00
	5.00
	4.7727
	.42392

	Decision-making authority has been decentralized, giving lower-level managers greater autonomy.
	4.00
	5.00
	4.7045
	.46152


Source: Data Analysis, 2025
Outliers, Normality, Linearity and Homoscedasticity Regression Assumptions Testing Results 

The distribution of residuals is represented by a bell-shaped curve in the histogram (figure 4.1). (Mean is close to 0 and SD close to 1, evidencing of a normal distribution of residuals). In addition, residuals plot along the diagonal line, as seen in Figure 4.2. Present the evidence of no presence of outliers. 
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Figure 2: Histogram

Source: Data Analysis (2025)
As a result, there isn't much departure from the usual. The histogram (Figure 4.1) reveals that no residual values are outside   |3|, cutoff, indicating that there are no outliers. Any value outside the cutoff of |3|, according to Tabachnick and Fidell (2007), is an anomaly.
Conclusion

The findings, conclusion recommendations and area for further research study, the recommendations of the research findings which help to the effect of change management in public sectors organization performance in Tanzania: a case of National Construction Council (NCC).
The findings revealed that Managerial changes have a significant positive effect on overall organizational performance of the National Construction Council. The findings indicate that with the arrival of the new leadership team, the Council saw measurable enhancements across its core KPIs. Project cycle‐times shrank by roughly 15–20%, and approvals that once took weeks are now routinely completed within days. Both quantitative data (performance dashboards, budget‐variance reports) and qualitative feedback (manager interviews, staff surveys) converge to show a clear, statistically significant uptick in overall organizational performance following the leadership change.

The findings revealed that Resource allocation significantly positive effect on overall organizational performance of the National Construction Council. The findings indicate that Strategic resource reallocation significantly strengthened operational performance. Prioritising high-impact projects, redeploying experienced staff to understaffed units, investing in testing equipment and vehicles, and earmarking contingency funds reduced process bottlenecks such as employee reports suggest about a 25% reduction and raised client satisfaction around 0.25 on the Council’s 5-point scale. Timely and predictable disbursements and modest decentralisation of budgets improved field responsiveness; conversely, late central releases and misaligned admin overheads undermined some gains.

The findings revealed that Employee commitment significantly influence organization performance at the National Construction Council. The findings indicate that Employee commitment emerged as a significant driver of performance, but its impact was uneven across units. Units that received targeted training, clearer career paths and visible recognition showed higher attendance, greater voluntary participation in improvement teams, increased extra-role behaviours and improved retention; other units showed only nominal compliance without genuine discretionary effort. Affective commitment (emotional attachment) appears most strongly linked to performance gains, while short-term monetary incentives produced temporary spikes that faded unless paired with career progression, workload management, and genuine consultation.

The findings revealed that organizational culture shifts significantly influence organization performance at the National Construction Council. The findings indicate that shifts toward greater openness, cross-unit collaboration and transparency produced positive performance effects where they took root: pilots and task forces shortened problem-solving cycles, town-hall briefings reduced rumours and improved escalation, and strengthened accountability reduced malpractice. 
Recommendations

Strengthen core services and financial management: Continue prioritizing delivery of core services while tightening financial planning, budgeting transparency, and accountability. Update the annual budget cycle so allocations link directly to priority KPIs, publish a quarterly financial dashboard showing revenues, expenditures, and variances, and introduce a rolling 6-month cash-flow forecast with contingency reserve rules to prevent operational interruptions. Strengthen internal audit scheduling and require independent verification for major procurements to reduce waste and increase trust in financial decisions.

Address resource shortages and operational inefficiencies: Tackle recurring bottlenecks through a rapid operational audit of the top five problem areas (processes, staffing, equipment, approvals) and implement quick reallocation or secondments where demand is highest. Standardize key workflows with approval templates and SLA targets, introduce a simple digital tracking log for cases/projects, and create a small, rules-based rapid response fund to cover urgent field needs without delay. These steps will shorten cycle times, remove avoidable delays, and improve frontline responsiveness.
To mitigate these limitations, several strategies were employed. Principal Component Analysis (PCA) was applied to address multicollinearity and enhance the accuracy of the regression model. To minimize bias, participants were assured of confidentiality and anonymity, which encouraged more honest and reflective responses. The study also triangulated quantitative data with interview insights to enrich the interpretation of findings. Although limited in sample size, the study focused on a well-informed group of staff directly engaged in institutional processes, which improved the reliability of the responses.
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