PAGE  
ii

FACTORS INFLUENCING JOB SATISFACTION IN PUBLIC ORGANIZATIONS: A CASE OF NSSF TANZANIA SOUTHERN ZONE 
NOELAH ROBERT 
A DISSERTATION SUBMITTED IN PARTIAL FULFILMENT OF THE REQUIREMENTS FOR THE DEGREE OF MASTER OF BUSINESS ADMINISTRATION 
DEPARTMENT OF ACCOUNTING AND FINANCE
THE OPEN UNIVERSITY OF TANZANIA
2025
CERTIFICATION

The undersigned certify that they have read and hereby recommends for acceptance by The Open University of Tanzania a dissertation entitled: Factors Influencing Job Satisfaction in Public Organizations: A Case of NSSF Tanzania Southern Zone, in partial fulfilment of the requirements for the Degree of Master of Business Administration (MBA) of the Open University of Tanzania.
……………………………………..

Dr. Asha Katamba

(Supervisor)

…………………………………….

Date

………………………………………

Dr. Janeth Isanzu

 (Supervisor)

………………………..……….

Date

COPYRIGHT

No portion of this dissertation may be copied, saved in a retrieval system, or transmitted in any way without express written consent from The Open University of Tanzania or the author, including photocopying and recording.

DECLARATION

I, Noelah Robert, declare that, the work presented in this dissertation is original. It has never   been presented to any other University or Institution. Where other people’s works have been used, references have been provided. It is in this regard that I declare this work as originally mine. It is hereby presented in partial fulfillment of the requirements for the Degree of Master of Business Administration (MBA) of the Open University of Tanzania.

……………………………………….

Signature
………………………………………..

Date

DEDICATION

The dissertation has been dedicated to my beloved parents, Mr. & Mrs Robert Mjuma, husband Michael Kifanga and my children Robert, Shabnam, Iqraam, Salha, Rayyan and Irfaan for their love and support throughout this journey. My esteemed supervisors, Dr. Asha Katamba and Dr. Janeth Isanzu, and the coordinators, Dr.Michael Mwacha and Nassor Mohamed, for their encouragement and guidance, which were crucial for shaping this research. My employer, The Board of Trustees of the National Social Security Fund, for providing valuable support which has driven me to achieve my best.

ACKNOWLEDGEMENT

Sincerely, I sincerely appreciate everyone for your support and for making my dissertation possible.

I would like to express my gratitude to Dr Asha Katamba and Dr Janeth Isanzu for their essential knowledge, helpful advice and constructive criticism of the anthesis research journey. 

I am grateful to my spouse, Michael Kifanga and my children, whose affection, comprehension and tolerance have served as fortitude during this ordeal.

Also, I express gratitude to The Open University of Tanzania for their encouragement and academic guidance, which made this journey easier.
Lastly, I appreciate all the people who participated in making this dissertation successful.

ABSTRACT

The study is about factors influencing job satisfaction among employees at the National Social Security Fund (NSSF). The specific objectives are to evaluate the impact of benefits and compensations, working conditions, organizational culture, and career development opportunities on employee satisfaction. The positivism philosophy was used with a quantitative approach using causal research design. The study gathered data from 79 NSSF employees. The findings of the study revealed that benefits and compensations had a positive and significant effect on job satisfaction. Similarly, working conditions had a positive and significant impact. Organizational culture also significantly influenced job satisfaction positively and significantly. In contrast, career development opportunities had a negative but statistically insignificant effect on job satisfaction. The study concludes that benefits, working conditions, and organizational culture are crucial for enhancing job satisfaction, while career development, although important, might need further investigation. Recommendations include offering competitive compensation packages, improving working conditions, cultivating a positive organizational culture, and supporting employee career development to foster a more motivated and satisfied workforce at NSSF.
Keywords: Job Satisfaction, Benefits and Compensation, Career Development Opportunities, Working Conditions and Organization Culture
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CHAPTER ONE
INTRODUCTION
1.1 
Chapter Overview
This chapter outlines the main concepts of the study, including the background of the study, problem statement, objectives, research questions, and the significance of the study, focusing on main concerns regarding the factors that influence employee job satisfaction in public organizations. 
1.2 
Background of the Study
Job satisfaction is a critical factor that influences success, as it enhances productivity, reduces employee turnover, and fosters a committed workforce (Judge et al., 2020; Sawaneh & Kamara, 2019; Irabor & Okolie, 2019). A highly satisfied workforce contributes to improved organizational performance and service delivery, which is particularly vital in public sector organizations such as the National Social Security Fund (NSSF). In a public situation, NSSF plays a crucial role in providing social security services, including pension schemes, health insurance, and workers' compensation benefits. The quality of services provided by NSSF largely depends on the job satisfaction of its employees, making this study essential for understanding the factors that drive productivity, commitment, and service excellence (Lekic et al., 2019).
Research has identified several determinants of job satisfaction, including organizational culture, work conditions, compensation, and career development opportunities (Laizer, 2023; Mgaiwa, 2021; Msanya et al., 2020). Organizational culture significantly influences employee attitudes and behaviours, shaping their level of engagement and motivation. A positive culture fosters collaboration, trust, and job satisfaction, whereas a toxic culture can lead to dissatisfaction and high turnover rates (Moynihan & Pandey, 2021). Similarly, work conditions, such as workload, work-life balance, and job security, affect employees' morale and productivity. Poor working conditions often lead to stress and burnout, negatively impacting job satisfaction (Bakker & Demerouti, 2020).
Compensation is another crucial factor influencing job satisfaction. Fair and competitive salaries, benefits, and rewards enhance employee motivation and retention (Khan et al., 2022). Employees who perceive that they are fairly compensated are more likely to be satisfied with their jobs and committed to their organization. Career development opportunities, including training, promotions, and skills enhancement programs, also contribute significantly to job satisfaction. Employees value growth opportunities and are more engaged when they see clear career progression within their organization (Mwita & Mwakasangula, 2021).
Despite these recognized factors, public sector organizations like NSSF face unique challenges that impact job satisfaction. These challenges include political interference, limited financial resources, and bureaucratic procedures that hinder efficiency and service delivery (Pessa, 2023). Political interference can lead to instability in leadership, affecting decision-making processes and employees’ perceptions of job security (Makene, 2022). Limited resources often result in inadequate compensation, poor working conditions, and restricted career advancement opportunities, leading to low morale and dissatisfaction (Msigwa & Kipesha, 2021). Bureaucracy in public institutions can create rigid structures that hinder innovation and responsiveness, further affecting job satisfaction (Obong’o, 2020).
Understanding the determinants of job satisfaction in public organizations such as NSSF is crucial for formulating policies and strategies that enhance employee well-being and organizational performance. Addressing these issues can lead to increased employee commitment, reduced turnover rates, and improved service quality, ultimately benefiting the citizens who rely on NSSF’s services. Therefore, this study aims to explore the factors influencing job satisfaction at NSSF and provide recommendations for improving employee satisfaction and overall organizational effectiveness.
1.3 
Statement of the Problem
Job satisfaction or dissatisfaction impacts an organization's achievements; thus, it is vital to study the factors influencing job satisfaction, as it plays a crucial role in the organization. (Judge et al., 2020; Sawaneh & Kamara, 2019; Irabor & Okolie, 2019). Limited research exists on this topic within Tanzania’s public sector, and they focused on other public organizations, such as local government authorities and healthcare facilities (Msanya et al., 2020; Chiwanga, 2021).
Moreover, the studies are not comprehensive, often done on specific aspects such as organizational commitment and compensation rather than a holistic approach to understanding the various factors that influence job satisfaction (Mgonja & Misungwi, 2021; Senkoro, 2021). This research aims to address this gap and provide valuable insights to improve job satisfaction and quality of services. 
The motivation to research on this topic stems from the recognition of the crucial role of factors that influence job satisfaction on improving organizational performance and employee retention at the Fund. The researcher aims to identify specific areas for improvement that can lead to a more satisfied workforce.
1.4 
Research Objective
1.4.1 
General Research Objective
Investigate factors influencing job satisfaction in public organizations, a case of National Social Security Fund (NSSF) Tanzania southern zone.
1.4.2 
Specific Research Objectives
(i) To analyze the influence of benefits and compensation on job satisfaction among NSSF employees.
(ii) To assess the impact of career development opportunities on job satisfaction among NSSF employees.
(iii) To examine the influence of working conditions on job satisfaction among NSSF employees
(iv) To investigate the impact of organizational culture in shaping job satisfaction among NSSF employees.
1.5 
Research Questions
(i) How do benefits and compensation influence job satisfaction among NSSF employees?
(ii) How do career development opportunities impact job satisfaction among NSSF employees?
(iii) What is the influence of working conditions on job satisfaction among NSSF employees?
(iv) What is the impact of organizational culture in shaping job satisfaction?
1.6 
Significance of the study
The study provides key factors for NSSF Management and policymakers to enhance job satisfaction and service quality among NSSF employees and service quality. By identifying and addressing the determinants of job satisfaction, the findings of this study help in formulating effective policies and strategies that can lead to improved employee motivation, reduced turnover rates, and increased organizational commitment. This ultimately results in enhanced service delivery, benefiting both employees and the beneficiaries of NSSF.
Additionally, this study contributes to a broader understanding of job satisfaction in Tanzania's public sector by providing empirical evidence on the key factors influencing employee satisfaction in government institutions. The insights gained can serve as a reference for other public sector organizations facing similar challenges, enabling them to develop best practices that improve employee engagement and productivity.
Moreover, the study is valuable to scholars and researchers by enriching the existing literature on job satisfaction in public sector organizations. Future researchers can use the findings as a foundation for further studies on workforce management, organizational behavior, and human resource practices in Tanzania and beyond. Policymakers and stakeholders in labor relations and human resource management can also leverage the study’s recommendations to improve working conditions and overall job satisfaction across various sectors. 
1.7 
Scope of the Study
The study focused on the National Social Security Fund (NSSF) Tanzania southern zone employees, including Iringa, Njombe, Ruvuma and Mtwara. The specific focus aims to uncover unique challenges and opportunities and facilitates comparative analysis with other regions within NSSF, hence pinpointing areas of improvement for organizational strategy and decision-making processes. Lastly, accessibility, logistical feasibility and availability of research resources for conducting research are among the considerations done.
1.8 
Organization of the Study
Chapter one provides the study’s introduction, background, statement of the problem, objectives, questions, significance and organization. Chapter two defines key terms, literature review, identifies research gap and conceptual framework. Chapter three covers research methodology such as research philosophy, research approach, research design, population, sample size, sampling strategies, measurement procedures, data collection as well and data analysis methods for this study. Also, the chapter elaborates data cleaning process and ethical considerations. Chapter four presents and discusses the findings, while chapter five provides a conclusion, implications and recommendations.
CHAPTER TWO
LITERATURE REVIEW
2.1 
Chapter Overview
This chapter reviews key terms, theoretical and empirical literature on the factors influencing job satisfaction in public organizations, specifically at the National Social Security Fund (NSSF). The chapter also identifies research gaps and conceptual frameworks guiding the study. 
2.2 
Definition of Key Terms
2.2.1 
Job Satisfaction
Job satisfaction is a multidimensional concept that comprises various aspects of a job such as promotion opportunities, pay and coworker relationships. It can be defined as a positive emotional state resulting from appraisal of one’s job or job experiences, (Spector, 2022). Job satisfaction is a sense of employee successes, which have a direct relationship with productivity, personal well-being and work performance. (Dziuba et al.,2020). Therefore, job satisfaction can be defined as a multi-dimensional concept reflecting employees’ emotional and cognitive evaluation of their job.
2.2.2
Benefits and Compensations
Compensation is defined as all direct income in the form of money and goods, like salaries, bonuses and incentives, which is received by an employee as the result of service provided to the employer (Arif et al., 2019). Indriyan & Nugroho (2022) stated that compensation as financial rewards are received by employees as part of the employment relationship. Hence, compensation is all renumeration or rewards directly offered by employer to employee in return for employee service rendered to organization.
Benefits are a form of reward other than wages and salaries indirectly received by employees in the form of health insurance, holiday allowances, office facilities and uniforms often given in return for employee contributions to the organization's achievement through work done (Kadir et al.,2019). Moreover, benefits can be defined as additional forms of compensation provided to employees beyond their salary with the purpose of retaining talented employees and attracting new ones, to motivate and ensure overall well-being. Retirement plans, tuition assistance and paid time off are other forms of benefits (Noe, 2019). Generally, compensation and benefits are termed as rewards for the work done by employees for the organization. They can be in the form of cash, service or in-kind.
2.2.3
Career Development Opportunities
These are formal and informal conducts that organization supports and facilitates the personal advancement and professional growth of its employee (McDonald & Hite, 2023). This includes training and skill development programs, job rotation, promotion, mentorship, coaching, access to educational advancement, and support for employees to take on complex or new roles (Mehari, 2021). According to Gunawan (2019), career development opportunities encourage job satisfaction as they affect employee performance and satisfy other desires. Career development opportunities are usually associated with intellectual or emotional abilities advancement, which is needed to accomplish a better job. The matching of employee needs and goals with career development opportunities available is crucial for organization performance and job satisfaction within an organization’s employees (Judge et al.,2020).
2.2.4 
Working Conditions
Working conditions comprise the physical condition of the working place and social conditions. It includes job security, employee safety, relationships among coworkers and supervisors, motivating facilities and appreciation for good work (Taheri et. Al., 2020). Moreover, Toropova et.al. (2021) in his study reinstate the importance of working conditions on job satisfaction and point out factors like policies, feasible workload, decision-making opportunities and leadership support as part of working conditions. Conducive working conditions are composed of adequate facilities and infrastructure with decent standards. It influences employee productivity, which has an impact on job satisfaction (Basalamah, 2021). Thus, work conditions include all physical factors of work, psychology and regulations, which can impact job satisfaction and productivity.
2.2.5 
Organizational Culture
Organizational culture is a framework that includes attitudes, norms, values, and mutual respect shared by organizational members, which make organization members feel like they belong together and that they are different from other organizations. (Bisbey et al.., 2019). Also defined as patterns of beliefs that have been established throughout the organizational history, manifested in the behavior of members of the organization and material management (Huragu & Chuma, 2019). Organizational culture is the ways of working shared by an organization’s members and differentiate organization from others, influences behavior and actions of employees. (Murtininingsih, 2020). Organizational culture is indicated in the mission, which defines plans to achieve organization goals, consistency in determination to carry on fulfilling duties with several obstacles, adaptability in leadership and workplace change and involvement in decision-making and problem-solving (Murtiningsih, 2020). 
2.3 
Theoretical Literature Review
2.3.1 
Maslow’s Hierarchy of Needs
The theory of Maslow was proposed by Abraham Maslow (1943) with the suggestion that individuals have a hierarchy of needs ranging from basic physiological needs to self-actualization needs. Job satisfaction is influenced by how well these needs are met in the workplace.
The needs are arranged in hierarchical order from most basic as physiological needs, safety needs, love and belonging, esteem needs and self -actualization needs with the concept that an individual must satisfy one lower level of needs before they can focus on the higher-level needs, once a need is satisfied it become no longer motivator.
Physiological Needs 
These are the basic needs for individual survival, such as water, air, shelter, clothing and food. 
Safety Needs
These comprise the need for security, stability and protection from any physical and emotional harm, for example, environment safety, job security and financial stability.
(i)
Love and Belonging Needs
These are the needs for a sense of comprise, social connection and relationships like friendship, acceptance within the community and intimacy.
(ii)
Esteem Needs
It includes the need for recognition, respect, and status.
(iii)
Self-actualization Needs
These are the needs for personal growth, realization of one’s full potential and self-fulfilment. The need to pursue intellectual, creative and spiritual activities for individual development. The diagram in Figure 2.1 shows that hierarchical order.
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Figure 2.1: Maslow’s Hierarchy of Needs

Source: Maslow (1943)
2.3.2 
Strength of Maslow’s Hierarchy of Needs Theory
The theory of Maslow’s hierarchy of needs has shown substantial strength in understanding and explaining job satisfaction among employees of public sector organizations like the National Social Security Fund (NSSF) Tanzania, as discussed by various research studies:
According to Senkoro (2021), a theory assists in the comprehensive understanding of employee needs and analysis of the employee motivation, which influences job satisfaction. The study highlighted the importance of addressing esteem, physiological, and safety needs, such as security, adequate compensation, work environment, and appreciation and recognition in enhancing NSSF employees’ job satisfaction.
The hierarchical nature of Maslow’s theory allows for a tailored approach to addressing the specific needs of employees and that job satisfaction influencers vary according to the level of needs. The fulfilment of these needs is found to be crucial for job satisfaction as it increases motivation among employees (Idrus et al.2022). The hierarchical perspective can help the researchers to understand the relative importance of different job-related factors in influencing job satisfaction.
Moreover, Maslow’s theory has the ability to provide a comprehensive and insightful framework for addressing and understanding job satisfaction among employees of the public sector by considering both lower-level and higher-level needs, which may lead to more impactful recommendations for organizations. 
2.3.3 
 Justification for Using the Theory
The theory of Maslow’s hierarchy of needs has been applied to provide empirical evidence supporting a comprehensive understanding of job satisfaction among public sector organizations like NSSF (Idrus et al., 2022; Tanovic et al., 2023).
Moreover, Maslow’s theory highlights unique factors for job satisfaction such as motivation package, rewards, job security, work-life balance, working condition, and opportunities for career development; therefore, it provides some variables and addresses specific employees' needs impact job satisfaction and performance. (Abraham, 2019, Idrus et al., 2022, Laizer., 2023). Also, widespread use and application in various contexts have contributed to its reliability and acceptance as a robust theoretical foundation for understanding employee job satisfaction.
2.4 
Empirical Literature Review
2.4.1 
Compensation and Benefits
Iqbal et al. (2017), in their study titled Effects of job organizational culture, benefits, salary on job satisfaction ultimately affecting employee retention, employed a quantitative methodology to examine the relationship between organizational culture, benefits, and salary on job satisfaction and employee retention. The key finding was that benefits and salary are strong determinants of job satisfaction, which in turn significantly affect employee retention. 
Similarly, Murtiningsih (2020), in the impact of compensation, training and development, and organizational culture on job satisfaction and employee retention, utilized a survey method with 150 respondents to assess the effects of compensation, training and development, and organizational culture on job satisfaction and retention. The study found that compensation has a positive impact on job satisfaction, which subsequently enhances employee retention. 
Also, Sarfraz et al. (2018) conducted a study titled Impact of Compensation and Benefits on Job Satisfaction: Evidence from the Banking Sector in Pakistan. The study employed a quantitative survey approach with 250 banking employees. The findings revealed that both financial and non-financial compensation significantly influence job satisfaction, which in turn enhances employee performance and retention.
Moreover, in their study, Effect of Compensation and Benefits on Employee Job Satisfaction: Evidence from Ghana’s Public Sector, Kwakwa and Adusah (2021) used a mixed-methods approach with 200 employees from government institutions. The study found that salary, allowances, and performance-based bonuses were key drivers of job satisfaction, while inadequate benefits led to dissatisfaction and turnover intentions.
Apart from that, Wei and Yazdanifard (2015), in their research, The Impact of Salary and Benefits on Job Satisfaction in the Malaysian Retail Industry, examined the role of compensation in influencing employees’ motivation and satisfaction. Using structured questionnaires distributed to 180 retail employees, the study found that fair salary structures and additional benefits, such as healthcare and performance bonuses, significantly contributed to job satisfaction and employee loyalty.
2.4.2 
 Career Development Opportunities
Jackson & Smith (2023) assessed The Influence of Career Development on Employee 
Job Satisfaction. A cross-sectional survey was conducted with 250 employees from various industries in the United States, using a Likert-scale questionnaire to measure career development opportunities and job satisfaction. Key Findings: The study found a strong positive correlation between career development opportunities and job satisfaction. Employees who had access to training, mentorship programs, and clear career progression opportunities reported higher job satisfaction, particularly in organizations that offered continuous development programs.
Wang & Zhang (2022) conducted a study on Career Development and Job Satisfaction: Evidence from the Manufacturing Sector. The researchers employed a mixed-methods approach, utilizing both quantitative surveys and qualitative interviews with 150 employees from manufacturing firms in China. The results indicated that career development, particularly in terms of skill enhancement and promotion prospects, significantly contributed to job satisfaction. The qualitative interviews revealed that employees valued mentorship and personalized career paths as key factors in enhancing their satisfaction levels.
Lee et al. (2021) explored the link between career development opportunities and employee satisfaction in the IT Sector. A longitudinal study was conducted over six months with 300 employees in the IT sector in South Korea. The study used a combination of surveys and focus group discussions. The findings showed that employees with more access to career advancement resources, including training programs and performance feedback, reported higher job satisfaction over time. The study also highlighted that career development opportunities helped reduce turnover intentions among employees in the IT sector.
In the study titled Career Planning and Career Management as Correlates for Career Development and Job Satisfaction: A Case Study of Nigerian Bank Employees, Adekola (2011) explored the relationship between career planning, management, and job satisfaction among bank employees in Nigeria. The research found that effective career planning and management are positively correlated with career development, which in turn enhances job satisfaction.
The study Career Development Programs and Employee Retention: Insights from the Ministry of Works in Tanzania by Augossy, Msacky, and Magasi (2024) investigated the relationship between career development initiatives and employee retention at the Ministry of Works in Tanzania. Employing a cross-sectional design with both quantitative and qualitative data, the study found that career development programs, including educational opportunities, significantly positively affect employee retention, suggesting that such initiatives enhance job satisfaction and commitment.
2.4.3 
Working Conditions
In a study by Asghar et al. (2024) titled "HR Policies and Their Impact on Job Satisfaction among Employees in FMCGs in Karachi, Pakistan," the authors employed a quantitative methodology, distributing 384 questionnaires to employees in the FMCG sector. The findings revealed a positive relationship between HR policies and job satisfaction, indicating that effective HR practices significantly enhance employee contentment. 
Similarly, a study by Hanaysha (2023) on "Determinants of Job Satisfaction in Higher Education Sector: Empirical Insights from Malaysia" utilized a survey instrument to collect data from 242 employees of public universities in northern Malaysia. The research identified that factors such as employee engagement, motivation, work environment, and organizational learning positively influenced job satisfaction, highlighting the importance of these elements in academic settings. 
Additionally, a study by Zadow et al. (2021) titled "Predicting New Major Depression Symptoms from Long Working Hours, Psychosocial Safety Climate, and Work Engagement: A Population-Based Cohort Study" employed a cohort design to analyze data from a large population. The study found that long working hours and a poor psychosocial safety climate were significant predictors of new major depression symptoms, underscoring the detrimental effects of adverse working conditions on mental health.
2.4.4 
Organizational Culture
Ahmed & Haseeb (2023) did a study on the influence of organizational culture on job satisfaction in Pakistan. The study employed a quantitative approach using a survey method to collect data from 250 employees in various manufacturing firms. A structural equation model (SEM) was used to analyze the relationships between organizational culture dimensions and job satisfaction. 
The study found a significant positive relationship between supportive organizational culture and job satisfaction, highlighting that employee who perceived a high level of support and open communication within their organizations reported higher job satisfaction. Additionally, innovation-oriented cultures were also linked to greater job satisfaction. 

Liu et al. (2022) examined organizational culture and its impact on employee job satisfaction in the service industry in China. This research adopted a cross-sectional survey design, collecting responses from 400 employees in the service industry. Data was analyzed using multiple regression techniques to examine the influence of organizational culture types (clan, adhocracy, market, and hierarchy) on job satisfaction. The study concluded that a clan culture (characterized by collaboration and trust) had the strongest positive effect on job satisfaction, particularly among employees in customer-facing roles. A hierarchy culture, while ensuring stability, had a lesser effect, indicating that employees in highly structured environments were moderately satisfied.

Sharma & Gupta (2021) conducted a study on examining the relationship between organizational culture and employee job satisfaction in the healthcare sector. This study utilized a mixed-methods approach, combining qualitative interviews with 30 healthcare professionals and a quantitative survey with 200 employees. Data analysis was performed using thematic analysis for the qualitative data and structural equation modeling for the quantitative data. 
Furthermore, Adeniji (2015) conducted a study titled Organizational Culture and Employee Job Satisfaction: An Empirical Study of Nigerian Universities. Using a quantitative survey approach with 300 academic and non-academic staff from selected universities, the study found that organizational culture significantly influences job satisfaction. A supportive and inclusive culture was positively associated with higher employee morale, commitment and reduced turnover intentions.

Similarly, Mrope and Mhechela (2022) investigated The Impact of Organizational Culture on Job Satisfaction Among Employees in Tanzania’s Banking Sector. The study employed a survey methodology with 200 respondents from various commercial banks in Tanzania. The findings indicated that a strong organizational culture characterized by effective leadership, teamwork, and employee recognition positively affects job satisfaction and enhances organizational commitment. 
2.5 
Research Gap
2.5.1 
Empirical Gap
There is a limited focus on the role of employee training and development in public sector organizations and its impact on employee job satisfaction. Most studies focused on organizational factors like work-life balance and leadership style (Msanya et al., 2020; Mwakasungula & Mwita, 2021; Mgaiwa, 2021). Moreover, there is a need for further investigation on the relationship between employee engagement, like organizational commitment and job involvement versus job satisfaction (Aldrin & Yunanto, 2019; Mgaiwa, 2021). There is a need for longitudinal research for a better understanding of the overtime long-term changes in job satisfaction (Nyoni, 2024).
In this review, each study has identified its factors, so it is crucial to conduct this study to identify the actual factors influencing job satisfaction, which can be either similar or different to what other scholars have identified. (Laizer, 2023; Mbonea et al., 2021). To address these empirical gaps, future research on the topic could investigate on impact of various factors addressed in previous studies on employee job satisfaction and explore the relationship between those variables, which brings a holistic understanding of the factors influencing employee job satisfaction in public organizations.
2.5.2 
Contextual Gap
There is a lack of comparative studies that investigate job satisfaction across different departments, organizational levels and job roles within NSSF, which could provide valuable insights into factors influencing job satisfaction in various contexts. The public sector industry may have unique organizational characteristics like cultural norms, HR practices and governance structure that may influence job satisfaction that are not fully captured by existing studies (Mwakasungula & Mwita, 2021; Laizer, 2023). 
Furthermore, there is an opportunity for further integration and testing more comprehensive theoretical frameworks for a better understanding of factors affecting employee job satisfaction and their relation (Mgaiwa, 2021; Nyoni, 2024). The current study aims at conducting a comparative analysis on job satisfaction across different organizational levels and job roles within NSSF, which will provide a more distinct understanding of the topic in various contexts within the organization.
2.6 
Conceptual Framework 
Based on the theoretical and empirical literature review, the conceptual framework for this study is presented in Figure 2.2, which indicates that employee job satisfaction (dependent variable) is influenced by organizational culture, working conditions, career development and compensation and benefits (independent variables)
Independent Variables 



Dependent Variable                          
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Figure 2.2: Conceptual Framework

Source: Researcher (2025)
CHAPTER THREE
RESEARCH METHODOLOGY
3.1 
Chapter Overview
This chapter outlines the research methodology, including research philosophy, approach, and design, and population, sample size, sampling strategies, measurement procedures, data collection methods and analysis techniques. 
3.2 
Research Philosophy
The study applied a positivist philosophy, which is rooted in the belief that social reality can be observed and understood through objective and measurable phenomena, much like in the natural sciences. According to Clark et al. (2021), positivism is a research approach that emphasizes the use of empirical data, often collected through quantitative methods, to establish relationships between variables. In the context of this study, the positivist approach was beneficial in objectively assessing how different factors, such as benefits and compensations, working conditions, organizational culture, and career development opportunities, influence job satisfaction within a public sector organization like NSSF. By applying positivism, the study aimed to isolate the influence of these independent variables on the dependent variable (job satisfaction), thereby allowing for the identification of cause-and-effect relationships. 
3.3 
Research Design
Research design is a comprehensive plan that outlines the strategies, methods, and procedures for collecting and analyzing data, ensuring that the study's objectives are met in a systematic and organized manner (Blaikie & Priest, 2019). In this study, a causal research design was employed, which is particularly suitable for understanding the cause-and-effect relationships between variables. Causal research, also known as experimental research, focuses on determining whether one or more independent variables directly influence a dependent variable. By using this approach, the study aimed to establish how factors such as benefits and compensations, working conditions, organizational culture, and career development opportunities affect job satisfaction within a public sector organization like NSSF.
3.4 
Research Approach
The quantitative cross-sectional design was employed, collecting numerical data from the study population at a single point in time, hence saving time (Clark et al., 2021). This design allowed the efficient data collection and the examination of variable relationships as the data from the study sample was collected in a relatively short period, which is suitable for the research timeline (Bell et al., 2019). Although it limited the respondents in providing answers, well-developed questions can mitigate this issue.
3.5 
Study Population
The population of this study consisted of 98 National Social Security Fund (NSSF) employees of Southern zone, which includes four regions: Iringa, Ruvuma, Njombe and Mtwara, according to Staff Disposition on Reports as of June 2024, categorized in supervisors, operational staff and supporting staff.
Table 3.1: Population Distribution

	S/N
	Category
	Population

	1.
	Supervisors
	13

	2.
	Operational Staff
	76

	3.
	Supporting Staff 
	9

	
	Total
	98


Source: NSSF Staff  Disposition Reports (2024)
3.6 
Sample Size 
The study sample size was determined using Yamane’s formula as follows:
Yamane’s Formula;
[image: image3.emf]
Whereas; 
N = Population 
N = Sample size
e = Probability of error (0.05), assuming 95% confidence level
=[image: image5.emf]
=78.7 hence
n= 79
 A sample size of 79 employees included 10 supervisors, 62 operational staff and 7 supporting staff. 
Table 3.2: Distribution of Study Sample

	Category 
	Population 
	Sample 

	Supervisors
	 13
	10

	Operational staff
	 76
	62

	Supporting staff
	   9
	7

	Total 
	 98
	79


Source: Field Data, (2024)
3.7 
Sampling Strategies
A probability sampling technique with stratified sampling was used to ensure representativeness across different subgroups within the population, improving the accuracy and reliability of findings as the technique divided the population into strata based on their level within the organization and then randomly selected participants from each group. (Bell et al..,2019). The heterogeneity of the population was captured.
3.8 
Variable and Measurement Procedures
The study measures dependent variable (employee job satisfaction) and independent variables (organizational culture, working conditions, career development and compensation and benefits) using Likert Scale which will use five options (1=strongly disagree, 2=disagree, 3=neither agree nor disagree, 4=agree, and 5=strongly agree)  to quantifies perceptions thus facilitates statistical analysis (Bell et al., 2019). Likert scales allow easy administration, interpretation and comparability with existing studies as they align with measurement approaches employed in recent studies on similar topics (Laizer, 2023; Senkoro, 2021).
3.9 
Data Collection Methods
Data was collected from 79 participants through close-ended questionnaires administered in both self (30%) and online (70%) formats to maximize data quality and participation.
3.10 
Data Analysis Methods
3.10.1 
Descriptive Statistics
 Data analysis comprised of descriptive statistics, data was summarized, interpreted and discussed using frequencies and percentages, presented in tables and graphs. 
3.10.2 Multiple Linear Regression Analysis
This models the relationship between the dependent variable (employee job satisfaction) and independent variables (organizational culture, career development opportunities, working conditions and compensation and benefits). 
A p-value ≤ 0.05 was used for statistical significance. The analysis is essential for making meaningful conclusions and recommendations. Data will be converted to dummy variables as 0 or 1, whereas ‘0 ‘stands for ‘yes’ and ‘1’ stands for 'no'
The Multiple Linear Regression is stated as follows:
[image: image6.emf]
y = dependent variable (job satisfaction)
a = y-intercept, where the regression line crosses the y-axis
Xs = Independent Variables 
b1 = the partial slope for X1 on Y 
X1 = compensation and benefits
X2 = working condition
X3 = organizational culture
X4 =career development opportunities
e=error term
3.11 
Data Cleaning Process
To avoid biases and errors, quality data checks were conducted throughout data collection and analysis using statistical techniques like z-scores for outlier detection and mean and multiple imputations for missing data. Moreover, to meet the assumption of multiple linear regression, variable transformation will be considered, such as normalising skewed distribution or addressing heteroscedasticity (Alita et al., 2021). An assessment of multi-collinearity among the independent variables was done using VIFs. The Statistical Package for the Social Sciences (SPSS) program was used for analysis. 
3.12 
Reliability
Data reliability is the consistency and dependability of data collected for a research study. Cronbach’s alpha was used to test the reliability consistency of independent variables using values from 0(lowest value) to 1(highest value), where α ≥ 0.7 is acceptable, (Taber, 2018). 
It is important to consider reliability to assure the quality and trustworthiness of 0.7 research findings and to avoid research errors, ensuring that the same results would be obtained if the study were replicated under similar conditions (Clark et al., 2021; Senkoro, 2021).  
3.13 Validity 
Validity in research refers to the extent to which a study accurately measures what it intends to measure and produces credible and reliable results (Creswell & Creswell, 2018). In this study, validity was ensured through the implementation of a pilot study, which serves as a small-scale trial conducted with a subset of the target population (Saunders, Lewis, & Thornhill, 2019). The purpose of the pilot study was to assess the effectiveness of the research instruments, data collection methods, and overall study design to ensure they captured the intended data and reliably addressed the research questions (Bryman, 2016).
Conducting a pilot study allowed for the refinement of survey instruments or questionnaires used in data collection. By administering the survey to a smaller sample before the full-scale study, the researcher was able to identify and address any ambiguous or confusing questions (Bell, 2022). Adjustments were made to improve clarity and accuracy, ensuring that the survey items were relevant to and accurately measured key variables such as benefits and compensation, working conditions, organizational culture, and career development opportunities (Zikmund et al., 2020). This process enhanced the overall validity of the study, reducing potential biases and increasing the reliability of the research findings.
3.14 
Ethical Consideration
Ensuring ethical compliance is essential in research to maintain integrity, validity, and participant rights (Resnik, 2020). In this study, the researcher adhered to ethical guidelines, obtaining approval from relevant ethical review boards to ensure compliance with research standards (Creswell & Creswell, 2018). Before data collection, informed consent was obtained, ensuring participants understood the study’s purpose, their rights, and their ability to withdraw without consequences (Saunders, Lewis, & Thornhill, 2019). Confidentiality was maintained by securely storing data and anonymizing participant identities to protect their privacy (Bryman, 2016). Plagiarism was also addressed by properly citing sources, paraphrasing information, and using plagiarism detection tools to uphold academic integrity (Neville, 2016). By following these ethical principles, the study ensured credibility, reliability, and trustworthiness.
CHAPTER FOUR

FINDINGS AND DISCUSSION

4.1 
Chapter Overview
This chapter presents and discusses the findings of the study by the specific objectives. The study has different sections, such as demographic characteristics of the respondents, descriptive analysis of the findings, multiple regression analysis and discussion of findings.
4.2 
Demographic Characteristics

4.2.1 
Respondents Gender

The study found that 69.6% of the respondents were male, while 30.4% were female, reflecting a gender imbalance in the workforce at the National Social Security Fund (NSSF). This gender disparity may mirror the overall representation of males and females in the public sector, especially in roles that may be more technical or administrative, which often see higher male participation. Gender dynamics in job satisfaction can be important to understand, as male and female employees may experience and prioritize aspects of their jobs differently. 
4.2.2 
Respondents Age

The age distribution of respondents revealed that the majority (46.8%) were between the ages of 26-35, followed by those in the 36-45 age range (24.1%). The presence of fewer younger employees (19.0%) and older employees (10.1%) at NSSF suggests that the workforce primarily consists of individuals in the mid-career stages, which may reflect an organization that requires experience and stability in its workforce. This age demographic could influence job satisfaction in multiple ways. For instance, employees in the 26-35 and 36-45 age groups may be at a stage in their careers where they seek job security, career development, and work-life balance. They are likely to have more responsibilities, both professionally and personally, which could affect their job satisfaction. 
In contrast, younger employees may seek more flexibility and career progression, while older employees may prioritize stability and retirement benefits. Understanding these generational differences in job satisfaction at NSSF could help tailor organizational policies to better address the specific needs of these different age groups.
4.2.3 
Respondents' Education Level

The educational qualifications of NSSF employees revealed a relatively high level of education, with 40.5% holding a bachelor’s degree, followed by 29.1% with a diploma, and 19.0% possessing a master's degree or higher. This reflects the professional nature of the organization and indicates that employees are likely to be well-qualified for their roles. 
Given the technical and policy-driven nature of NSSF's work, having a highly educated workforce is essential for the provision of social security services and ensuring that employees can handle complex tasks such as pension management and regulatory compliance. The relationship between education and job satisfaction is well-documented in literature, with higher education levels often leading to higher job satisfaction due to greater career opportunities and personal growth.
4.2.4
Respondents' Work Experience

The study found that 72.1% of NSSF respondents had more than nine years of work experience, suggesting that the organization has a relatively experienced and stable workforce. Employees with substantial work experience are often more committed to their roles and more familiar with organizational processes, which can lead to greater job satisfaction. According to studies, long tenure in an organization is typically associated with higher job satisfaction, as employees feel more secure and valued over time. At NSSF, the majority of employees with significant experience may also be in positions of responsibility or leadership, giving them a sense of purpose and accomplishment. This stability is likely to contribute to overall satisfaction within the organization. However, while experienced employees may feel secure, the organization should still be mindful of offering career development opportunities and addressing potential issues related to job monotony or lack of career progression, as this can lead to dissatisfaction even among long-tenured employees.
Table 4.1: Respondents' Demographic Characteristics

	Variable
	Category
	Frequency
	Percentage

	Gender
	Male
	55
	69.6

	
	Female
	24
	30.4

	Age
	18 - 25 Years
	15
	19.0

	
	26 - 35 Years
	37
	46.8

	
	36 - 45 Years
	19
	24.1

	
	46 Years and Above
	8
	10.1

	Education Level
	Certificate
	9
	11.4

	
	Diploma
	23
	29.1

	
	Bachelor’s degree
	32
	40.5

	
	Master’s degree and above
	15
	19.0

	Work Experience
	1 – 4 Years
	3
	3.8

	
	5 - 8 Years
	19
	24.1

	
	9 Years and Above
	57
	72.1


Source: Field Data (2025)
4.3 
Descriptive Analysis

4.3.1 
Benefits and Compensations

The table presents statistical insights into the role of compensation and benefits in employee job satisfaction. The responses, collected from 79 participants, were rated on a scale from 1 (strongly disagree) to 5 (strongly agree). The results indicate a strong positive perception of various aspects of compensation, as reflected in the high mean values across all statements. Employees generally agree that competitive salaries play a crucial role in job satisfaction, as evidenced by the mean score of 4.29 for ensuring a competitive salary. The relatively high standard deviation of 1.167 suggests some variation in opinions, but the overall trend highlights the importance of fair pay.
Annual salary increases are also seen as vital for employee motivation and job performance, with a mean score of 4.27 and a lower standard deviation of 1.059, indicating strong agreement with less variability in responses. Similarly, a comprehensive benefits package that includes health insurance and paid leave is viewed as essential for job satisfaction and retention, receiving a mean of 4.29 with a standard deviation of 1.123. Employees recognize that benefits contribute significantly to their well-being and long-term commitment to an organization.
Performance-based rewards, incentives, and bonuses received the highest mean score of 4.37, with a standard deviation of 1.015. This suggests that employees strongly believe that recognizing and rewarding performance effectively enhances job satisfaction. The relatively lower standard deviation indicates a consensus among respondents on this matter. Additionally, the role of transparency in determining compensation and benefits is reflected in the mean score of 4.25. Though employees acknowledge the importance of clear and fair compensation processes, the standard deviation of 1.103 suggests some degree of differing views, possibly due to variations in organizational practices.
Continuous improvement in setting and adjusting compensation strategies also emerges as a key factor, with a mean score of 4.27 and a standard deviation of 1.106. Employees expect organizations to consistently review and enhance their compensation structures to align with market trends and expectations. Ensuring high quality and sufficient benefits was rated with a mean of 4.32 and a standard deviation of 1.044, highlighting employees' preference for comprehensive and well-structured benefit plans.
The recognition of the impact of compensation and benefits on job satisfaction was also highly rated, with a mean score of 4.34 and a standard deviation of 1.061. Employees believe that acknowledging the role of compensation in satisfaction and retention can guide improvements in organizational policies. Overall, the mean values, ranging from 4.25 to 4.37, indicate strong agreement across all statements, while the standard deviations, ranging from 1.015 to 1.167, reflect some variation in individual perceptions. 
The findings emphasize that competitive salaries, performance-based incentives, comprehensive benefits, transparency, and continuous improvement in compensation strategies are critical in fostering job satisfaction, motivation, and trust among employees.
Table 4.2: Benefits and Compensations

	Statements
	N
	Min
	Max
	Mean
	Std. Dev

	Ensuring a competitive salary can improve job satisfaction for employees at all levels.
	79
	1
	5
	4.29
	1.167

	The annual salary increase is crucial as it is valued by employees and should be considered to improve job performance. 
	79
	1
	5
	4.27
	1.059

	The comprehensive benefits package, like health insurance and paid leave, is essential for enhancing employee job satisfaction and retention. 
	79
	1
	5
	4.29
	1.123

	Performance-based rewards, incentives and bonuses can effectively boost job satisfaction.
	79
	2
	5
	4.37
	1.015

	A transparent process for determining benefits and compensation is the key to fostering trust and satisfaction.
	79
	1
	5
	4.25
	1.103

	Continuous improvement of the approach to setting and adjusting compensation and benefits can enhance employee satisfaction.
	79
	1
	5
	4.27
	1.106

	Ensuring high quality and adequate quantity of benefits can significantly improve satisfaction. 
	79
	1
	5
	4.32
	1.044

	Recognition of the impact of compensation and benefits on job satisfaction can guide improvements.
	79
	2
	5
	4.34
	1.061

	Valid N (listwise)
	79
	
	
	
	


Source: Field Data (2025)
4.3.2 
Carrier Development Opportunities
The table presents data on career development opportunities and their impact on employee satisfaction. The responses, collected from 79 participants, were rated on a scale from 1 (strongly disagree) to 5 (strongly agree). The results suggest that employees highly value structured career paths, training programs, job rotation, and performance review processes as key contributors to professional growth and job satisfaction. The statement that structured and clear career paths enhance professional growth and job satisfaction received a mean score of 4.38 with a standard deviation of 1.017, indicating strong agreement among respondents. Similarly, access to relevant training and development programs was rated with a mean of 4.33 and a standard deviation of 1.118, showing that employees recognize the importance of continuous skill development.
Job rotation opportunities received the highest mean score of 4.44, with a relatively low standard deviation of 0.916, suggesting a strong consensus on its positive impact on job satisfaction. Encouraging further education was also viewed positively, with a mean score of 4.35 and a standard deviation of 1.075, highlighting that employees value opportunities to advance their knowledge and skills. A robust performance review and promotion process were also seen as motivational, with a mean score of 4.41 and a standard deviation of 1.032, indicating that employees appreciate structured evaluation systems that lead to career growth.
However, investment in long-term professional development had a comparatively lower mean score of 3.61 with a standard deviation of 1.234, suggesting that while some employees recognize its importance, others may feel that their organizations do not sufficiently prioritize long-term growth initiatives. Similarly, the provision of clear career advancement opportunities received a mean score of 3.87 with a standard deviation of 1.295, showing some variation in employee perceptions. Adequate support and resources for career advancement had a mean score of 3.91 and a standard deviation of 1.190, further indicating that while many employees value these aspects, some may feel that they are not sufficiently provided.
The overall satisfaction with career development opportunities and its impact on employee retention had a mean score of 3.78 and a standard deviation of 1.237, reflecting mixed opinions. While many employees acknowledge that career development influences retention, others may feel that current opportunities are not sufficient to ensure long-term commitment. The findings suggest that while employees highly value career development initiatives, organizations should focus on strengthening long-term professional development, providing clearer career advancement opportunities, and ensuring adequate support for career growth to enhance overall job satisfaction and retention.
Table 4.3: Carrier Development Opportunities

	Statements
	N
	Min
	Max
	Mean
	Std. Dev

	The structured and clear career paths can enhance professional growth and job satisfaction.
	79
	1
	5
	4.38
	1.017

	Providing access to relevant training and development programs is crucial for employee growth.
	79
	1
	5
	4.33
	1.118

	Job rotation opportunities can enhance job satisfaction among employees.
	79
	1
	5
	4.44
	.916

	Encouraging further education can significantly benefit employee development and satisfaction.
	79
	1
	5
	4.35
	1.075

	A robust performance review and promotion process motivates employees and enhances satisfaction.
	79
	1
	5
	4.41
	1.032

	Investing in long-term professional development can demonstrate an organization’s commitment to its employees.
	79
	1
	5
	3.61
	1.234

	Offering a clear career advancement opportunity can significantly improve employee satisfaction.
	79
	1
	5
	3.87
	1.295

	The provision of adequate support and resources for career advancement is crucial for employee satisfaction.
	79
	1
	5
	3.91
	1.190

	Overall career development opportunities satisfaction can lead to higher employee retention.
	79
	1
	5
	3.78
	1.237

	Valid N (listwise)
	79
	
	
	
	


Source: Field Data (2025)
4.3.3 
Working Conditions 
The table presents data on the impact of working conditions on employee satisfaction, with responses from 79 participants rated on a scale from 1 (strongly disagree) to 5 (strongly agree). The findings indicate moderate agreement on various aspects of working conditions, suggesting that while employees recognize their importance, there may be room for improvement in the workplace environment. The statement that a conducive physical work environment is essential for productivity and physical well-being received a mean score of 3.68 with a standard deviation of 1.225, indicating that while many employees agree, there is some variability in perception.
Maintaining a reasonable workload and pace was rated slightly higher, with a mean of 3.73 and a standard deviation of 1.140, suggesting that employees believe workload management is important for job satisfaction and morale. Similarly, the provision of adequate resources and support for job performance had a mean score of 3.72 and a standard deviation of 1.198, reflecting the importance of sufficient tools and support systems for effective work. Flexible working hours and schedules were also seen as beneficial for work-life balance and satisfaction, with a mean of 3.68 and a standard deviation of 1.183, showing that employees appreciate flexibility but may not always have access to it.
Ensuring a safe and healthy work environment received a slightly lower mean score of 3.61 with a standard deviation of 1.275, suggesting that while safety and health measures are valued, employees may have differing experiences regarding their implementation. A comfortable and motivating work environment was rated with a mean of 3.41 and a standard deviation of 1.193, highlighting that employees may not always feel their workspace is inspiring or conducive to productivity. Similarly, the perception of a supportive work environment empowering employees received a mean score of 3.47 with a standard deviation of 1.228, indicating moderate agreement but also variability in responses.
Ensuring satisfaction with physical and logistical working conditions had a mean score of 3.46 with a standard deviation of 1.207, suggesting that employees recognize its influence on overall job satisfaction but may not always be satisfied with their current conditions. Recognition of the influence of the working environment on job satisfaction received a mean score of 3.53 with a standard deviation of 1.107, implying that while employees believe workplace conditions matter, more efforts may be needed to address concerns. Overall, the results highlight that improving workplace conditions, providing adequate resources, and promoting flexibility can significantly enhance job satisfaction and employee well-being.
Table 4.4: Working Conditions
	Statements
	N
	Min
	Max
	Mean
	Std. Dev

	A conducive physical work environment can be essential for productivity and physical well-being.
	79
	1
	5
	3.68
	1.225

	Maintaining a reasonable workload and pace can enhance job satisfaction and employee morale.
	79
	1
	5
	3.73
	1.140

	The provision of adequate resources and support is essential for enabling effective job performance.
	79
	1
	5
	3.72
	1.198

	Flexible working hours and schedules can greatly enhance work-life balance and satisfaction.
	79
	1
	5
	3.68
	1.183

	Ensuring a safe and healthy work environment is fundamental to employee well-being and satisfaction.
	79
	1
	5
	3.61
	1.275

	A comfortable and motivating work environment can boost morale and productivity.
	79
	1
	5
	3.41
	1.193

	A supportive work environment can empower employee to perform at their best. 
	79
	1
	5
	3.47
	1.228

	Ensuring satisfaction with physical and logistical working conditions can lead to higher overall job satisfaction.
	79
	1
	5
	3.46
	1.207

	Recognition of the influence of the working environment on job satisfaction can lead to improvements. 
	79
	1
	5
	3.53
	1.107

	Valid N (listwise)
	79
	
	
	
	


Source: Field Data (2025)
4.3.4 
Organizational Culture 
The table presents data on the influence of organizational culture on employee job satisfaction, with responses from 79 participants. The results indicate a strong overall agreement with the importance of a positive organizational culture in enhancing job satisfaction and engagement. The alignment of organizational values and mission with those of employees received a mean score of 4.27 with a standard deviation of 0.957, suggesting that employees find it crucial for job satisfaction when their personal and professional values align with the organization’s goals.
Developing a positive and inclusive work environment had one of the highest mean scores at 4.34 with a standard deviation of 0.999, highlighting the significance of inclusivity in workplace satisfaction. Similarly, encouraging teamwork and solidarity scored 4.30 with a standard deviation of 1.030, reinforcing the importance of strong workplace relationships in fostering job satisfaction. The provision of recognition and appreciation opportunities also received a high mean score of 4.34 with a standard deviation of 1.061, indicating that employees highly value acknowledgment and rewards for their contributions.
Supporting employee well-being and work-life balance was also viewed as essential, with a mean score of 4.27 and a standard deviation of 0.957, suggesting that employees appreciate efforts to maintain a balance between professional and personal life. Open communication and transparency were also identified as key factors, scoring a mean of 4.30 with a standard deviation of 1.113, indicating that trust and openness play a role in employee satisfaction.
An improved sense of belonging had a slightly lower mean score of 4.18 with a standard deviation of 1.227, showing that while employees recognize its importance, experiences may vary. Ensuring satisfaction with organizational culture received a mean of 4.27 with a standard deviation of 0.957, implying that a strong organizational culture is associated with employee retention and engagement. Lastly, the overall impact of a positive organizational culture on job satisfaction was evident with a mean score of 4.33 and a standard deviation of 1.059, confirming that employees perceive workplace culture as a critical factor in their job experience.
Table 4.5: Organizational Culture
	Statements
	N
	Min
	Max
	Mean
	Std. Dev

	The clear alignment of organizational values and mission with that of employees can improve job satisfaction.  
	79
	2
	5
	4.27
	.957

	Developing a positive and inclusive work environment is important for employee satisfaction.
	79
	2
	5
	4.34
	.999

	Encouraging teamwork and solidarity can strengthen workplace relationships and satisfaction.
	79
	1
	5
	4.30
	1.030

	Providing recognition and appreciation opportunities can increase morale and job satisfaction. 
	79
	2
	5
	4.34
	1.061

	Supporting employee well-being and work-life balance is essential for maintaining satisfaction.
	79
	2
	5
	4.27
	.957

	Encouraging open communication and transparency can foster trust and enhance job satisfaction. 
	79
	1
	5
	4.30
	1.113

	An improved sense of belonging can significantly boost employee engagement and satisfaction.
	79
	1
	5
	4.18
	1.227

	Ensuring satisfaction with organizational culture can lead to higher employee retention and engagement.
	79
	2
	5
	4.27
	.957

	A positive organizational culture can have a significant impact on overall job satisfaction.
	79
	1
	5
	4.33
	1.059

	Valid N (listwise)
	79
	
	
	
	


Source: Field Data (2025)
4.4 
Multiple Regressions Analysis
4.4.1 
Multiple Regressions Diagnostic Tests

Model Fitness Test (ANOVA)

The ANOVA results indicate that the regression model used to examine the impact of organizational culture (OC), benefits and compensation (BC), working conditions (WC), and career development opportunities (CDO) on job satisfaction (JS) is statistically significant. The regression sum of squares is 12.440, while the residual sum of squares is 13.406, resulting in a total sum of squares of 25.846. 
With 4 degrees of freedom for the regression and 74 for the residuals, the model's mean square for the regression is 3.110, while the mean square for the residual is 0.181. The F-statistic of 17.168 and the p-value of 0.000 indicate that the model is a good fit for predicting job satisfaction. Since the significance value is below the 0.05 threshold, it confirms that the independent variables collectively have a significant effect on job satisfaction, aligning with findings from previous studies (Robbins & Judge, 2021; Armstrong & Taylor, 2020).
Table 4.6: ANOVA

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	12.440
	4
	3.110
	17.168
	0.000b

	
	Residual
	13.406
	74
	0.181
	
	

	
	Total
	25.846
	78
	
	
	

	a. Dependent Variable: JS

	b. Predictors: (Constant), OC, BC, WC, CDO


Source: Field Data (2025)
Multicollinearity Test
Variance Inflation Factor (VIF) is a key diagnostic tool used to assess multicollinearity in regression analysis. A VIF value exceeding 10 is typically considered a strong indicator of multicollinearity, suggesting that the predictor variables are highly correlated and may distort the model estimates (Gujarati & Porter, 2020; Hair et al.., 2019). Conversely, a VIF below 10 generally indicates an acceptable level of collinearity, where the independent variables do not excessively influence each other.
In this analysis, the VIF values for the predictors—benefits and compensation (BC), career development opportunities (CDO), working conditions (WC), and organizational culture (OC)—are all well below the threshold of 10. Specifically, BC (VIF = 4.142) and CDO (VIF = 4.199) show moderate collinearity but remain within an acceptable range. WC (VIF = 1.562) and OC (VIF = 1.389) exhibit even lower VIF values, indicating minimal collinearity concerns.
Since none of the VIF values exceed 10, multicollinearity is not a critical issue in this model. However, the relatively higher VIF values for BC and CDO suggest that these two variables may share explanatory power in predicting job satisfaction (JS). While this does not necessitate immediate corrective action, researchers should be aware that moderate multicollinearity can slightly inflate standard errors, potentially affecting the statistical significance of coefficients (Montgomery et al., 2021).
Table 4.7: Multicollinearity Test

	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	(Constant)
	
	

	
	BC
	0.241
	4.142

	
	CDO
	0.238
	4.199

	
	WC
	0.640
	1.562

	
	OC
	0.720
	1.389


Source: Field Data (2025)
Heteroscedasticity Test

The heteroscedasticity test was conducted using scatter plots, a common diagnostic tool for assessing the variability of residuals in regression analysis. Heteroscedasticity refers to the condition where the variance of the error terms (residuals) is not constant across all levels of the independent variable, which can lead to biased or inefficient estimates in regression models.
In this case, the scatter plots were examined to check for any discernible patterns or systematic changes in the spread of residuals as a function of the fitted values. Since the scatter plots did not exhibit any clear patterns or favorable, this suggests that the variance of residuals is constant across all levels of the independent variables, indicating the absence of heteroscedasticity. This is also favorable, as it implies that the assumptions of homoscedasticity are a satisfactory session model and are not affected by issues of non-constant variance.
The lack of a distinct pattern in the scatter plots is a good indicator that the model's residuals are randomly dispersed around the horizontal axis, suggesting that there are no major problems with heteroscedasticity. As a result, the regression results can be considered reliable, and the coefficient estimates are more likely to be unbiased and efficient. This outcome reinforces the robustness of the regression analysis and strengthens the validity of the study's findings.
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Figure 4.1: Heteroscedasticity Test

Source: Field Data (2025)
4.4.2 
Model Summary

The Model Summary indicates that the regression model demonstrates a moderate to strong fit, with an R value of 0.694, suggesting a positive relationship between the independent variables organizational culture, benefits and compensation, working conditions, and career development opportunities and job satisfaction. The R² of 0.481 reveals that these predictors explain 48.1% of the variance in job satisfaction, while the Adjusted R² value of 0.453, accounting for the number of predictors, provides a slightly more conservative estimate of the model’s explanatory power. The Standard Error of the Estimate (0.42562) shows the model's predictions are relatively close to the actual values, indicating a reasonably accurate model.
Table 4.8: Model Summary

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

	1
	0.694a
	0.481
	0.453
	0.42562

	Predictors: (Constant), OC, BC, WC, CDO


Source: Field Data (2025)
4.4.3 
Multiple Regression Coefficients

According to the findings of the study, benefits and compensations (BC), working conditions (WC) and organizational culture (OC) all have positive and significant effects on job satisfaction with regression coefficients of 0.361, 0.170 and 0.242 and p-values of 0.001, 0.045 and 0.000, respectively. On the other hand, carrier development opportunities have a negative but insignificant effect on job satisfaction with a regression coefficient of -0.170 and a p-value of 0.152.
Table 4.9: Multiple Regression Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.698
	0.333
	
	5.103
	0.000

	
	BC
	0.361
	0.103
	0.596
	3.498
	0.001

	
	CDO
	-0.170
	0.117
	-0.248
	-1.446
	0.152

	
	WC
	0.170
	0.083
	0.214
	2.044
	0.045

	
	OC
	0.242
	0.060
	0.396
	4.017
	0.000


Source: Field Data (2025)
4.5 
Discussion of Findings

4.5.1 
The Influence of Compensation and Benefits on Job Satisfaction

The findings of the study revealed that compensation and benefits have a positive and significant influence on job satisfaction among NSSSF employees. It was revealed that a unit increase in compensation and benefits leads to a 0.361 unit increase in job satisfaction. Iqbal et al. (2017), in their study titled "Effects of Job Organizational Culture, Benefits, Salary on Job Satisfaction Ultimately Affecting Employee Retention," found that benefits and salary are strong determinants of job satisfaction, which in turn significantly affect employee retention. 
Similarly, Murtiningsih (2020), in "The Impact of Compensation, Training & Development, and Organizational Culture on Job Satisfaction and Employee Retention," found that compensation has a positive impact on job satisfaction, which subsequently enhances employee retention. Furthermore, a study titled "The Influence of Compensation and Career Development on Organizational Commitment" (2024) concluded that compensation positively affects job satisfaction, which in turn enhances organizational commitment.
4.5.2 The Influence of Career Development Opportunities on Job Satisfaction

The negative but statistically insignificant effect of career development opportunities on job satisfaction is intriguing and warrants further investigation. While the expectation might be that employees value career growth and advancement, the present study found no strong evidence to suggest that these opportunities have a significant impact on job satisfaction. This finding contrasts with studies like those of Ng and Sorensen (2008), who found that career development opportunities are closely linked to job satisfaction, as employees who see a clear path for advancement are often more satisfied with their jobs. However, the present study suggests that other factors, such as compensation, work environment, and organizational culture, may outweigh career development in contributing to job satisfaction. It could also be that employees place greater value on other immediate factors, such as compensation and work-life balance, which might be perceived as more urgent or influential in their current job satisfaction.
However, other studies had different findings; for instance, Jackson & Smith (2023) assessed The Influence of Career Development on Employee Job Satisfaction and found a strong positive correlation between career development opportunities and job satisfaction. Employees who had access to training, mentorship programs, and clear career progression opportunities reported higher job satisfaction, particularly in organizations that offered continuous development programs.
Also, Wang & Zhang (2022) conducted a study on Career Development and Job Satisfaction: Evidence from the Manufacturing Sector. The results indicated that career development, particularly in terms of skill enhancement and promotion prospects, significantly contributed to job satisfaction. The qualitative interviews revealed that employees valued mentorship and personalized career paths as key factors in enhancing their satisfaction levels.
4.5.3 
The Influence of Working Conditions on Job Satisfaction
The positive effect of working conditions on job satisfaction aligns with findings from various studies that highlight the importance of a conducive work environment. For example, a study by Langford and Male (2008) found that employees working in safe, comfortable, and ergonomically designed environments tend to report higher satisfaction levels. Moreover, research by Haynes (2008) suggests that factors such as office space design, lighting, air quality, and noise levels directly influence job satisfaction. 
Similarly, the present study's findings indicate that when employees perceive their workplace as safe, well-equipped, and supportive, they experience greater job satisfaction. This underlines the importance of organizational investment in improving the physical and psychological aspects of the work environment to enhance employee engagement and satisfaction. Similarly, a study by Hanaysha (2023) on "Determinants of Job Satisfaction in Higher Education Sector The research identified that factors such as employee engagement, motivation, work environment, and organizational learning positively influenced job satisfaction, highlighting the importance of these elements in academic settings. 
Additionally, a study by Zadow et al., (2021) titled "Predicting New Major Depression Symptoms from Long Working Hours, Psychosocial Safety Climate, and Work Engagement: found that long working hours and a poor psychosocial safety climate were significant predictors of new major depression symptoms, underscoring the detrimental effects of adverse working conditions on mental health.
4.5.4 
The Influence of Organizational Culture on Job Satisfaction
Organizational culture emerged as another significant factor influencing job satisfaction. This finding aligns with empirical studies that have shown the impact of culture on employee morale and satisfaction. For instance, a study by Schein (2010) argued that a strong, positive organizational culture, characterized by shared values, trust, and a sense of belonging, can enhance employees' emotional attachment to the organization, thereby increasing job satisfaction. Also, Ahmed & Haseeb (2023) did a study on the influence of organizational culture on job satisfaction in Pakistan. The study found a significant positive relationship between supportive organizational culture and job satisfaction, highlighting that employee who perceived a high level of support and open communication within their organizations reported higher job satisfaction. Additionally, innovation-oriented cultures were also linked to greater job satisfaction. 

Moreover, Liu et al. (2022) examined organizational culture and its impact on employee job satisfaction in the service industry in China. The study concluded that a clan culture (characterized by collaboration and trust) had the strongest positive effect on job satisfaction, particularly among employees in customer-facing roles. A hierarchy culture, while ensuring stability, had a lesser effect, indicating that employees in highly structured environments were moderately satisfied.
CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 
Chapter Overview
This chapter presents the summary of the key findings of the study as well as the conclusion and recommendations based on the findings. The chapter also highlights the key areas for further study.
5.2 
Summary of the Key Findings

The study examined the influence of several factors on job satisfaction, focusing on benefits and compensations, working conditions, organizational culture, and career development opportunities. The results revealed that benefits and compensations had a positive and significant effect on job satisfaction, with a regression coefficient of 0.361 and a p-value of 0.001. This highlights that employees who feel they are fairly compensated, with competitive benefits such as health insurance and bonuses, are more likely to experience higher levels of job satisfaction. Similarly, working conditions were found to have a positive and significant impact, with a regression coefficient of 0.170 and a p-value of 0.045. 
This suggests that a safe, comfortable, and supportive work environment is crucial for enhancing employees' overall satisfaction. Organizational culture also played a significant role in job satisfaction, with a regression coefficient of 0.242 and a p-value of 0.000, indicating that a strong, positive organizational culture characterized by shared values, trust, and inclusivity greatly contributes to employees’ job satisfaction. On the other hand, career development opportunities were found to have a negative but statistically insignificant effect on job satisfaction, with a regression coefficient of -0.170 and a p-value of 0.152. While career advancement opportunities might slightly decrease job satisfaction, the lack of statistical significance suggests that other factors, such as compensation, working conditions, and culture, have a more substantial impact on employees’ overall job satisfaction. These findings underscore the importance of focusing on benefits, working conditions, and organizational culture to improve job satisfaction while also suggesting that career development, although important, might need further investigation to understand its true impact.
5.3 
Implications of Findings

The findings of this study have significant implications for both practice and future research. Firstly, the positive influence of compensation and benefits on job satisfaction highlights the need for organizations to prioritize competitive compensation packages and comprehensive benefits as key strategies to enhance employee satisfaction and retention. Organizations may consider revisiting their compensation policies to ensure they align with employee expectations and industry standards. 
Additionally, the study underscores the importance of fostering a strong organizational culture, as it was found to significantly impact job satisfaction. This suggests that companies should invest in creating a supportive and inclusive work environment that promotes collaboration and employee well-being. For future research, the study opens avenues for exploring the role of other organizational factors, such as leadership styles and work-life balance, in shaping employee satisfaction. Understanding the interplay between these factors can provide deeper insights into improving employee retention and organizational performance.
5.4 
Conclusion

The study highlights that benefits and compensations have a positive and significant effect on job satisfaction. Employees who perceive their compensation packages as fair and competitive tend to be more satisfied with their jobs. This underscores the importance for organizations to regularly assess and improve their compensation strategies to meet employees' expectations, which can enhance job satisfaction, increase retention, and attract talent.
The findings indicate that working conditions significantly contribute to job satisfaction. A safe, comfortable, and supportive work environment, including factors like adequate lighting, ergonomic workspaces, and work-life balance, positively impacts employees’ overall satisfaction. Organizations that invest in improving these conditions are likely to see higher job satisfaction, leading to better morale, increased productivity, and reduced turnover.
The study shows that organizational culture has a significant positive effect on job satisfaction. A supportive, inclusive culture, built on shared values and trust, fosters employee engagement and satisfaction. Organizations that promote open communication, respect diversity, and encourage collaboration are more likely to create an environment where employees feel motivated and satisfied, improving overall organizational effectiveness.

The results reveal that career development opportunities have a negative but insignificant effect on job satisfaction. While a lack of career advancement may slightly decrease satisfaction, the effect is not statistically significant. This suggests that other factors, such as compensation, working conditions, and culture, may have a more substantial impact on job satisfaction, warranting further exploration into how career development influences employee satisfaction.
5.6 
Recommendations

Based on the findings of the study, the following recommendations are proposed;

First, Organizations such as NSSF should prioritize offering competitive and fair compensation packages that meet or exceed industry standards to enhance job satisfaction. This includes not only salary but also other benefits like health insurance, retirement plans, bonuses, and allowances. Regularly reviewing and adjusting these benefits based on employee needs and market trends can foster a sense of value and loyalty among employees. Additionally, organizations should ensure that employees are fully aware of the benefits they receive and provide clear communication about any changes or additions to these packages. This can help in enhancing employee satisfaction, retention, and overall organizational performance.

Second, it is essential for organizations to continuously improve and maintain a safe, comfortable, and supportive work environment. Employers should invest in ergonomic office designs, ensure adequate lighting, provide necessary resources, and encourage a healthy work-life balance. Offering flexible work arrangements, such as remote work options or flexible hours, can also improve job satisfaction. By regularly assessing employee needs and gathering feedback, organizations can identify areas of improvement in the work environment and make adjustments to ensure that employees feel comfortable, safe, and motivated in their roles. This investment in working conditions can lead to higher employee morale, productivity, and long-term success.

Also, to enhance job satisfaction, organizations should cultivate a positive, inclusive, and transparent culture. Promoting open communication, respecting diversity, and encouraging teamwork and collaboration are key elements in creating an environment where employees feel valued and engaged. Leaders should actively model and reinforce the organization's core values to foster trust and alignment with the organization's mission. Regular team-building activities, clear communication of goals and values, and the recognition of employee achievements can further strengthen organizational culture. This approach not only improves job satisfaction but also boosts employee commitment, organizational loyalty, and overall performance.

Moreover, although the study suggests career development opportunities may have a minimal effect on job satisfaction, organizations should still focus on providing employees with clear career paths and opportunities for growth. Offering training programs, mentorship, and support for skill development can help employees feel invested in their professional growth. Even if career advancement is not immediately linked to job satisfaction in this study, ensuring that employees feel their career development is valued and supported can still contribute to their long-term engagement and loyalty. Organizations should also ensure that promotion processes are transparent and fair, providing employees with the confidence that their hard work and dedication can lead to career progression.

5.7 
Areas for Further Study

Future research could explore the impact of career development opportunities on job satisfaction in greater depth, particularly by examining the quality and accessibility of development programs, mentorship opportunities, and the perceived fairness of promotion processes. Additionally, investigating how different dimensions of organizational culture, such as leadership style or communication practices, influence job satisfaction could provide more nuanced insights into the relationship between culture and employee engagement. 
Furthermore, the study could be expanded to explore the role of intrinsic motivators, such as job autonomy and recognition, in shaping job satisfaction alongside extrinsic factors like benefits and working conditions. Longitudinal studies could also provide valuable insights into how these factors interact over time and in different organizational contexts, especially in diverse industries or regions. Lastly, exploring the effects of remote and hybrid work environments on employee satisfaction and engagement about the aforementioned factors would be a timely area for further investigation.
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APPENDICES
Appendix 1: Questionnaire
Factors Influencing Job Satisfaction in Public Organizations: A Case of NSSF Tanzania Southern Zone 

Dear Respondent,

I am researching the factors influencing job satisfaction in public organizations, specifically at the National Social Security Fund (NSSF) Tanzania southern zone regions. Kindly assist with responding correctly to the questions below. The information provided will be used solely for academic purposes and will be treated with maximum confidentiality.

SECTION A: DEMOGRAPHIC INFORMATION 

Personal details 

1. [image: image12.jpg]


Age
(Years)

(i) [image: image13.jpg]


18-25 
years 


(ii) 26-35
years 


(iii) [image: image14.jpg]


36-45 years

(iv) 46 years and above 

2. Gender 

(i) Female 

(ii) Male 

3. Level of education 

(i) Certificate 

(ii) Diploma

(iii) Degree

(iv) Masters/PHD


4. Marital status

(i) Single

(ii) Married

(iii) Separated 

(iv) Widow/widowed

(v) Divorced 


5. Staff occupation/cadre

(i) Supervisors

(ii) Operational staff
(iii) Supporting staff

6. How long have you been employed at this organization
(i) 1-4 years

(ii) 5-8 years                                                                           

(iii) 9+ years 
	S/N
	Statement
	1
	2
	3
	4
	5

	7
	Ensuring a competitive salary can improve job satisfaction for employees at all levels.
	
	
	
	
	

	8
	The annual salary increase is crucial as it is valued by employees and should be considered to improve job performance. 
	
	
	
	
	

	9
	The comprehensive benefits package, like health insurance and paid leave, is essential for enhancing employee job satisfaction and retention. 
	
	
	
	
	

	10
	Performance-based rewards, incentives and bonuses can effectively boost job satisfaction.
	
	
	
	
	

	11
	A transparent process for determining benefits and compensation is the key to fostering trust and satisfaction.
	
	
	
	
	

	12
	Continuous improvement of the approach to setting and adjusting compensation and benefits can enhance employee satisfaction.
	
	
	
	
	

	13
	Ensuring high quality and adequate quantity of benefits can significantly improve satisfaction. 
	
	
	
	
	

	14
	Recognition of the impact of compensation and benefits on job satisfaction can guide improvements.
	
	
	
	
	


SECTION C: CAREER DEVELOPMENT OPPORTUNITIES 

This section concentrates on the influence of the availability of career development opportunities on job satisfaction. Please indicate your level of agreement with the following statements regarding the influence of career development opportunities on job satisfaction using the following rating scale: (1=strongly disagree, 2=disagree, 3=neither agree nor disagree, 4=agree, and 5=strongly agree). Kindly tick (√) in the appropriate box. 

	S/N
	Statement
	1
	2
	3
	4
	5

	15
	The structured and clear career paths can enhance professional growth and job satisfaction.
	
	
	
	
	

	16
	Providing access to relevant training and development programs is crucial for employee growth.
	
	
	
	
	

	17
	Job rotation opportunities can enhance job satisfaction among employees.
	
	
	
	
	

	18
	Encouraging further education can significantly benefit employee development and satisfaction.
	
	
	
	
	

	19
	A robust performance review and promotion process motivates employees and enhances satisfaction.
	
	
	
	
	

	20
	Investing in long-term professional development can demonstrate an organization’s commitment to its employees.
	
	
	
	
	

	21
	Offering a clear career advancement opportunity can significantly improve employee satisfaction.
	
	
	
	
	

	22
	The provision of adequate support and resources for career advancement is crucial for employee satisfaction.
	
	
	
	
	

	23
	Overall career development opportunities satisfaction can lead to higher employee retention.
	
	
	
	
	


SECTION D: WORKING CONDITIONS 

This section evaluates the significance of the relationship between working conditions and job satisfaction. Please indicate your level of agreement with the following statements regarding the influence of working conditions on job satisfaction using the following rating scale: (1=strongly disagree, 2=disagree, 3=neither agree nor disagree, 4=agree, and 5=strongly agree). Kindly tick (√) in the appropriate box. 
	S/N
	Statement
	1
	2
	3
	4
	5

	24
	A conducive physical work environment can be essential for productivity and physical well-being.
	
	
	
	
	

	25
	Maintaining a reasonable workload and pace can enhance job satisfaction and employee morale.
	
	
	
	
	

	26
	The provision of adequate resources and support is essential for enabling effective job performance.
	
	
	
	
	

	27
	Flexible working hours and schedules can greatly enhance work-life balance and satisfaction.
	
	
	
	
	

	28
	Ensuring a safe and healthy work environment is fundamental to employee well-being and satisfaction.
	
	
	
	
	

	29
	A comfortable and motivating work environment can boost morale and productivity.
	
	
	
	
	

	30
	A supportive work environment can empower employee to perform at their best. 
	
	
	
	
	

	31
	Ensuring satisfaction with physical and logistical working conditions can lead to higher overall job satisfaction.
	
	
	
	
	

	32
	Recognition of the influence of the working environment on job satisfaction can lead to improvements. 
	
	
	
	
	


SECTION E: ORGANIZATION’S CULTURE

This section focuses on the influence of organizations’ culture on job satisfaction. Please indicate your level of agreement with the following statements regarding influence of organization culture on job satisfaction using the following rating scale: (1=strongly disagree, 2=disagree, 3=neither agree nor disagree, 4=agree, and 5=strongly agree). Kindly tick (√) in the appropriate box. 
	S/N
	Statement
	1
	2
	3
	4
	5

	33
	The clear alignment of organizational values and mission with that of employees can improve job satisfaction.  
	
	
	
	
	

	34


	Developing a positive and inclusive work environment is important for employee satisfaction.
	
	
	
	
	

	35
	Encouraging teamwork and solidarity can strengthen workplace relationships and satisfaction.
	
	
	
	
	

	36
	Providing recognition and appreciation opportunities can increase morale and job satisfaction. 
	
	
	
	
	

	37
	Supporting employee well-being and work-life balance is essential for maintaining satisfaction.
	
	
	
	
	

	38
	Encouraging open communication and transparency can foster trust and enhance job satisfaction. 
	
	
	
	
	

	39
	Improved sense of belonging can significantly boost employee engagement and satisfaction.
	
	
	
	
	

	40
	Ensuring satisfaction with organizational culture can lead to higher employee retention and engagement.
	
	
	
	
	

	41
	A positive organizational culture can have a significant impact on overall job satisfaction.
	
	
	
	
	


SECTION F: JOB SATISFACTION

This section designed to assess how several factors influence overall job satisfaction  and providing valuable insights. Please indicate your level of agreement with the following statements regarding job satisfaction using the following rating scale; (1=strongly disagree, 2=disagree, 3=neither agree nor disagree, 4=agree, and 5=strongly agree). Kindly tick (√) in the appropriate box. 
	S/N
	Statement
	1
	2
	3
	4
	5

	42
	I find fulfillment and satisfaction in my current job role.
	
	
	
	
	

	43
	The meaningful nature of my work aligns well with my personal values.
	
	
	
	
	

	44
	Opportunities for recognition and appreciation for my contributions are important to me.
	
	
	
	
	

	45
	I feel motivated to excel in my job and contribute positively to the team.
	
	
	
	
	

	46
	Building strong relationships with my colleagues and supervisors enhances my job experience.
	
	
	
	
	

	47
	Having a reasonable level of autonomy in my job contributes to my satisfaction.
	
	
	
	
	

	48
	I believe that my job offers opportunities for personal and professional growth.
	
	
	
	
	

	49
	I feel supported by the organization in achieving a healthy work-life balance.
	
	
	
	
	

	50
	Overall, I am happy with my job and would recommend it to others as a positive workplace.
	
	
	
	
	


Thank you for your cooperation

Appendix 3: Summary of the Previous Related Studies
	S/N
	Authors’ Name & Year 
	Aim of The Study
	Variables Examined
	Data Analysis Methods Used
	Main Findings

	1
	Aldrin &Yunanto (2019)
	Explore the effect of transformational leadership and organizational culture on organizational citizenship behavior.

	Independent variable: Transformational leadership and organizational culture
Dependent variable: Organizational citizenship behaviour.
	Structural Equation Modelling (SEM)
	Job satisfaction functions as a mediator of the influence of transformational leadership and organizational culture on organizational citizenship behavior.

	2
	Msanya et al. (2020)
	Identifying factors influencing job satisfaction among health workers in Tanzania
	Independent variable: work environment, compensation, career development
Dependent variable: Job satisfaction
	Descriptive statistics, correlation analysis and multiple regression analysis
	The combination of demographic factors, work-related factors and organizational factors influence job satisfaction among health workers.

	
	
	
	
	
	

	
	
	
	
	
	

	3
	Mwakasungula & Mwita (2021)
	Investigating the relationship between occupational stress and job satisfaction among teachers in Tanzania public 
	Independent variable: Occupational stress
Dependent variable: Job satisfaction
	Multiple regression analysis
	Occupational stress had a significant negative relationship with job satisfaction.


	4
	Mbonea et al. (2021)
	Examining factors affecting secondary school teachers' job satisfaction in Lushoto
	Independent variable: salary, working conditions, supervision, recognition and rewards
Dependent variable: Job satisfaction
	Hierarchical multiple regression analysis
	Demographic, work-related and organizational factors are predictors of job satisfaction. There is a strong relationship between employee performance and job satisfaction.

	
	
	
	
	
	

	
	
	
	
	
	

	5
	Mgaiwa (2021)
	Examining the role of perceived work environment on academic’s job satisfaction in Tanzania Higher education
	Independent variable: Physical work environment, social work environment and institutional support
Dependent variable: Job satisfaction
	Correlation and Multiple regression analysis
	Perceived work environment significantly predicts academic job satisfaction in Tanzania higher education.

	
	
	
	
	
	

	6
	Laizer (2023)
	Examine factors affecting employee job satisfaction in Arusha
	Independent variable: demographic factors, job factors and management factors
Dependent variable: Job satisfaction
	Descriptive statistics, Correlation and Multiple regression Analysis
	Work environment, compensation and career development had a positive relationship with job satisfaction

	
	
	
	
	
	

	7

	Mgaiwa (2023)
	Predicts academic job satisfaction from their perceived leadership style in Tanzania 
	Independent variable: Perceived leadership styles
Dependent variable: Job satisfaction
	Multiple regression analysis 
	Certain leadership style (Transformational and transitional) significantly predicts job satisfaction.


	8
	Nyoni (2024)
	Investigate the role of career development on employee performance in public organizations.
	Independent variable: Employee performance
Dependent variable: Career development

	SPSS, thematic analysis
	Career development influences employee performance positively.



Source: Researcher (2024).
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National Social Security Fund (NSSF), Ruvuma Region,
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RUVUMA.
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RE: RESEARCH CLEARANCE FOR MS. NOELAH ROBERT, REG NO: PG202186767
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3. To facilitate and to simplify research process therefore, the act empowers the Vice Chancellor of the Open University of Tanzania to issue research clearance, on behalf of the Government of Tanzania and Tanzania Commission for Science and Technology, to both its staff and students who are doing research in Tanzania. With this brief background, the purpose of this letter is to introduce to you Ms. Noelah Robert, Reg.No: PG202186767, pursuing Master of Business Administration (MBA). We here by grant this clearance to conduct a research titled “Factors Influencing Job Satisfaction in Public Organizations: A Case of NSSF Tanzania Southern Zone”. She will collect her data at your office from 11th April to 30th May 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.
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THE OPEN UNIVERSITY OF TANZANIA

Prof.Gwahula Raphael Kimamala
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3. To facilitate and to simplify research process therefore, the act empowers the Vice Chancellor of the Open University of Tanzania to issue research clearance, on behalf of the Government of Tanzania and Tanzania Commission for Science and Technology, to both its staff and students who are doing research in Tanzania. With this brief background, the purpose of this letter is to introduce to you Ms. Noelah Robert, Reg.No: PG202186767, pursuing Master of Business Administration (MBA). We here by grant this clearance to conduct a research titled “Factors Influencing Job Satisfaction in Public Organizations: A Case of NSSF Tanzania Southern Zone”. She will collect her data at your office from 11th April to 30th May 2025.
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THE OPEN UNIVERSITY OF TANZANIA

Prof.Gwahula Raphael Kimamala
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RE: RESEARCH CLEARANCE FOR MS. NOELAH ROBERT, REG NO: PG202186767
2. The Open University of Tanzania was established by an Act of Parliament No. 17 of 1992, which became operational on the 1stMarch 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 1stJanuary 2007.In line with the Charter, the Open University of Tanzania mission is to generate and apply knowledge through research.

3. To facilitate and to simplify research process therefore, the act empowers the Vice Chancellor of the Open University of Tanzania to issue research clearance, on behalf of the Government of Tanzania and Tanzania Commission for Science and Technology, to both its staff and students who are doing research in Tanzania. With this brief background, the purpose of this letter is to introduce to you Ms. Noelah Robert, Reg.No: PG202186767, pursuing Master of Business Administration (MBA). We here by grant this clearance to conduct a research titled “Factors Influencing Job Satisfaction in Public Organizations: A Case of NSSF Tanzania Southern Zone”. She will collect her data at your office from 11th April to 30th May 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.
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THE OPEN UNIVERSITY OF TANZANIA

Prof.Gwahula Raphael Kimamala
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RE: RESEARCH CLEARANCE FOR MS. NOELAH ROBERT, REG NO: PG202186767
2. The Open University of Tanzania was established by an Act of Parliament No. 17 of 1992, which became operational on the 1stMarch 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 1stJanuary 2007.In line with the Charter, the Open University of Tanzania mission is to generate and apply knowledge through research.

3. To facilitate and to simplify research process therefore, the act empowers the Vice Chancellor of the Open University of Tanzania to issue research clearance, on behalf of the Government of Tanzania and Tanzania Commission for Science and Technology, to both its staff and students who are doing research in Tanzania. With this brief background, the purpose of this letter is to introduce to you Ms. Noelah Robert, Reg.No: PG202186767, pursuing Master of Business Administration (MBA). We here by grant this clearance to conduct a research titled “Factors Influencing Job Satisfaction in Public Organizations: A Case of NSSF Tanzania Southern Zone”. She will collect her data at your office from 11th April to 30th May 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

Prof.Gwahula Raphael Kimamala
For: VICE CHANCELLOR

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