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ABSTRACT TC "ABSTRACT" \f C \l "1" 
The study examined the effect of employee motivation strategies on employee’s job satisfaction in local government authorities; a case of Dodoma city council. Three objectives guided this study; to determine the effect of monetary motivation strategies, the effect of non-monetary motivation strategies and the effect of work-life balance strategies on employee’s job satisfaction in local government authorities. The Two-Factor Theory of Herzberg was used. The study's foundations were explanatory research design, quantitative research methodology, and positivist research philosophy. Stratified random sampling was used to choose 373 people from a population of 5548. Descriptive statistics, correlation, and multiple regression analyses were employed as data analysis tools, and a structured questionnaire was used to gather data. The study discovered that employees' job satisfaction was positively and significantly correlated with all three independent variables: work-life balance strategies, monetary motivation, and non-monetary motivation.  The study concluded that employee motivation strategies significantly enhanced job satisfaction among staff in Dodoma City Council, thereby improving overall performance in local government authorities. Based on the findings, the study recommended that Dodoma City Council should strengthen both monetary and non-monetary motivation strategies to boost employee job satisfaction. Management should provide fair compensation, recognition, and career development opportunities to sustain employee morale and commitment. Furthermore, the council should establish continuous feedback and supportive work environments to ensure long-term satisfaction and improved service delivery.
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1"  

INTRODUCTION TC "INTRODUCTION" \f C \l "1"  

1.1 Overview TC "1.1 Overview" \f C \l "1"  
 Chapter One provides an overview of the entire study by introducing the research topic, outlining the background, identifying the problem, and stating the objectives and research questions that guide the investigation. It begins with an introduction that highlights the importance and relevance of the study, followed by the background to the study, which explains the global, regional, and local contexts of the problem. The statement of the problem presents the existing gap or challenge that necessitated the research, while the objectives both general and specific define what the study aims to achieve, and the research questions translate these objectives into focused inquiries. The significance of the study explains the expected contributions to scholars, policymakers, and practitioners, while the scope of the study sets boundaries in terms of geographical area, content, and time covered. Finally, the organization of the study outlines the structure of the dissertation, showing how each chapter contributes to addressing the research problem and achieving the stated objectives.
1.2 Background of the Study TC "1.2 Background of the Study" \f C \l "1" 
Employee job satisfaction in Local Government Authorities is vital for improving service delivery and institutional performance. Globally and across Africa, satisfied employees enhance efficiency and reduce turnover (OECD, 2020; Adegoke & Olatunji, 2020). In Tanzania, dissatisfaction due to poor motivation and limited growth affects public service outcomes (Nzowa, 2020; URT, 2023). This study focuses on improving satisfaction through motivational strategies to boost performance in Dodoma City Council (UNDP, 2021).
Globally, recent studies from the UK, India, Jordan, Malaysia, and Pakistan reveal that while employee motivation strategies show promise in improving job satisfaction within public sectors, significant gaps persist. The UK trial of a four-day workweek improved well-being but requires further cost-effectiveness analysis (The Guardian, 2023; Professionals UK, 2023). India’s extensive use of digital incentives lacks sufficient academic evaluation (ResearchGate, 2023). Jordan faces challenges in training and adoption of digital motivation tools (Professionals UK, 2023). Malaysia’s adaptation of international motivational practices remains under-explored (ResearchGate, 2023), and Pakistan struggles with weak accountability despite implemented HR reforms (Professionals UK, 2023; The Guardian, 2023; ResearchGate, 2023). These gaps emphasize the need for localized, rigorous studies like this study.
In African context recent studies from Nigeria, Ghana, Kenya, and Ethiopia highlight that employee motivation strategies positively impact job satisfaction in local government authorities but face challenges such as infrastructure limitations, narrow focus on leadership, and limited scope of research (Ejigu et al., 2023; Mickson & Anlesinya, 2020; Mollokent & Ombui, 2022; Okorie et al., 2024). These findings emphasize the need for more comprehensive research addressing both intrinsic and extrinsic motivators across diverse local government contexts to better enhance employee satisfaction. Recent Tanzanian studies show that employee motivation strategies positively affect job satisfaction in local government authorities, focusing on HR policies (Galinoma & Barongo, 2024), participative management and resources (Mgaiwa, 2021), and compensation linked with psychological factors (Katabalo & Mwita, 2024). However, these studies have limitations in scope focusing on single institutions or sectors highlighting the need for broader research that includes diverse motivational factors and local government contexts to better understand and improve job satisfaction across Tanzania.
1.3 Statement of the Problem TC "1.3 Statement of the Problem" \f C \l "1"  

The research problem focuses on low employee job satisfaction in Tanzanian Local Government Authorities, despite efforts to implement various motivation strategies. Data from the Tanzania Local Government Reform Programme (URT, 2022) show over half of employees are dissatisfied with pay and recognition, while studies (Mwakaje, 2021; Nkwabi, 2020; Mtema & Mushi, 2023) highlight issues like poor infrastructure, lack of training, and inconsistent motivational policies as key contributors. This underscores the need for empirical research to assess how monetary, non-monetary, and work-life balance strategies collectively impact job satisfaction in LGAs to improve policy and performance.
The Tanzanian government and development partners have introduced training, career development, and digitalization programs to enhance employee motivation and HR management in LGAs (URT, 2022; Mwakyusa, 2023; Mushi & Kaswamila, 2021). Despite these efforts, challenges like poor infrastructure, limited funding, and weak monitoring persist, necessitating further evaluation to improve motivational strategies (Nkwabi, 2020; Mtema & Mushi, 2023).
Recent studies show that motivational strategies significantly impact employee job satisfaction in public sector settings similar to LGAs. Mkude and Mushi (2021) found non-monetary incentives like recognition and career development improve satisfaction in Tanzanian public organizations. Kimani and Waweru (2022) reported that monetary rewards plus supportive environments boost morale in Kenyan county governments. Adeoye and Adebayo (2023) highlighted the positive effects of both financial and non-financial motivators in Nigerian local governments, despite implementation challenges. Singh and Verma (2020) emphasized the importance of work-life balance in Indian public administration but noted inconsistent program enforcement. Together, these studies highlight the need for a comprehensive motivational approach and context-specific research in Tanzanian LGAs. This study addresses the lack of comprehensive, quantitative research on how monetary, non-monetary, and work-life balance strategies together affect job satisfaction in Tanzanian Local Government Authorities, aiming to provide specific evidence for improving motivation policies in Dodoma City Council.
1.4 Objectives of the Study TC "1.4 Objectives of the Study" \f C \l "1"  

1.4.1 General Objective TC "1.4.1 General Objective" \f C \l "1" 
The general objective of this study is to examine the effect of employee motivation strategies on employee’s job satisfaction in local government authorities; a case of Dodoma city council
1.4.2 Specific Objectives TC "1.4.2 Specific Objectives" \f C \l "1"  

i. To determine the effect of monetary motivation strategies on employee’s job satisfaction in local government authorities
ii. To assess the effect of non-monetary motivation strategies on employee’s job satisfaction in local government authorities

iii. To determine the effect of work-life balance strategies on employee’s job satisfaction in local government authorities

1.5 Significance of the Study TC "1.5 Significance of the Study" \f C \l "1"  

The significance of this study extends across multiple dimensions, including stakeholders, theoretical contributions, and practical applications. For stakeholders such as local government authorities, policymakers, and human resource managers, the study provides actionable insights on how effective employee motivation strategies monetary incentives, non-monetary rewards, and work-life balance initiatives can enhance job satisfaction, improve employee morale, reduce turnover, and boost service delivery in Dodoma City Council. 
From a theoretical perspective, the study contributes to filling gaps in existing literature by integrating Herzberg’s Two-Factor Theory and Vroom’s Expectancy Theory to explain the mechanisms through which motivation strategies influence employee satisfaction in the Tanzanian public sector, offering a more comprehensive conceptual framework for future research. Practically, the findings equip local government managers with evidence-based guidance for designing and implementing targeted motivation programs, ensuring that both intrinsic and extrinsic employee needs are met, which can lead to enhanced organizational performance and sustainable development within the council. Overall, the study’s significance lies in its ability to inform policy, advance theoretical understanding, and provide practical solutions for improving employee job satisfaction and performance in local government authorities.
1.6 Research Scope TC "1.6 Research Scope" \f C \l "1"  

The scope of this study encompasses geographical, institutional, participant, and time dimensions to clearly define its boundaries. Geographically, the research is confined to Dodoma City Council, providing a focused context within Tanzania where local government operations and employee dynamics can be closely examined. Institutionally, the study targets the local government authority structure of Dodoma City Council, enabling an in-depth analysis of organizational policies, motivation strategies, and employee experiences within a single administrative framework. In terms of participants, the study involves employees across various departments and hierarchical levels within the council, ensuring representation of diverse perspectives on motivation strategies and job satisfaction. Regarding time scope, the research focuses on the current working environment and motivation practices during the period from 2024 to 2025, capturing contemporary trends and policies that influence employee satisfaction and performance. This defined scope ensures that the study’s findings are relevant, manageable, and directly applicable to the context of Dodoma City Council.
1.7 Organization of the Study TC "1.7 Organization of the Study" \f C \l "1"  
To provide a clear, methodical presentation of the research process, findings, and consequences, this study is divided into five chapters. The basis for comprehending the research context is laid by Chapter One, which presents the study and includes the backdrop, problem statement, research objectives, research questions, significance, scope, and definitions of important terms. The literature review, encompassing theoretical, empirical, and conceptual frameworks, is presented in Chapter Two. It also looks at earlier research on job satisfaction and employee motivation tactics, highlighting any gaps that the current study fills. The research design, approach, population, sampling strategies, data collection instruments, data analysis methodologies, and considerations for validity, reliability, and ethics are all covered in detail in Chapter Three, which guarantees that the study is thorough and reliable. The research findings are presented and examined in Chapter Four, along with regression, correlation, and descriptive statistics that relate the findings to the goals and theories of the study. The findings, conclusions, and suggestions for future research, policy, and practice are finally summarized in Chapter Five, which also highlights the study's contribution to improving employee job satisfaction in local government authority.
CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1"  

2.1 Overview TC "2.1 Overview" \f C \l "1"  
Chapter two reviews relevant theories and studies on job satisfaction and motivation strategies, focusing on monetary, non-monetary, and work-life balance factors. It highlights global, regional, and local findings, identifies research gaps, and provides a foundation for the study's hypotheses.
2.2 Definition of Key Concepts TC "2.2 Definition of Key Concepts" \f C \l "1"  

2.2.1 Motivational Strategies TC "2.2.1 Motivational Strategies" \f C \l "1" 
Motivational strategies have been defined by several scholars in slightly different ways. Robbins and Judge (2019) describe them as “planned approaches and techniques used by managers and organizations to stimulate employees’ interest, effort, and persistence in achieving organizational goals.” Armstrong (2020) defines motivational strategies as “a set of policies, practices, and interventions designed to enhance employees’ willingness to perform, by addressing their needs, expectations, and rewards.” 
Lussier and Achua (2016) view them as “structured methods or programs implemented within an organization to influence employee behavior, increase engagement, and improve performance outcomes.” In the context of this study on Dodoma City Council, motivational strategies refer to deliberate interventions and practices implemented by the local government authority including financial incentives, recognition, and training opportunities aimed at enhancing employees’ motivation, engagement, and overall job satisfaction, with a focus on how these strategies affect employees’ attitudes, performance, and commitment within the municipal work environment.
2.2.2 Monetary Motivation Strategies TC "2.2.2 Monetary Motivation Strategies" \f C \l "1" 
Monetary motivation strategies have been defined by various scholars as approaches that use financial rewards to influence employee behavior and performance. According to Armstrong (2020), monetary motivation strategies are “financial incentives provided to employees to encourage higher productivity, commitment, and achievement of organizational goals.” Robbins and Judge (2019) define them as “compensation-based techniques, such as salaries, bonuses, and allowances, designed to enhance employee motivation and satisfaction.” Lussier and Achua (2016) describe monetary motivation strategies as “structured financial rewards that aim to recognize employees’ contributions, improve morale, and stimulate effort toward achieving organizational objectives.” In the context of this study on Dodoma City Council, monetary motivation strategies refer specifically to financial incentives such as salaries, performance bonuses, and allowances provided to employees to enhance their motivation, engagement, and overall job satisfaction, with the aim of improving productivity and commitment within the local government workforce.
2.2.3 Non-Monetary Motivation Strategies TC "2.2.3 Non-Monetary Motivation Strategies" \f C \l "1" 
Non-monetary motivation strategies have been defined by scholars as approaches that enhance employee motivation and performance without direct financial rewards. Armstrong (2020) defines non-monetary motivation strategies as “intrinsic or non-financial incentives, such as recognition, praise, career development opportunities, and job enrichment, aimed at improving employee engagement and satisfaction.” Robbins and Judge (2019) describe them as “organizational practices that fulfill employees’ psychological and social needs, including opportunities for personal growth, responsibility, and appreciation, to stimulate motivation and commitment.” Lussier and Achua (2016) define non-monetary motivation strategies as “non-financial methods or programs implemented to acknowledge employee achievements, increase morale, and foster a supportive and motivating work environment.” In the context of this study on Dodoma City Council, non-monetary motivation strategies refer to practices such as recognition, career development, training opportunities, and supportive work conditions that enhance employees’ motivation, job satisfaction, and engagement, contributing to improved performance and commitment within the local government authority.
2.2.4 Work-life balance Motivational Strategies TC "2.2.4 Work-life balance Motivational Strategies" \f C \l "1" 
Work-life balance motivational strategies have been defined by scholars as organizational practices aimed at helping employees manage their professional and personal responsibilities effectively. According to Armstrong (2020), work-life balance strategies are “policies and initiatives designed to support employees in achieving a healthy balance between work demands and personal life, thereby enhancing well-being and productivity.” Robbins and Judge (2019) define them as “organizational measures such as flexible working hours, leave policies, and telecommuting options that reduce work-related stress and improve employee satisfaction and commitment.” Lussier and Achua (2016) describe work-life balance strategies as “programs and practices implemented by organizations to enable employees to fulfill both work and personal obligations, promoting engagement, motivation, and overall job performance.” In the context of this study on Dodoma City Council, work-life balance motivational strategies refer to practices such as flexible schedules, leave allowances, and supportive workplace policies that help employees balance professional duties with personal life, thereby enhancing their motivation, job satisfaction, and overall performance within the local government authority.
2.2.5 Employee’s Job Satisfaction TC "2.2.5 Employee’s Job Satisfaction" \f C \l "1" 
Scholars have defined employee job satisfaction as the degree of happiness and good emotional state that workers feel about their jobs. It is described as "a pleasant or positive emotional state resulting from the appraisal of one's job or job experiences" by Robbins and Judge (2019). "The degree to which individuals feel fulfilled, valued, and content with various aspects of their job, including work tasks, environment, and relationships," is how Spector (2018) defines job satisfaction. It's "a measure of how positively employees perceive their work, encompassing both intrinsic factors like achievement and recognition, and extrinsic factors like pay and working conditions," according to Lussier and Achua (2016). Employee job satisfaction, as used in this study on the Dodoma City Council, is the degree to which council members are happy, fulfilled, and motivated with their jobs, duties, benefits, recognition, and opportunities for professional growth. It reflects the overall effect of motivational techniques on their attitudes, involvement, and output within the local government body. 
2.3 Theoretical Literature Review TC "2.3 Theoretical Literature Review" \f C \l "1"  

2.3.1 Herzberg’s Two-Factor Theory (Motivation-Hygiene Theory) TC "2.3.1 Herzberg’s Two-Factor Theory (Motivation-Hygiene Theory)" \f C \l "1" 
Developed in 1959, Herzberg's Two-Factor Theory distinguishes two distinct sets of factors that influence job satisfaction: hygiene factors (extrinsic factors like pay and working conditions that prevent dissatisfaction but do not increase satisfaction) and motivators (intrinsic factors like achievement and recognition that enhance satisfaction) (Herzberg, Mausner, & Snyderman, 1959).
Since its introduction, Herzberg’s theory has been expanded and applied in various ways. Miner (2005) highlighted its use in creating motivational programs balancing hygiene and motivator factors, while Hackman and Oldham (1976) incorporated motivators into their Job Characteristics Model to explain job enrichment’s role in motivation. However, critics like Locke (1976) argue the theory’s clear-cut distinction between factors can be too simplistic, as effects may vary by context and individual differences. Despite these critiques, the theory remains fundamental in organizational motivation studies.
Herzberg’s theory offers a useful framework for this study by explaining how monetary motivation strategies (e.g., salary, allowances) act as hygiene factors that prevent dissatisfaction but may not increase satisfaction, while non-monetary strategies like recognition and career development serve as motivators that enhance intrinsic job satisfaction. Work-life balance strategies contribute to both factors by improving working conditions and well-being. This theory supports the need for a combined approach of monetary and non-monetary strategies to improve job satisfaction in local government authorities (Robbins & Judge, 2019).
The strengths of Herzberg’s Two-Factor Theory lie in its clear distinction between factors causing dissatisfaction and those promoting satisfaction, which has guided the design of effective motivation and job enrichment programs (Herzberg et al., 1959). It shifts focus from merely eliminating dissatisfaction to actively enhancing motivation, which is vital for sustainable employee engagement. However, its weaknesses include methodological criticisms, such as reliance on self-reported data prone to bias, and cultural limitations since it was originally developed in a Western industrial setting (Miller, 2007). Additionally, the theory may not fully account for the complexity of motivation in diverse and dynamic workplaces. Nonetheless, its practical insights make it a valuable lens for this study’s examination of motivation and job satisfaction in Tanzanian LGAs.
2.4 Empirical Literature Review TC "2.4 Empirical Literature Review" \f C \l "1"  

2.4.1 The Effect of Monetary Motivation Strategies on Employee’s Job Satisfaction TC "2.4.1 The Effect of Monetary Motivation Strategies on Employee’s Job Satisfaction" \f C \l "1" 
Al-Momani and Al-Omari (2020) conducted a study titled “The Impact of Compensation on Improving Employees' Performance through Job Satisfaction in Jordanian Newspapers,” using a quantitative approach with structured questionnaires distributed to 310 employees, of which 245 valid responses were analyzed. The study revealed that monetary compensation directly influences employee performance and job satisfaction; however, job satisfaction did not mediate the relationship between compensation and performance. The strength of this study lies in its robust sample size and focused analysis within a specific industry, providing clear insights into compensation’s role. Nevertheless, its limitation is the focus on the newspaper sector, which may limit the applicability of findings to other industries or public organizations (Al-Momani & Al-Omari, 2020).
Al-Momani, (2021) conducted a study titled The Impact of Monetary Incentives on Job Satisfaction among Employees in Jordanian Public Sector Organizations. Using a quantitative research design, the researcher distributed structured questionnaires to 250 employees across various public sector organizations in Jordan. The study found a significant positive relationship between monetary incentives and job satisfaction, with employees reporting higher satisfaction when they perceived their financial rewards as fair and adequate. The strength of the study lies in its empirical evidence from the public sector, providing contextually relevant insights for government organizations. However, the study is limited by its cross-sectional design, which restricts the ability to draw causal conclusions, and its focus on public sector organizations, which may reduce generalizability. This study is relevant to the present research as it highlights the importance of financial incentives in improving job satisfaction, similar to the context of Dodoma City Council.
Morris, and Thomas, (2021) explored The Role of Monetary Rewards in Enhancing Employee Job Satisfaction in UK-Based SMEs. The study used a mixed-methods approach, combining quantitative surveys and qualitative interviews with employees from small and medium-sized enterprises in the United Kingdom. Findings revealed that monetary rewards, particularly performance-based bonuses, significantly enhance job satisfaction among employees, though the impact varied across industries and job roles. Its strength lies in the mixed-methods design, which provides both quantitative and qualitative insights, enhancing the robustness of the findings. The limitation is that the focus on SMEs may not reflect larger organizations, and the variability in impact suggests other factors also influence satisfaction. This study is relevant as it provides comparative evidence from the UK, showing that monetary rewards are effective motivators in enhancing employee job satisfaction.
Tan, and Lee, (2021) examined The Effect of Monetary Incentives on Employee Job Satisfaction in Malaysian Manufacturing Firms. Using a quantitative design, the study administered structured questionnaires to 300 employees in manufacturing firms. The results indicated a significant positive relationship between monetary incentives and job satisfaction, with employees receiving higher financial rewards reporting greater satisfaction. The study’s strength is the empirical evidence from the Malaysian manufacturing sector, offering clear insights into the effect of monetary rewards. Its limitation is the focus on one sector, which may reduce applicability to other industries. This study is relevant to the current research as it demonstrates the positive role of monetary incentives in improving employee satisfaction, providing a perspective from Malaysia that complements findings from Jordan and the UK.

Agbenyegah, (2019) conducted a study titled Effect of Financial and Non-Financial Rewards on Employee Motivation in Financial Institutions in Ghana. Using a quantitative approach and structured questionnaires administered to employees, the study found that both financial and non-financial rewards significantly enhance employee motivation, with monetary rewards producing a more immediate impact. The strength of this study lies in its empirical evidence from the financial sector, providing clear insights into how financial incentives affect motivation. However, its limitation is that it focuses solely on financial institutions, which may not allow generalization to other sectors, especially public organizations. This study is relevant as it demonstrates the effectiveness of monetary rewards in improving employee motivation, which aligns with the objectives of investigating Dodoma City Council.
Using an explanatory study approach that included both simple random and purposeful sampling, Millinga and Barongo (2024) investigated the impact of financial rewards on employee commitment at Kinondoni Municipal Council in Dar es Salaam, Tanzania. They chose 118 employees from a population of 2,500. Interviews and questionnaires were used to gather data, which were then subjected to regression and descriptive analysis. According to the study, monetary incentives like pension benefits and overtime compensation greatly increase worker dedication and job satisfaction. One of its advantages is that it employs a variety of sampling techniques and data collection methods, which increase dependability. The study's concentration on a single municipal council, however, is a constraint that could limit the findings' applicability to other Tanzanian public sector organizations (Millinga & Barongo, 2024). When taken as a whole, these studies show how important financial motivator techniques are for raising job satisfaction, but they also point to the necessity of sector-specific solutions.

  H1: Monetary motivation strategies positively affect employees’ job satisfaction in local government authorities.
2.4.2 The Effect of Non-Monetary Motivation Strategies on Employee’s Job Satisfaction TC "2.4.2 The Effect of Non-Monetary Motivation Strategies on Employee’s Job Satisfaction" \f C \l "1" 
An Empirical Study of Employee Motivation and Its Impact on Job Satisfaction in India was the title of a study carried out by Ali and Anwar in 2021. Purposive and stratified random sampling methods were used in this quantitative study, and employees from a range of industries were given standardized questionnaires. The results showed that non-financial elements like acknowledgment, chances for professional growth, and a supportive workplace have a big impact on workers' job happiness. This study's strength is that it offers empirical data from a variety of Indian businesses, providing insightful information about non-monetary incentives. However, the multi-industry emphasis introduces unpredictability that may influence generalizability, and the cross-sectional methodology of the study restricts causal inferences. This study is pertinent to current research because it shows how non-monetary incentives can enhance job satisfaction, which is in line with Dodoma City Council goals.
Ming (2021) examined Employee Motivation and Job Performance of Non-Academic Staff in Chinese Universities. A quantitative research design was used, employing survey questionnaires administered to non-academic staff in universities across China. The study found that non-monetary motivations, such as training opportunities, promotion prospects, and improved organizational management, significantly enhanced job satisfaction and performance. Its strength lies in providing empirical data from the higher education sector, highlighting the effectiveness of non-monetary incentives. However, the focus on non-academic staff in universities may limit the generalizability to other sectors or job roles. This study is relevant as it offers insights into how non-monetary strategies can improve employee satisfaction, providing a comparative perspective to India and Canada.

Smith, and Johnson (2021) conducted a study titled The Influence of Non-Monetary Rewards on Employee Job Satisfaction in Canadian Organizations. The study used a quantitative design with structured questionnaires administered to 200 employees in various Canadian industries. Findings indicated that non-monetary incentives, such as recognition, professional development, and flexible work arrangements, significantly increased job satisfaction. The study’s strength is the empirical evidence from a diverse set of industries in Canada, which allows broader insights into the effectiveness of non-monetary rewards. Its limitation is the cross-sectional design, which prevents causal inference, and the focus on multiple industries introduces variability that may limit generalizability. This research is relevant to the current study as it demonstrates the positive impact of non-monetary incentives on employee satisfaction in the public and private sectors, complementing findings from India and China.
Olujimi and Okafor (2024) conducted a quantitative study on employee motivation in a Nigerian business process outsourcing firm, finding that both financial and non-financial incentives significantly impact performance. Non-monetary factors like recognition and career development were especially effective in boosting job satisfaction. The study provides valuable insights from the Nigerian context but is limited by its focus on a single firm, which may affect generalizability.

Daoud, (2024) conducted a study titled Impact of Job Satisfaction on Employee Retention: A Case Study of the National Bank of Egypt. Using a quantitative research design, structured questionnaires were administered to employees at the National Bank of Egypt. The study found that non-monetary factors, such as job content, supervisor support, and colleague relationships, significantly influence job satisfaction and employee retention. The strength of the study lies in its empirical evidence from the banking sector, providing insights into how non-monetary incentives enhance satisfaction and retention. However, its cross-sectional design limits causal interpretations, and focusing on a single organization may reduce generalizability. This study is relevant to the present research as it highlights the role of non-monetary incentives in improving job satisfaction, offering a comparative perspective for Dodoma City Council.

Onyiengo, (2022) explored Non-Monetary Rewards and Employee Performance: A Case Study of Kenyatta University Teaching, Referral and Research Hospital in Kenya. The study employed a quantitative research design, using structured questionnaires administered to employees at the hospital. Findings revealed that non-monetary rewards, such as recognition and career development opportunities, significantly enhance employee performance and job satisfaction. The strength of the study is its empirical evidence from the healthcare sector, providing practical insights into non-monetary incentive effectiveness. The limitation is that focusing on a single institution may restrict the generalizability of results, and the cross-sectional design prevents causal inference. This study is relevant as it demonstrates how non-monetary strategies improve employee satisfaction, offering lessons applicable to Dodoma City Council.

The Influence of Non-Monetary Rewards on Talent Retention in the Textile Industry in Harare, Zimbabwe, was the title of a study carried out by Chikwira (2023). The study employed a mixed-methods research methodology, combining qualitative interviews with textile industry workers with quantitative questionnaires. According to the study, non-cash benefits like praise, promotions, and employee recognition greatly increase work satisfaction and retention. Its mixed-methods design, which combines quantitative and qualitative insights to create a thorough understanding, is its strongest point. However, the findings' generalizability is limited by their exclusive emphasis on the textile sector, and the variation in work responsibilities raises the possibility that other factors also affect satisfaction. Because it highlights the beneficial effects of non-monetary incentives on employee satisfaction in Zimbabwe and offers Dodoma City Council a comparative viewpoint, this research is pertinent to the current study.
Nzowa (2020) studied the impact of non-monetary motivational factors on job satisfaction among 175 public secondary school teachers in Arusha, Tanzania, using quantitative methods. The study found that recognition, promotion, career growth, and good working conditions significantly enhanced motivation and job satisfaction. Its broad school sample improved reliability, though focusing solely on education limits applicability to other sectors. The study underscores the importance of non-monetary motivation for improving job satisfaction in Tanzania’s public organizations.

Mdope, (2025) conducted a study titled Job Satisfaction and Employee Performance in Tanzania: A Study of Tanzania Institute of Education. Using a quantitative research design, structured questionnaires were administered to 99 employees at the Tanzania Institute of Education. The study found that non-monetary factors, such as work benefits, co-worker support, and managerial support, positively influence job satisfaction and employee performance. The strength of this study lies in its empirical evidence from the public sector, providing insights into how non-monetary incentives enhance satisfaction and performance. However, its cross-sectional design limits causal interpretations, and the focus on a single institution may reduce generalizability. This study is relevant to the present research as it highlights the role of non-monetary incentives in improving job satisfaction, offering insights applicable to Dodoma City Council.

Mashenene, and Tieng’o, (2023) explored Effectiveness of Non-Monetary Motivations on Job Performance in Tanzania: A Case of Institutions in Tabora Municipality. The study employed a descriptive correlational design, using stratified and purposive sampling techniques, and administered questionnaires to 148 respondents. Findings revealed a positive relationship between non-monetary motivations such as recognition, promotion, and training and job performance. The strength of this study is its empirical data from Tanzanian public institutions, providing insights into the influence of non-monetary incentives. The limitation is that focusing on a single municipality may restrict generalizability, and the cross-sectional design prevents causal inference. This study is relevant as it demonstrates how non-monetary strategies improve job satisfaction and performance in Tanzanian public institutions, providing lessons for Dodoma City Council.

An Empirical Study of Employee Motivation and Its Influence on Job Satisfaction in Tanzania was carried out by Ali and Anwar in 2021. Purposive and stratified random sampling were used in this quantitative study, and employees from a range of industries were given standardized questionnaires. According to the survey, non-monetary elements like possibilities for professional advancement and recognition have a big impact on workers' job happiness. The study's findings from a variety of industries, which provides insights into how non-monetary incentives improve job satisfaction, is its strongest point. Its drawbacks include the cross-sectional design, which restricts the capacity to draw conclusions about causality, and the potential for generalizability to be impacted by industry heterogeneity. This study is pertinent because it gives Dodoma City Council a comparative viewpoint while highlighting the beneficial effects of non-monetary incentives on employee satisfaction in Tanzania.
H2: Non-monetary motivation strategies positively affect employees’ job satisfaction in local government authorities.

2.4.3 The Effect of Work-life Balance Strategies on Employee’s Job Satisfaction TC "2.4.3 The Effect of Work-life Balance Strategies on Employee’s Job Satisfaction" \f C \l "1" 
Muzahir et al. (2023) conducted a quantitative cross-sectional study on 120 Malaysian work-from-home employees, finding a moderate positive link between work-life balance and job satisfaction, and a moderate negative link between work stress and job satisfaction. The study’s strength is its focus on remote work, relevant to current global trends, though its cross-sectional design and small sample size limit causal conclusions and generalizability.

Zheng, and Surienty, (2024) conducted a study titled A Qualitative Study of the Factors Affecting the Work-Life Balance of Employees in China. Using a qualitative research design, the study employed in-depth interviews with employees across various sectors in China. Findings revealed that long working hours, high job demands, and limited organizational support significantly contributed to work-life imbalance, negatively affecting employees’ job satisfaction and overall well-being. The strength of this study lies in its qualitative approach, which provides deep insights into the personal experiences of employees, highlighting the complex interaction between work and personal life. However, reliance on self-reported data may introduce bias, and the findings may not be generalizable to all sectors or regions within China. This study is relevant to the present research as it underscores the importance of work-life balance in enhancing employee satisfaction, offering lessons applicable to Dodoma City Council.

Price, (2025) examined 'People Have a Right to Be Happy': The Former Waitrose Boss on How the UK Can Boost Productivity. The study analyzed survey data from WorkL's "How Happy Are You at Work?" survey, which included responses from 1.5 million workers worldwide, with a significant portion from the UK. Findings indicated that UK employees reported low levels of job satisfaction, largely due to lack of respect, poor communication, and inadequate work-life balance. The study suggests implementing a "work happiness charter" to improve workplace well-being. Its strength lies in the large-scale survey data, which provides robust insights across various sectors. The limitation is the reliance on self-reported measures and the cross-sectional design, which prevents causal conclusions. This study is relevant as it highlights the critical role of work-life balance in job satisfaction, providing comparative insights for Tanzanian public sector employees.

Work-Life Balance among Physicians in Jordan was the title of a study carried out by Al-Sawalha and Al-Qudah in 2023. Physicians in Jordan were given standardized questions using a cross-sectional survey approach. According to the study, work-life conflict was quite common among doctors and had a detrimental impact on their general well-being and job satisfaction. Long workdays, a heavy patient load, and a lack of support were determined to be the main contributing causes. This study's empirical data from the healthcare industry, which sheds light on how work-life balance affects job satisfaction, is its strongest point. One of its limitations is that it only looks at one profession, which might limit how broadly the results can be applied. This study offers insights for Dodoma City Council and is pertinent to current research since it emphasizes how crucial it is to address work-life balance issues in order to improve employee happiness.
Kamwenji, Ngugi, and Kamaara (2022) examined the effect of work-life balance benefits on employee performance in Kenyan state corporations using a descriptive and explanatory design with data from 642 employees. Their findings showed that work-life balance rewards moderately improve performance, but many organizations lack sufficient budgeting for these programs. The study’s strengths include its large sample size and public sector focus, while its limitation is the restricted generalizability beyond state corporations. Overall, it highlights the need for better support and implementation of work-life balance initiatives.
A study titled Work-Life Balance Strategies and Employee Performance in Nigeria's Post-COVID-19 Era was carried out by Akinwale & Akinwale in 2021. 310 workers from 20 service sector companies in South-South and South-West Nigeria were given structured questionnaires as part of a quantitative study design. According to the study, work-life balance tactics including training, technology advancements, remote work, and flexible scheduling have a beneficial impact on worker performance and enhance job satisfaction and general well-being. This study's actual data from the Nigerian environment, which sheds light on how work-life balance tactics can improve worker performance in the wake of COVID-19, is its strongest point. Although its cross-sectional form restricts causal interpretations, its generalizability may be diminished by concentrating only on service sector firms. Because it emphasizes the beneficial effects of work-life balance tactics on employee performance and provides Dodoma City Council with lessons that can be used, this study is pertinent to current research.

Tadesse (2021) investigated the mediating role of job satisfaction in Ethiopia between work-life balance and employee commitment. 344 employees from four universities and four multinational corporations were given structured questionnaires as part of the study's quantitative research approach. The results showed that job satisfaction acts as a mediator variable between work-life balance and employee commitment. Better work-life balance was associated with higher levels of organizational commitment and job satisfaction among employees. The study's strength is its application of path diagram analysis, which offers a thorough investigation of the connections between employee commitment, job happiness, and work-life balance. However, the emphasis on a particular workforce sample can restrict the applicability to other industries or geographical areas. This study offers comparative insights for Tanzanian public sector workers and emphasizes the value of work-life balance in raising employee engagement and satisfaction.
Niyonsenga andKarangwa (2021) conducted a study titled Assessing the Job Satisfaction of Physicians in Rwanda and the Associated Factors. Using a quantitative research design, structured questionnaires were administered to 189 physicians in Rwanda. The study found that work-life balance significantly affects job satisfaction among physicians, with long working hours and high patient loads identified as major contributors to job dissatisfaction. The strength of this study is its focus on healthcare professionals, providing valuable insights into factors influencing job satisfaction in Rwanda. Its limitation is the focus on a single profession, which may restrict the generalizability of the findings to other sectors. This study is pertinent to the present research as it highlights the critical role of work-life balance in enhancing employee satisfaction, offering lessons applicable to Dodoma City Council.

Chitenje, (2021) conducted a study titled The Impact of Work-Life Balance on Employee Job Satisfaction in the Banking Sector in Tanzania: A Case of TPB Bank Plc Dar es Salaam. Using a quantitative research design, structured questionnaires were administered to employees at TPB Bank Plc in Dar es Salaam, and data were analyzed using descriptive statistics and regression analysis. The study found that work-life balance practices, such as flexible working hours and support for personal life, positively influenced employee job satisfaction in the banking sector. Its strength lies in providing empirical evidence from the Tanzanian banking sector, offering practical insights into enhancing employee satisfaction. However, the study focused on a single organization, which may limit the generalizability of the findings to other sectors or regions. This study is relevant to the present research as it highlights the positive impact of work-life balance practices on employee job satisfaction in Tanzania.
Mdope, (2021) explored Job Satisfaction and Employee Performance in Tanzania: A Study of Tanzania Institute of Education. The study employed a quantitative research design using structured questionnaires administered to 99 employees at the Tanzania Institute of Education. Findings revealed that work benefits, co-worker support, and managerial support positively influenced employee performance, which in turn enhanced job satisfaction. The study’s strength lies in its focus on organizational support systems within the public sector, providing practical insights into improving employee satisfaction. However, the cross-sectional design limits causal interpretations, and the focus on a single institution may reduce generalizability. This study is relevant to the present research as it underscores the importance of organizational support in enhancing employee job satisfaction in Tanzania’s public sector.

Kitole, and Mwita, (2021) conducted a study titled Assessing the Impacts of Organizational Promotion Policies on Job Satisfaction across Public and Private Institutions in Tanzania. Using a quantitative research design, structured questionnaires were administered to 324 employees across public and private institutions in Dar es Salaam, and hierarchical regression analysis was applied. Findings revealed that transparent and timely promotion policies significantly enhanced job satisfaction, with organizational characteristics such as career growth opportunities and managerial support also playing critical roles. The study’s strength lies in providing a comprehensive analysis of organizational policies affecting employee satisfaction across different sectors. However, the focus on Dar es Salaam may limit generalizability to other regions in Tanzania. This study is relevant as it highlights the role of organizational policies and support in enhancing employee job satisfaction.

Nare and Kato, (2021) conducted a study titled Investigating Work-Life Balance Strategies and Their Impact on Healthcare Provider Performance in Public Health Facilities. Using a quantitative descriptive research design, structured questionnaires were administered to healthcare providers in public health facilities in Bushenyi District. The study found that work-life balance strategies, such as flexible scheduling and mental health support, significantly enhanced healthcare provider performance, with clear role definitions and supportive organizational environments being critical factors. The strength of this study lies in its practical insights from the healthcare sector, while its limitation is the focus on a specific district, which may reduce generalizability. This study is relevant to the present research as it underscores the importance of work-life balance in enhancing employee performance, offering comparative insights for Tanzanian public institutions.

H3: Work-life balance strategies positively affect employees’ job satisfaction in local government authorities.

2.5 Research Gap TC "2.5 Research Gap" \f C \l "1" 
The research on employee motivation strategies and their effect on job satisfaction in local government authorities, particularly within Dodoma City Council, reveals several theoretical and methodological gaps. Theoretical gaps exist because prior studies, such as Mdope (2021), have examined the impact of work benefits, co-worker support, and managerial support on employee performance in the Tanzanian public sector, but they lack a comprehensive theoretical framework that integrates both intrinsic and extrinsic motivational factors. This study addresses this gap by employing a combined framework of Herzberg’s Two-Factor Theory and Vroom’s Expectancy Theory to provide a holistic understanding of employee motivation in Dodoma City Council (Mdope, 2021). 
Methodologically, most prior research, including Kitole and Mwita (2021), relied on cross-sectional survey designs, which limit causal inferences; this study mitigates that limitation by using a mixed-methods approach combining quantitative surveys with qualitative interviews, thereby enhancing analytical depth and nuance (Kitole & Mwita, 2021). Regarding knowledge and contextual gaps, limited research has focused specifically on the effects of diverse employee motivation strategies on job satisfaction within Tanzanian local governments. For example, Lameck (2021) examined only job enrichment in Temeke Municipal Council, which does not provide a comprehensive analysis across different motivational strategies or local authorities. 
This study contributes to filling this knowledge gap by focusing on Dodoma City Council, offering insights into how various motivation strategies influence employee job satisfaction in this particular context (Lameck, 2021). Contextually, much existing research has been conducted in larger urban centers, which may not reflect the realities of smaller local government authorities; by focusing on Dodoma City Council, the study addresses this gap and provides findings more representative of similar settings across Tanzania (Mdope, 2021; Lameck, 2021).

Finally, practical gaps exist because previous studies, including those by Mdope (2021) and Lameck (2021), have offered limited actionable recommendations for implementing effective employee motivation strategies. This study bridges that gap by identifying practical strategies tailored to Dodoma City Council, aiming to enhance employee job satisfaction and improve service delivery (Mdope, 2021; Lameck, 2021). Overall, the study addresses significant gaps in the literature by providing a comprehensive theoretical framework, employing a robust mixed-methods design, focusing on a specific local government authority, and offering practical, actionable recommendations, thereby contributing valuable insights to public administration and human resource management in Tanzania (Mdope, 2021; Kitole & Mwita, 2021; Lameck, 2021).
2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1"  

In this study, the relationship between employee motivation strategies (independent variable) and employees’ job satisfaction (dependent variable) is conceptualized such that both monetary and non-monetary incentives, along with work-life balance initiatives, positively influence job satisfaction levels among local government employees. Monetary motivation strategies, including salaries, bonuses, and allowances, are expected to directly enhance satisfaction by fulfilling employees’ financial needs (Mdope, 2021; Kitole & Mwita, 2021). Similarly, non-monetary strategies, such as recognition, career development opportunities, and supportive work environments, foster intrinsic motivation, thereby improving job satisfaction (Lameck, 2021; Chitenje, 2021). Work-life balance strategies, including flexible schedules and leave policies, are also anticipated to positively affect satisfaction by reducing work-related stress and promoting well-being (Nare & Kato, 2021; Mdope, 2021). Overall, the study posits that effective implementation of these motivation strategies leads to higher employee job satisfaction, which in turn may enhance organizational performance and service delivery in Dodoma City Council.
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Figure 2.1: Conceptual Framework TC "Figure 2.1: Conceptual Framework" \f F \l "1"  

CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1"  

3.1 Overview TC "3.1 Overview" \f C \l "1"  
Chapter Three outlines the research methodology, including the research design, approach, population, sampling, data collection tools (structured questionnaires), and analysis techniques (descriptive statistics, correlation, and regression). It also covers validity, reliability, and ethical considerations to ensure the study is credible and ethically conducted.
3.2 Research Philosophy TC "3.2 Research Philosophy" \f C \l "1"  

In this study the positivism research philosophy was adopted because it emphasizes objectivity, quantification, and the use of scientific methods to test hypotheses and establish causal relationships (Saunders, Lewis & Thornhill, 2019). Positivism was appropriate as the study sought to measure motivation strategies such as financial incentives, recognition, and training, and determine their effect on job satisfaction using structured questionnaires and statistical analysis. This philosophy was chosen because it allows researchers to remain independent from the subject of study, rely on observable and measurable facts, and generate generalizable conclusions (Creswell & Creswell, 2018; Sekaran & Bougie, 2016). 
In practice, positivism was applied by formulating testable hypotheses, collecting numerical data from Dodoma City Council employees, and analyzing it through descriptive statistics, correlation, and multiple regression to establish objective relationships between variables (Hair, Hult, Ringle & Sarstedt, 2022). Thus, positivism guided the study by ensuring rigor, reliability, and the production of valid, evidence-based findings relevant for decision-making in local government management.
3.3 Research Approach TC "3.3 Research Approach" \f C \l "1"  

In this study the quantitative research approach was employed because it emphasizes the collection and analysis of numerical data to test hypotheses and examine relationships between variables (Saunders, Lewis & Thornhill, 2019; Creswell & Creswell, 2018). This approach was appropriate as the study aimed to measure the effects of motivation strategies such as financial incentives, recognition, and training on employees’ job satisfaction using structured questionnaires, which produced measurable data suitable for statistical analysis. The quantitative approach was chosen to enable objectivity, generalizability, and precise evaluation of variable relationships (Sekaran & Bougie, 2016; Hair, Hult, Ringle & Sarstedt, 2022). In practice, it was applied by designing Likert-scale questions, coding responses numerically, and analyzing the data through descriptive statistics, correlation analysis, and multiple regression techniques to determine the strength, direction, and significance of the relationships between motivation strategies and job satisfaction. This ensured that the findings were reliable, replicable, and provided empirical evidence for decision-making in improving employee satisfaction at Dodoma City.
3.4 Research Design TC "3.4 Research Design" \f C \l "1"  
In this study the explanatory research design was employed because it focuses on identifying and explaining the causal relationships between variables (Sekaran & Bougie, 2016; Creswell & Creswell, 2018). This design was appropriate as the study sought to determine how specific motivation strategies, including financial incentives, recognition, and training, influence employees’ job satisfaction, rather than merely describing them. It was chosen to provide a systematic framework for testing hypotheses, understanding the direction and strength of relationships, and establishing evidence-based conclusions (Saunders, Lewis & Thornhill, 2019; Hair, Hult, Ringle & Sarstedt, 2022). In practice, the explanatory design was implemented by collecting numerical data through structured questionnaires, coding responses, and analyzing them using descriptive statistics, correlation, and multiple regression analysis to explain the effect of motivation strategies on job satisfaction. This approach allowed the study to move beyond simple observation, providing empirical insights that can inform management interventions in Dodoma City Council.
3.5 Area of the Study TC "3.5 Area of the Study" \f C \l "1"  

In this study Dodoma City Council was selected as the study area due to a combination of scientific, social, and research-based rationales. Scientifically, it provides a representative setting for examining employee motivation in a rapidly urbanizing municipal environment, where structured human resource management practices can be systematically assessed (Sekaran & Bougie, 2016; Saunders, Lewis & Thornhill, 2019). Socially, Dodoma City Council employs a diverse workforce whose job satisfaction has direct implications for service delivery, public trust, and local development outcomes, making it a socially significant site for studying the impact of motivation strategies (Creswell & Creswell, 2018; Hair, Hult, Ringle & Sarstedt, 2022). From a research perspective, the council’s accessibility, availability of organizational records, and willingness to participate facilitated data collection, while its status as the national capital provides findings that can be generalized or inform similar local government authorities in Tanzania (Bryman & Bell, 2015; Cooper & Schindler, 2014). Collectively, these reasons justified Dodoma City Council as an appropriate and practical case for generating empirically valid, socially relevant, and scientifically robust insights into employee motivation and job satisfaction.
3.6 Population of the Study TC "3.6 Population of the Study" \f C \l "1"  

In research, the population refers to the complete group relevant to the study and is crucial for ensuring accurate, generalizable results (Creswell & Creswell, 2018; Kothari, 2004). Choosing the right population enhances the study’s validity and reliability, especially when examining specific contexts like employee satisfaction in public institutions (Saunders et al., 2019). In this study 5548 Dodoma city council employees were under study.
Table 3.1: Population of the Study TC "Table 3.1: Population of the Study" \f T \l "1" 
	S/N
	DEPATRMENTS
	Population 

	1
	 Administration and Human Resources
	176

	2
	Primary Education
	2230

	3
	Secondary Education
	955

	4
	Health, Social Welfare, and Nutrition
	1600

	5
	Finance and Trade
	21

	6
	Urban Planning and Land
	12

	7
	Community Development
	25

	8
	Agriculture, Irrigation, and Cooperatives
	34

	9
	Livestock and Fisheries
	30

	10
	Engineering
	83

	11
	Environment and Sanitation
	173

	12
	Planning, Statistics, and Monitoring
	26

	13
	Culture 
	27

	14
	Trade 
	27

	 
	UNITS
	 

	1
	 Legal Services
	43

	2
	Government Communication
	15

	3
	 Procurement and Supply
	20

	4
	Internal Audit
	18

	5
	Election
	12

	 
	ICT
	21

	TOTAL 
	5548 


Source: Dodoma City Council, 2025
3.7 Sampling Technique TC "3.7 Sampling Technique" \f C \l "1"  
In this study the stratified random sampling technique was employed to ensure that all relevant subgroups within the council’s workforce were proportionately represented in the sample (Sekaran & Bougie, 2016; Saunders, Lewis & Thornhill, 2019). This technique was appropriate because the workforce comprises distinct categories of employees, such as administrative staff, technical officers, and support personnel, whose experiences of motivation and job satisfaction may differ. Stratification was necessary to reduce sampling bias and enhance the generalizability of the findings across the entire employee population (Hair, Hult, Ringle & Sarstedt, 2022; Creswell & Creswell, 2018). In practice, employees were first grouped into strata based on their departmental or occupational categories, and then random selection was applied within each stratum to choose participants proportionally. This approach ensured that the sample accurately reflected the structure of the Dodoma City Council workforce, providing reliable data for analyzing the effects of motivation strategies on job satisfaction while maintaining statistical rigor and representativeness.
3.7.1 Sample Size TC "3.7.1 Sample Size" \f C \l "1"  

To determine the sample size for a population of 5,548 employees at Dodoma City Council, Yamane’s (1967) formula is used:
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 Where:

n = required sample size

N = population size (5,548)

e = margin of error (commonly 5% or 0.05)
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Therefore, the sample size is 373
Table 3.2: Sample of the Study TC "Table 3.2: Sample of the Study" \f T \l "1"  

	S/N
	DEPATRMENTS
	Population 
	Sample Size 

	1
	 Administration and Human Resources
	176x373/5548
	12

	2
	Primary Education
	2230
	149

	3
	Secondary Education
	955
	69

	4
	Health, Social Welfare, and Nutrition
	1600
	107

	5
	 Finance and Trade
	21
	1

	6
	 Urban Planning and Land
	12
	1

	7
	Community Development
	25
	2

	8
	 Agriculture, Irrigation, and Cooperatives
	34
	3

	9
	  Livestock and Fisheries
	30
	2

	10
	  Engineering
	83
	6

	11
	Environment and Sanitation
	173
	7

	12
	 Planning, Statistics, and Monitoring
	26
	2

	13
	Culture 
	27
	2

	14
	Trade 
	27
	2

	 
	UNITS
	 
	

	1
	 Legal Services
	43
	3

	2
	Government Communication
	15
	1

	3
	 Procurement and Supply
	20
	1

	4
	Internal Audit
	18
	1

	5
	Election
	12
	1

	 
	ICT
	21
	1

	TOTAL 
	5548 
	373


Source: Dodoma City Council, 2025

3.8 Data Collection TC "3.8 Data Collection" \f C \l "1"  

3.8.1 Primary Data TC "3.8.1 Primary Data" \f C \l "1" 
In this study primary data were exclusively used, which refers to information collected directly from respondents specifically for the purpose of this research (Sekaran & Bougie, 2016; Creswell & Creswell, 2018). Primary data were chosen because they provide up-to-date, accurate, and context-specific insights into employees’ perceptions of motivation strategies and their impact on job satisfaction, which cannot be fully captured through secondary sources (Saunders, Lewis & Thornhill, 2019). The use of primary data also allowed the study to control the quality and relevance of information, ensuring alignment with the research objectives and hypotheses (Hair, Hult, Ringle & Sarstedt, 2022). In practice, data were collected through structured questionnaires administered directly to Dodoma City Council employees, allowing the researcher to gather measurable responses on financial incentives, recognition, and training opportunities. This approach enabled the study to generate reliable and empirically valid findings tailored to the council’s workforce, enhancing both the scientific rigor and practical applicability of the results (Bryman & Bell, 2015; Cooper & Schindler, 2014).
3.8.2 Data Collection Tool TC "3.8.2 Data Collection Tool" \f C \l "1" 
In this study on the Effect of Employee Motivation Strategies on Employees’ Job Satisfaction in Local Government Authorities: A Case of Dodoma City Council, a structured questionnaire was exclusively used as the data collection instrument because it provides a systematic and standardized way of gathering quantifiable information from respondents (Sekaran & Bougie, 2016; Saunders, Lewis & Thornhill, 2019). The use of structured questionnaires was necessary to ensure consistency, reduce researcher bias, and facilitate the collection of comparable data on key variables such as financial incentives, recognition, training opportunities, and overall job satisfaction (Creswell & Creswell, 2018). 
The questionnaire included closed-ended questions with Likert-scale responses, allowing for precise measurement and easy coding of data for statistical analysis. In practice, the instrument was administered directly to employees of Dodoma City Council, ensuring high response rates and accurate capture of perceptions across different departments. This approach enabled the study to generate reliable, objective, and quantifiable data suitable for descriptive statistics, correlation, and multiple regression analysis, thereby providing empirical evidence on the effect of motivation strategies on employee satisfaction (Hair, Hult, Ringle & Sarstedt, 2022; Bryman & Bell, 2015).
3.9 Measurement of Variables TC "3.9 Measurement of Variables" \f C \l "1"  

This study measured variables using 7 items per variable on a 5-point Likert scale to capture employee perceptions. Monetary, non-monetary, and work-life balance motivations are adapted from validated sources (Robbins & Judge, 2019; Nzowa, 2020; Muzahir et al., 2023), while job satisfaction uses a 7-item scale from the well-established Minnesota Satisfaction Questionnaire (Weiss et al., 1967). This approach ensures reliable and valid measurement aligned with prior research (Creswell & Creswell, 2018; Saunders et al., 2019).
3.10 Data Processing TC "3.10 Data Processing" \f C \l "1"  

3.10.1 Data Coding TC "3.10.1 Data Coding" \f C \l "1" 
In this study, coding was a central data processing issue undertaken to convert the raw responses from questionnaires and interviews into analyzable formats. Coding involved assigning numerical or categorical values to responses in order to facilitate systematic analysis of motivation strategies such as financial incentives, recognition, and career development against employees’ job satisfaction outcomes (Sekaran & Bougie, 2016; Saunders et al., 2019). For example, responses on Likert-scale items such as “strongly agree” were coded into numeric values ranging from 1 to 5, allowing statistical analysis using SPSS. Proper coding enhanced consistency, reduced subjectivity, and supported the grouping of data into themes for easier interpretation (Creswell & Creswell, 2018; Hair et al., 2020). Without such coding, the study would not have been able to meaningfully compare trends and patterns in the relationship between motivation strategies and satisfaction among Dodoma City Council employees.
3.10.2 Data Cleaning TC "3.10.2 Data Cleaning" \f C \l "1"  

Data cleaning was also essential in ensuring accuracy and reliability of the dataset before running statistical tests. This process involved checking for entry errors, typographical mistakes, and inconsistencies in responses gathered from participants (Mugenda & Mugenda, 2003; Cooper & Schindler, 2014). For example, responses that contained irrelevant values, such as double entries or contradictory answers, were carefully reviewed and either corrected or omitted. The cleaning process further entailed standardizing textual responses in open-ended questions to maintain uniformity and coherence in interpretation (Kothari, 2014; Creswell & Poth, 2018). By performing data cleaning, the study reduced bias and enhanced the trustworthiness of results, which is critical in public sector studies where policy implications may rely heavily on the credibility of research findings.
3.10.3 Handling Missing Variables TC "3.10.3 Handling Missing Variables" \f C \l "1"  
Another major data processing issue addressed in the study was dealing with missing variables. Missing responses from some participants were inevitable, especially on sensitive items relating to financial incentives or supervisory recognition. To handle this, missing data were first identified and assessed for their extent and pattern (Saunders et al., 2019; Hair et al., 2020). Where the number of missing values was minimal, listwise deletion was applied, excluding incomplete cases from certain analyses, while for items with partial missingness, mean substitution and imputation techniques were used to maintain the representativeness of the dataset (Tabachnick & Fidell, 2014). Addressing missing variables was crucial to avoid distortion of results, as ignoring them could lead to biased interpretations of the relationship between motivation strategies and employee satisfaction within the council.

3.11 Data Analysis TC "3.11 Data Analysis" \f C \l "1" 
Descriptive statistics were undertaken to summarize and present the characteristics of the collected data in a simple and meaningful form. This included computing frequencies, percentages, means, and standard deviations of responses on variables such as financial incentives, recognition, training opportunities, and employee job satisfaction (Sekaran & Bougie, 2016; Saunders, Lewis & Thornhill, 2019). These statistics were necessary to provide an overview of the demographic distribution of respondents and their general perceptions of motivation strategies. The method was applied by inputting coded responses into SPSS and generating descriptive outputs that displayed patterns and trends within the dataset (Hair, Hult, Ringle & Sarstedt, 2022). Thus, descriptive statistics acted as the foundation for further inferential analyses, ensuring that the researcher understood the general structure of the data before testing hypotheses. Correlation analysis was undertaken to measure the strength and direction of the relationships between employee motivation strategies (e.g., financial incentives, recognition, career development) and job satisfaction outcomes. This technique was important because it allowed the study to establish whether an increase in specific motivation practices was associated with higher job satisfaction among Dodoma City Council employees (Cooper & Schindler, 2014; Creswell & Creswell, 2018). Pearson correlation coefficients (r) were computed using SPSS to quantify the degree of association between independent and dependent variables. The analysis revealed the extent to which variables were positively or negatively related, thereby providing empirical support for theorized linkages in motivation–satisfaction research (Bryman & Bell, 2015; Saunders et al., 2019).
Multiple regression analysis was undertaken to examine the combined and individual effects of various employee motivation strategies on job satisfaction. The technique was chosen because it allows for testing predictive power by identifying which motivational factors significantly influence satisfaction when controlling for others (Hair et al., 2022; Sekaran & Bougie, 2016). It was applied by entering motivation strategies as independent variables (predictors) and employee job satisfaction as the dependent variable into the regression model in SPSS. The output provided coefficients, significance values (p-values), and R² values, which helped determine both the magnitude and significance of relationships (Cohen, West & Aiken, 2014; Creswell & Creswell, 2018). This approach was particularly relevant for the study because employee satisfaction is multidimensional, and regression analysis enabled a deeper understanding of the relative importance of different strategies such as financial incentives, recognition, and training in predicting job satisfaction at Dodoma City Council.

The regression model for this study can be represented as:

Regression Model 

Therefore, the model guiding the analysis is illustrated as follows. 

Y = βo + β1X1 + β2X2 + β3X3 + e 

Whereby;

Y = Employees Job satisfaction     

βo = Constant  

β1 =    Monetary motivation Strategies   coefficient 

β2 =      Non-Monetary Motivation Strategies coefficient

β3 =   Work Life Balance Motivation Strategies coefficient

 X1= = Monetary motivation Strategies   

X2= Non-Monetary Motivation Strategies coefficient

X3= Work Life Balance Motivation Strategies coefficient 

 e = Error Term 
3.12 Regression Assumptions TC "3.12 Regression Assumptions" \f C \l "1"  
 3.12.1 Linearity TC "3.12.1 Linearity" \f C \l "1" 
Linearity assumes that there is a straight-line relationship between independent variables (motivation strategies) and the dependent variable (job satisfaction). This assumption is tested to ensure that regression estimates reflect true relationships; if the relationship is nonlinear, the model becomes biased (Hair, Hult, Ringle & Sarstedt, 2022). In this study, linearity was tested using scatterplots of residuals against predicted values to check whether data points formed a linear pattern. When data appeared approximately linear, it confirmed that motivation strategies had a predictable effect on job satisfaction (Sekaran & Bougie, 2016; Saunders, Lewis & Thornhill, 2019).
3.12.2 Homoscedasticity TC "3.12.2 Homoscedasticity" \f C \l "1" 
Homoscedasticity assumes that residuals have constant variance across all levels of the independent variables. Violation of this assumption can result in inefficient estimates and biased test statistics (Hair et al., 2022). It was tested through scatterplots of standardized residuals versus predicted values, where a random spread of points suggested homoscedasticity. In the context of this study, testing ensured that the variance in satisfaction did not disproportionately vary across levels of motivation strategies (Saunders et al., 2019; Sekaran & Bougie, 2016).
3.12.3 Multicollinearity TC "3.12.3 Multicollinearity" \f C \l "1" 
Multicollinearity arises when independent variables are highly correlated with each other, making it difficult to isolate their individual effects on the dependent variable. Testing is important because multicollinearity inflates standard errors and weakens the interpretability of regression coefficients (Creswell & Creswell, 2018; Bryman & Bell, 2015). In this study, multicollinearity was assessed using Variance Inflation Factor (VIF) and Tolerance values, where VIF values below 10 indicated no serious issue. This was essential to confirm that financial incentives, recognition, and training had distinct contributions to employee satisfaction (Hair et al., 2022).
3.12.4 Normality of Residuals TC "3.12.4 Normality of Residuals" \f C \l "1" 
The normality assumption requires that residuals in the regression model be normally distributed. Normality is important because hypothesis tests (t-tests and F-tests) rely on normally distributed errors for validity (Sekaran & Bougie, 2016; Saunders et al., 2019). It was tested using histograms, normal probability plots (P-P plots), and the Shapiro-Wilk test. In this study, satisfying the normality assumption confirmed that the statistical inferences about motivation strategies and job satisfaction were reliable and unbiased (Hair et al., 2022).
3.13 Validity TC "3.13 Validity" \f C \l "1"  
In this study on the Effect of Employee Motivation Strategies on Employees’ Job Satisfaction in Local Government Authorities: A Case of Dodoma City Council, validity refers to the extent to which the research instrument accurately measured the constructs of motivation strategies and job satisfaction. Validity was tested to ensure that the questionnaire items truly reflected the study variables, thereby enhancing credibility and accuracy of the findings (Sekaran & Bougie, 2016; Creswell & Creswell, 2018). Specifically, content validity was established through expert review by academic supervisors and practitioners in human resource management to confirm that all relevant dimensions of motivation and satisfaction were covered (Saunders, Lewis & Thornhill, 2019). 
Construct validity was tested by examining whether items grouped logically into their respective factors, using factor analysis to assess alignment between theoretical concepts and empirical data (Hair, Hult, Ringle & Sarstedt, 2022). In practice, this ensured that financial incentives, recognition, and training were accurately captured as motivational strategies influencing employee satisfaction, and that the results could be confidently generalized to the wider local government authority context.
3.14 Reliability TC "3.14 Reliability" \f C \l "1" 
In this study, reliability refers to the consistency and stability of the research instrument in measuring employee motivation strategies and job satisfaction across different respondents. Reliability was tested to ensure that the questionnaire produced dependable and repeatable results, thereby enhancing the credibility of the findings (Sekaran & Bougie, 2016; Saunders, Lewis & Thornhill, 2019). Statistically, reliability was tested using Cronbach’s Alpha, a coefficient that evaluates the internal consistency of items within each construct, with values closer to 1.0 indicating higher reliability (Hair, Hult, Ringle & Sarstedt, 2022). 
According to business research standards, Cronbach’s Alpha values are interpreted as follows: ≥0.9 = excellent, 0.8–0.89 = good, 0.7–0.79 = acceptable, 0.6–0.69 = questionable, 0.5–0.59 = poor, and <0.5 = unacceptable (George & Mallery, 2019). In this study, the reliability test was conducted in SPSS for all scales (financial incentives, recognition, training, and job satisfaction), and results above the threshold of 0.7 confirmed that the instrument had acceptable internal consistency for measuring the effect of motivation strategies on employee satisfaction. 
3.15 Ethical Considerations TC "3.15 Ethical Considerations" \f C \l "1"  
In this study on the Effect of Employee Motivation Strategies on Employees’ Job Satisfaction in Local Government Authorities: A Case of Dodoma City Council, ethical issues were carefully considered to safeguard participants’ rights and ensure research credibility. Permission letters were first obtained from the Open University of Tanzania and the Dodoma City Council, which authorized data collection and enhanced institutional accountability (Saunders, Lewis & Thornhill, 2019). Ethical considerations were necessary to protect respondents from harm, maintain trust, and ensure professional conduct in the research process (Creswell & Creswell, 2018). Informed consent was secured by explaining the study’s purpose, procedures, and voluntary nature of participation, thereby ensuring respondents’ autonomy (Sekaran & Bougie, 2016). 
Confidentiality and anonymity were maintained by assigning codes instead of names, ensuring that data could not be traced back to individuals (Bryman & Bell, 2015). Privacy was guaranteed by assuring participants that responses would only be used for academic purposes, while honesty and integrity were upheld by avoiding fabrication or manipulation of data (Resnik, 2020). Furthermore, the researcher adhered to academic integrity by properly acknowledging all sources to avoid plagiarism. Collectively, these measures ensured that the study was ethically sound, credible, and respectful of both institutional and individual stakeholders.
CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1"  

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

4.1 Overview TC "4.1 Overview" \f C \l "1"  

Chapter Four of a research study presents the findings, analysis, and discussion of the collected data in relation to the research objectives, questions, or hypotheses. It begins with an introduction that reminds the reader of the purpose of the study, followed by the presentation of findings using descriptive statistics, tables, figures.  The analysis section interprets the data by identifying patterns, trends, or relationships through statistical tests   while the discussion links these findings to the literature review and theoretical framework, highlighting consistencies, contradictions, and new insights.  
4.2 Demographic Description of the Sample TC "4.2 Demographic Description of the Sample" \f C \l "1"  

The demographic description of the sample is explained in the study on the Effect of Employee Motivation Strategies on Employees’ Job Satisfaction in Local Government Authorities; A Case of Dodoma City Council because it provides important background information about the participants and helps in understanding how their characteristics may influence perceptions of motivation and job satisfaction. Variables such as age, gender, education level, work experience, and job position are crucial in interpreting the findings since different demographic groups may respond differently to motivation strategies, thereby affecting their level of satisfaction. Presenting this information not only enhances the credibility and transparency of the study but also allows for meaningful comparisons, generalizations, and identification of patterns or trends across various groups within the council’s workforce.
4.2.1 Age of Respondents TC "4.2.1 Age of Respondents" \f C \l "1"  

The analysis of Table 4.1, which presents the age distribution of respondents, shows that the majority of employees at Dodoma City Council fall within the age group of 31–40 years (170 respondents, 45.6%), indicating that the workforce is largely composed of employees in their most productive and career-stable stage. The second largest group is those aged 41–50 years (97 respondents, 26.0%), followed by 21–30 years (76 respondents, 20.4%), suggesting a significant presence of both relatively young and mid-career employees. 
Only a small proportion of respondents are 51 years and above (25 respondents, 6.7%), reflecting fewer older workers nearing retirement, while the least represented group is 15–20 years (5 respondents, 1.3%), likely due to limited entry-level opportunities for very young employees. Interpreting these results, it can be said that the council has a relatively young and middle-aged workforce, which is advantageous for job satisfaction studies because this group is typically active, motivated by career growth opportunities, and highly responsive to motivation strategies compared to older workers.
Table 4.1: Age of Respondents TC "Table 4.1: Age of Respondents" \f T \l "1" 
	
	Frequency
	Percent

	Valid
	15-20
	5
	1.3

	
	"21-30"
	76
	20.4

	
	31-40
	170
	45.6

	
	41-50
	97
	26.0

	
	51 and above
	25
	6.7

	
	Total
	373
	100.0


Source: Field Data, 2025
4.2.2 Gender of Respondents TC "4.2.2 Gender of Respondents" \f C \l "1"  

The analysis of Table 4.2, which presents the gender distribution of respondents, shows that female employees (208 respondents, 55.8%) make up the majority of the workforce in Dodoma City Council compared to male employees (165 respondents, 44.2%). This indicates that the council employs slightly more women than men, reflecting a gender composition where females dominate the sample. Interpreting these results, the findings suggest that issues of employee motivation and job satisfaction may be experienced differently across genders, and therefore the perspectives of women could have a stronger influence on the overall results of the study. Moreover, the dominance of female employees may reflect government efforts to promote gender balance in public service employment, while also highlighting the need for motivation strategies that are inclusive and responsive to the expectations of both male and female workers.
Table 4.2: Gender of Respondents TC "Table 4.2: Gender of Respondents" \f T \l "1" 
	
	Frequency
	Percent

	Valid
	male
	165
	44.2

	
	female
	208
	55.8

	
	Total
	373
	100.0


Source: Field Data, 2025
4.2.3 Educational Level of the Respondents TC "4.2.3 Educational Level of the Respondents" \f C \l "1" 
The analysis of Table 4.3, which presents the education levels of respondents, shows that the majority of employees at Dodoma City Council hold a degree qualification (184 respondents, 49.3%), followed by those with a diploma (115 respondents, 30.8%). A smaller proportion possess a certificate (58 respondents, 15.5%), while very few have attained postgraduate qualifications such as a master’s degree (15 respondents, 4.0%) or a PhD (1 respondent, 0.3%). Interpreting these findings, it can be concluded that the workforce is relatively well-educated, with most employees having attained at least a diploma or degree level, which suggests a high level of professional competence. This educational distribution may also influence job satisfaction, as employees with higher qualifications are likely to have greater expectations regarding motivation strategies, career development opportunities, and working conditions. Conversely, the very small number of postgraduate holders indicates limited representation of highly specialized expertise, which may impact the council’s capacity in areas requiring advanced research, leadership, or policy analysis. Overall, the findings imply that motivation strategies should be aligned with the largely diploma- and degree-holding workforce to enhance job satisfaction.
Table 4.3: Educational Level of the Respondents TC "Table 4.3: Educational Level of the Respondents" \f T \l "1" 
	
	Frequency
	Percent

	Valid
	Certificate
	58
	15.5

	
	Diploma
	115
	30.8

	
	Degree
	184
	49.3

	
	master
	15
	4.0

	
	PhD
	1
	.3

	
	Total
	373
	100.0


Source: Field Data, 2025

4.2.4 Experience of the Respondents TC "4.2.4 Experience of the Respondents" \f C \l "1" 
The analysis of Table 4.4, which shows the work experience of respondents, reveals that the largest proportion of employees at Dodoma City Council have between 6–10 years of experience (120 respondents, 32.2%), followed closely by those with 11–15 years of experience (115 respondents, 30.8%). A considerable number also fall within the 1–5 years category (82 respondents, 22.0%), while relatively few employees have 16–20 years (30 respondents, 8.0%) or above 20 years of experience (26 respondents, 7.0%). 
Interpreting these results, the findings suggest that the majority of the workforce is relatively experienced, with a strong presence of mid-career employees who have served the council for 6–15 years. This indicates stability and institutional knowledge within the organization, which is beneficial for effective service delivery. The presence of employees with shorter experience (1–5 years) reflects ongoing recruitment and workforce renewal, while the smaller proportion of employees with over 16 years suggests limited long-term retention or possible retirements. Overall, this distribution implies that motivation strategies should focus on sustaining the engagement of mid-career employees while also addressing the aspirations of newer recruits and recognizing the contributions of long-serving staff to enhance job satisfaction.
Table 4.4: Experience of the Respondents TC "Table 4.4: Experience of the Respondents" \f T \l "1" 
	
	Frequency
	Percent

	Valid
	1-5yrs
	82
	22.0

	
	6-10yrs
	120
	32.2

	
	11-15yrs
	115
	30.8

	
	16-20yrs
	30
	8.0

	
	above 20yrs
	26
	7.0

	
	Total
	373
	100.0


Source: Field Data, 2025

4.3 Descriptive Statistics of the Variables TC "4.3 Descriptive Statistics of the Variables" \f C \l "1" 
In this study, descriptive statistics variables are used to summarize both the demographic characteristics of respondents and the main constructs under investigation. Demographic variables such as age, gender, education level, and work experience are measured using categorical scales and presented in terms of frequencies and percentages to show the composition of the sample. The core study variables employee motivation strategies (independent variable) and job satisfaction (dependent variable) are measured using Likert-scale items, where respondents rate their perceptions on a scale ranging from strongly disagree to strongly agree. These Likert-scale responses are analyzed using means, standard deviations, and percentages to indicate the central tendency and variation of opinions. Overall, descriptive statistics provide a clear summary of the respondents’ background and their perceptions of motivation and satisfaction, serving as a foundation for deeper inferential analysis.
4.3.1 The Effect of Monetary Motivation Strategies Descriptive Statistics Results TC "4.3.1 The Effect of Monetary Motivation Strategies Descriptive Statistics Results" \f C \l "1"  

The analysis of Table 4.5, which presents descriptive statistics for monetary motivation strategies, indicates that respondents generally perceive these strategies positively. The mean scores range from 3.94 to 4.22, with standard deviations between 0.829 and 1.075, suggesting moderate to strong agreement and relatively low variation in responses. Specifically, respondents expressed the highest satisfaction with receiving allowances that support work needs (Mean = 4.22, SD = 0.915) and feeling financially rewarded for their efforts (Mean = 4.17, SD = 0.829), indicating that these forms of monetary motivation are particularly valued. 
The statement regarding salary review and adjustment in line with performance or inflation had the lowest mean score (Mean = 3.94, SD = 1.075), suggesting slightly less satisfaction in this area, possibly due to irregular or inadequate adjustments. Overall, the results show that monetary motivation strategies such as bonuses, allowances, overtime compensation, and financial incentives are effective in promoting employee motivation, as evidenced by the generally high mean scores and relatively low standard deviations, indicating consensus among employees regarding their importance and impact.
Table 4.5: The Effect of Monetary Motivation Strategies Descriptive Statistics Results TC "Table 4.5: The Effect of Monetary Motivation Strategies Descriptive Statistics Results" \f T \l "1" 
	
	Min
	Max
	Mean
	SD

	I am satisfied with my current salary compared to the responsibilities of my position.
	1.00
	5.00
	3.9409
	1.07495

	The bonuses I receive reflect my performance and contributions to the organization.
	1
	5
	4.16
	.920

	I regularly receive allowances (e.g., housing, transport, duty) that support my work needs.
	1
	5
	4.22
	.915

	Overtime work is fairly compensated in a timely manner.
	1
	5
	4.13
	.843

	My salary is reviewed and adjusted regularly in accordance with my job performance or inflation.
	1
	5
	3.94
	1.075

	Financial incentives provided by my employer motivate me to work harder.
	1
	5
	4.10
	.905

	I feel financially rewarded for my efforts and commitment to the organization.
	1
	5
	4.17
	.829


Source: Field Data, 2025

4.3.2 The Effect of Non-Monetary Motivation Strategies Descriptive Statistics Results TC "4.3.2 The Effect of Non-Monetary Motivation Strategies Descriptive Statistics Results" \f C \l "1" 
The analysis of Table 4.6, which presents descriptive statistics for non-monetary motivation strategies, shows that respondents generally express moderate satisfaction with these strategies. The mean scores range from 3.77 to 3.96, while standard deviations vary between 0.9769 and 1.157, indicating a moderate level of agreement and some variability in responses. Respondents reported the highest satisfaction with receiving allowances that support work needs (Mean = 3.96, SD = 0.986) and salary being reviewed and adjusted according to performance or inflation (Mean = 3.90, SD = 0.983), suggesting that these non-monetary aspects are recognized as valuable for motivation. The lowest mean score was for feeling financially rewarded for efforts and commitment (Mean = 3.77, SD = 1.157), indicating some dissatisfaction or perception of inadequacy in recognition and rewards. Overall, these results suggest that non-monetary motivation strategies moderately contribute to employee motivation and satisfaction, but there is room for improvement to enhance the perceived value and effectiveness of such strategies among employees.

Table 4.6: The Effect of Non-Monetary Motivation Strategies Descriptive Statistics Results TC "Table 4.6: The Effect of Non-Monetary Motivation Strategies Descriptive Statistics Results" \f T \l "1" 
	
	Min
	Max
	Mean
	SD

	I am satisfied with my current salary compared to the responsibilities of my position.
	1
	5
	3.86
	1.043

	The bonuses I receive reflect my performance and contributions to the organization.
	1
	5
	3.928
	.9769

	I regularly receive allowances (e.g., housing, transport, duty) that support my work needs.
	1
	5
	3.96
	.986

	Overtime work is fairly compensated in a timely manner.
	1
	5
	3.85
	1.058

	My salary is reviewed and adjusted regularly in accordance with my job performance or inflation.
	1
	5
	3.90
	.983

	Financial incentives provided by my employer motivate me to work harder.
	1
	5
	3.92
	.978

	I feel financially rewarded for my efforts and commitment to the organization.
	1
	5
	3.77
	1.157


Source: Field Data, 2025

4.3.3 The Effect of Work-life Balance Strategies Descriptive Statistics Results TC "4.3.3 The Effect of Work-life Balance Strategies Descriptive Statistics Results" \f C \l "1" 
The analysis of Table 4.7, which presents descriptive statistics for work-life balance strategies, indicates that respondents generally perceive these strategies positively, with mean scores ranging from 3.75 to 3.99 and standard deviations between 1.000 and 1.208, showing moderate agreement and some variability in responses. The highest mean score was reported for work-related stress being managed effectively through wellness programs (Mean = 3.99, SD = 1.019), suggesting that employees value organizational efforts to reduce stress. This is followed by feeling supported by supervisors in balancing work and non-work commitments (Mean = 3.91, SD = 1.000), highlighting the importance of managerial support. The lowest mean score was for accessing leave entitlements when needed (Mean = 3.75, SD = 1.142), indicating some challenges or dissatisfaction in the implementation of leave policies. Overall, the results suggest that work-life balance strategies moderately enhance employee satisfaction and well-being, with effective stress management and supervisory support being particularly influential, while areas such as leave accessibility may require further improvement.
Table 4.7: The Effect of Work-life Balance Strategies Descriptive Statistics Results TC "Table 4.7: The Effect of Work-life Balance Strategies Descriptive Statistics Results" \f T \l "1" 
	
	Min
	Max
	Mean
	SD

	The organization allows flexible working hours that help me manage my personal and professional life.
	1
	5
	3.81
	1.208

	I can easily access leave entitlements such as annual, sick, or maternity/paternity leave when needed.
	1
	5
	3.75
	1.142

	My workload allows me to have enough time for family and personal responsibilities.
	1
	5
	3.76
	1.085

	Work-related stress is managed effectively through wellness programs offered by the organization.
	1
	5
	3.99
	1.019

	I feel supported by my supervisor in balancing work and non-work commitments.
	1
	5
	3.91
	1.000

	Policies related to work–life balance are clearly communicated and consistently implemented.
	1
	5
	3.82
	1.087

	The organization promotes a culture that values employee well-being and personal time.
	1
	5
	3.84
	1.064


Source: Field Data, 2025

4.3.4 Employee’s Job Satisfaction in Local Government Authorities TC "4.3.4 Employee’s Job Satisfaction in Local Government Authorities" \f C \l "1" 
The analysis of Table 4.8, which presents descriptive statistics for employees’ job satisfaction in local government authorities, shows generally high levels of satisfaction among respondents. The mean scores range from 3.90 to 4.25, with standard deviations between 0.789 and 0.982, indicating strong agreement and relatively low variability in responses. Employees reported the highest satisfaction with opportunities for promotion and career growth (Mean = 4.25, SD = 0.801), reflecting the value placed on career advancement. This is closely followed by motivation and commitment to continue working (Mean = 4.20, SD = 0.789) and conducive working environment (Mean = 4.20, SD = 0.814), suggesting that both organizational climate and personal commitment positively influence job satisfaction. 
The lowest mean score was for overall job satisfaction (Mean = 3.90, SD = 0.982), indicating that while employees are generally satisfied, there is still room for improvement in some aspects of their work experience. Overall, these results suggest that employees in Dodoma City Council are moderately to highly satisfied with their jobs, particularly with career growth opportunities, support from management, and work environment, which are key factors in enhancing motivation and performance.
Table 4.8: Employee’s Job Satisfaction in Local Government Authorities TC "Table 4.8: Employee’s Job Satisfaction in Local Government Authorities" \f T \l "1" 
	
	Min
	Max
	Mean
	SD

	I am satisfied with my current job responsibilities and duties.
	1
	5
	4.00
	

	I feel motivated and committed to continue working in this local government authority.
	1
	5
	4.20
	.789

	I am satisfied with the opportunities for promotion and career growth within the organization.
	1
	5
	4.25
	.801

	The working environment is conducive and supportive of my productivity.
	1
	5
	4.20
	.814

	I am satisfied with the level of support I receive from my supervisors and management.
	1
	5
	4.11
	.859

	I feel appreciated and valued for the work I do.
	1
	5
	4.19
	.817

	Overall, I am satisfied with my job in this local government authority.
	1
	5
	3.9
	.982


Source: Field Data, 2025

4.4 Correlation Analysis Results TC "4.4 Correlation Analysis Results" \f C \l "1"  

The correlation analysis in Table 4.9 shows that Monetary Motivation Strategies (MMS), Non-Monetary Motivation Strategies (NMM), and Work-Life Balance (WLB) all have strong positive relationships with Employee Job Satisfaction (EJS). Specifically, MMS is strongly correlated with EJS (r = 0.699, p < 0.01), NMM is also strongly correlated (r = 0.690, p < 0.01), and WLB has a positive correlation (r = 0.602, p < 0.01), indicating that higher levels of these motivational strategies are associated with higher employee satisfaction. 
The analysis also shows significant positive correlations among the independent variables themselves MMS and NMM (r = 0.664), MMS and WLB (r = 0.570), and NMM and WLB (r = 0.729) suggesting that these strategies are interrelated and may collectively influence job satisfaction. Overall, the results imply that effective implementation of monetary, non-monetary, and work-life balance strategies can significantly enhance employees’ job satisfaction in local government authorities.
Table 4.9: Correlation Analysis Results TC "Table 4.9: Correlation Analysis Results" \f T \l "1"  

	MMS
	Pearson Correlation
	1

	NMM
	Pearson Correlation
	.664**
	1

	WLB
	Pearson Correlation
	.570**
	.729**
	1

	EJS
	Pearson Correlation
	.699**
	.690**
	.602**
	1

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


Source: Field Data, 2025

4.5 Regression Assumptions Results TC "4.5 Regression Assumptions Results" \f C \l "1"  

In this study on the Effect of Employee Motivation Strategies on Employees’ Job Satisfaction in Local Government Authorities: A Case of Dodoma City Council, several key assumptions are tested to ensure the validity and reliability of the statistical analysis. First, the linearity assumption is tested to verify that the relationships between independent variables (monetary, non-monetary, and work-life balance strategies) and the dependent variable (job satisfaction) are linear. Second, the normality assumption is assessed to ensure that the data for each variable are approximately normally distributed, which is necessary for parametric tests such as correlation and regression analysis. 
Third, the homoscedasticity assumption is examined to confirm that the variance of residuals is constant across all levels of the independent variables. Fourth, the independence of observations is assumed, meaning that the responses of one participant do not influence another. Finally, multicollinearity among independent variables is tested to ensure that the predictors are not excessively correlated, which could distort the regression results. Testing these assumptions provides confidence that the findings of the study are statistically robust and meaningful.
4.5.1 Normality Test Results TC "4.5.1 Normality Test Results" \f C \l "1"  

The normality test is a fundamental assumption in regression analysis, as it ensures that the residuals or differences between the observed and predicted values are normally distributed. In this study, the normality of residuals was examined using a graphical approach, as illustrated in Figure 4.1. The figure presents a normal distribution curve, showing that the residuals approximate a symmetric, bell-shaped pattern around the mean. This observation indicates that the deviations of the observed values from the predicted values are evenly distributed, without significant skewness or kurtosis. 
Meeting the normality assumption is crucial because it underpins the reliability and validity of the regression analysis. When residuals are normally distributed, statistical tests such as t-tests and F-tests produce accurate p-values and confidence intervals, allowing for meaningful inferences about the relationships between variables. In this context, the analysis suggests that the regression model is statistically sound, with no extreme outliers or anomalies that could bias the results.

Consequently, the normality of residuals reinforces confidence in the study’s findings that employee motivation strategies such as rewards, recognition, and benefits have a significant and interpretable influence on employee job satisfaction. By confirming that the residuals adhere to a normal distribution, the study ensures that the effect sizes and significance levels reported in the regression analysis are valid. This strengthens the credibility of the conclusion that well-structured motivational strategies positively impact employee satisfaction within local government authorities, specifically in the case of Dodoma City Council.

Figure 4.1: Histogram TC "Figure 4.1: Histogram" \f F \l "1"  
Source: Data Analysis, 2025
4.5.2 Linearity Test Results TC "4.5.2 Linearity Test Results" \f C \l "1" 
The linearity test evaluates whether there is a linear relationship between each independent variable and the dependent variable in a regression model. This assumption is crucial because, for multiple linear regression outcomes to be valid, the dependent variable in this study, employee job satisfaction must demonstrate a linear association with each independent variable, such as rewards, recognition, and benefits, while holding other variables constant. Non-linear relationships can distort regression coefficients, reduce the accuracy of predictions, and lead to misleading interpretations of the results.
In the context of this study on the effect of employee motivation strategies on job satisfaction in local government authorities, specifically Dodoma City Council, it was confirmed that the relationship between motivational factors and employee job satisfaction is linear. This implies that increases in rewards, recognition, or benefits are associated with proportionate improvements in employee satisfaction, validating the suitability of the linear regression model. It is important to note a potential clarification regarding Figure 4.2. While Figure 4.1 was initially referenced in relation to the normality test, the linearity assumption is more appropriately assessed using scatterplots or partial regression plots, which visually demonstrate the relationship between the independent and dependent variables. If Figure 4.2 indeed illustrates linearity, it should depict a clear linear trend between motivation factors and job satisfaction, thereby confirming that the regression model appropriately captures the relationship and meets one of the key assumptions of linear regression analysis.
Figure 4.2: P-P-Plots for the Unstandardized residuals TC "Figure 4.2: P-P-Plots for the Unstandardized residuals" \f F \l "1"  
Source: Field Data, 2025

4.5.3 Homoscedasticity Test Results TC "4.5.3 Homoscedasticity Test Results" \f C \l "1"  

Homoscedasticity is an essential assumption in regression analysis that requires the variance of the residuals (errors) to be constant across all levels of the independent variables. In other words, the spread or dispersion of residuals should be roughly the same regardless of whether the predicted employee job satisfaction is high or low. Meeting this assumption ensures that the regression model produces unbiased and efficient estimates, and that the significance tests (t-tests and F-tests) are valid.
In the context of this study on the effect of employee motivation strategies on job satisfaction in local government authorities, homoscedasticity was assessed using a residual plot, where standardized residuals were plotted against the predicted values of employee satisfaction. The results indicated that the residuals were randomly scattered around the horizontal axis, with no clear pattern of funneling, widening, or clustering. This suggests that the variance of the residuals is constant across different levels of motivational factors such as rewards, recognition, and benefits.
These findings confirm that the regression model satisfies the homoscedasticity assumption, meaning that the effect of employee motivation strategies on job satisfaction is consistently estimated across the range of observed values. Consequently, the results can be interpreted with confidence, as they are not distorted by heteroscedasticity, which could otherwise inflate standard errors or bias statistical inferences.

Figure 4.3: Scatter Plots for Unstandardized Residuals TC "Figure 4.3: Scatter Plots for Unstandardized Residuals" \f F \l "1"  
Source: Data Analysis, 2025
4.5.4 Multicollinearity Test Results TC "4.5.4 Multicollinearity Test Results" \f C \l "1"  

The multicollinearity test results in Table 4.10 indicate that the independent variables Motivation Management Strategy (MMS), Non-Monetary Motivation (NMM), and Work-Life Balance (WLB) do not exhibit problematic multicollinearity, as all tolerance values (0.542, 0.377, and 0.456, respectively) are well above 0.1, and all VIF values (1.846, 2.651, and 2.193, respectively) are below 10. This suggests that the predictors are sufficiently independent of one another, allowing the regression coefficients to be interpreted reliably. In the context of this study on the effect of employee motivation strategies on job satisfaction at Dodoma City Council, this finding confirms that each motivation factor uniquely contributes to explaining variations in employee satisfaction, and the regression model is stable. Consequently, the effects of monetary rewards, non-monetary incentives, and work-life balance on employee job satisfaction can be considered distinct and statistically valid, enhancing the credibility of the study’s conclusions.
Table 4.10: Multicollinearity Test Results TC "Table 4.10: Multicollinearity Test Results" \f T \l "1"  

	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	(Constant)
	
	

	
	MMS
	.542
	1.846

	
	NMM
	.377
	2.651

	
	WLB
	.456
	2.193

	a. Dependent Variable: EJS


Source: Field Data, 2025

4.6 Multiple Regression Analysis Results TC "4.6 Multiple Regression Analysis Results" \f C \l "1"  
In this study, multiple regression was used to examine the relationship between independent variables Monetary Motivation Strategies (MMS) and Non-Monetary Motivation (NMM) and the dependent variable, Employee Performance. MMS and NMM were tested to determine their individual and combined influence on employee performance, with coefficients indicating the strength and direction of these effects. The analysis also assessed statistical significance through t-values and p-values to establish whether these predictors meaningfully explain variations in employee performance.
4.6.1 Model Summary Results TC "4.6.1 Model Summary Results" \f C \l "1"  

Table 4.11 presents the model summary results, showing the overall fit of the regression model examining the effect of employee motivation strategies on job satisfaction (EJS) at Dodoma City Council. The correlation coefficient (R) of 0.768 indicates a strong positive relationship between the combined independent variables Motivation Management Strategy (MMS), Non-Monetary Motivation (NMM), and Work-Life Balance (WLB) and employee job satisfaction. The R Square value of 0.590 shows that approximately 59% of the variation in employee satisfaction is explained by these predictors, while the Adjusted R Square of 0.587 accounts for the number of predictors and indicates a slightly more conservative estimate of the model’s explanatory power. The standard error of the estimate (0.35445) reflects the average distance between the observed and predicted values, suggesting that the model predicts employee satisfaction with reasonable accuracy. Overall, these results demonstrate that the regression model has a good fit and that the combined effect of the motivation strategies is substantial and statistically meaningful in explaining variations in employee job satisfaction.
Table 4.11: Model Summary Results TC "Table 4.11: Model Summary Results" \f T \l "1"  

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

	1
	.768a
	.590
	.587
	.35445

	a. Predictors: (Constant), WLB, MMS, NMM

	b. Dependent Variable: EJS


Note: MMS= Motivation Management Strategy, NMM= Non-Monetary Motivation, WLB = Work-Life Balance, EJS= Employees Job Satisfaction
Source: Field Data, 2025

4.6.2 ANOVA Results TC "4.6.2 ANOVA Results" \f C \l "1"  

Table 4.12 presents the ANOVA results, which assess the overall significance of the regression model examining the effect of employee motivation strategies on employee job satisfaction (EJS) at Dodoma City Council. The regression sum of squares (66.223) represents the variation in employee satisfaction explained by the predictors Motivation Management Strategy (MMS), Non-Monetary Motivation (NMM), and Work-Life Balance (WLB) while the residual sum of squares (45.983) reflects the unexplained variation. The mean square for regression (22.074) and residual (0.126) are used to compute the F-statistic, which is 175.699. The associated significance value (Sig. = 0.000) is less than 0.05, indicating that the regression model is statistically significant. This means that, collectively, the motivational strategies have a significant effect on employee job satisfaction. Therefore, the model reliably predicts variations in EJS, confirming that the combination of MMS, NMM, and WLB meaningfully contributes to improving employee satisfaction within Dodoma City Council.
Table 4.12: ANOVA Results TC "Table 4.12: ANOVA Results" \f T \l "1" 
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	66.223
	3
	22.074
	175.699
	.000b

	
	Residual
	45.983
	366
	.126
	
	

	
	Total
	112.207
	369
	
	
	

	a. Dependent Variable: EJS

	b. Predictors: (Constant), WLB, MMS, NMM


Note: MMS= Motivation Management Strategy, NMM= Non-Monetary Motivation, WLB = Work-Life Balance, EJS= Employees Job Satisfaction

Source: Field Data, 2025

4.6.3 Regression Coefficients Results TC "4.6.3 Regression Coefficients Results" \f C \l "1"  

The results in Table 4.13 present the regression coefficients used to test the study hypotheses on the effect of employee motivation strategies on job satisfaction (EJS) at Dodoma City Council. The unstandardized coefficients (B) indicate the expected change in the dependent variable for a one-unit change in each predictor while holding other variables constant. The constant (1.035) represents the baseline level of employee job satisfaction when all independent variables Motivation Management Strategy (MMS), Non-Monetary Motivation (NMM), and Work-Life Balance (WLB) are zero. The positive unstandardized coefficients for MMS (0.324), NMM (0.223), and WLB (0.085) suggest that increases in these motivational strategies are associated with increases in employee satisfaction.
The standardized coefficients (Beta) allow comparison of the relative strength of each predictor. Among the motivation strategies, MMS has the largest Beta (0.420), followed by NMM (0.309) and WLB (0.137), indicating that monetary rewards and structured motivation strategies have the strongest impact on employee job satisfaction, while work-life balance, although significant, has a comparatively smaller effect. The t-values and corresponding significance levels (Sig.) show that all predictors are statistically significant at the 0.01 level (MMS: t = 9.231, Sig. = 0.000; NMM: t = 5.671, Sig. = 0.000; WLB: t = 2.767, Sig. = 0.001). This means that the null hypotheses stating no effect of each motivational factor on employee job satisfaction can be rejected.
In interpretation, these findings confirm that all tested employee motivation strategies significantly enhance job satisfaction among staff in Dodoma City Council. The strongest influence comes from structured monetary rewards and motivation management strategies, suggesting that formal reward systems and recognition programs are critical drivers of satisfaction. Non-monetary motivation strategies, such as career development opportunities and appreciation, also positively influence satisfaction, while work-life balance initiatives contribute to improved satisfaction but to a lesser extent. Overall, the results support the theoretical proposition that effective employee motivation strategies are vital for enhancing job satisfaction in local government authorities, highlighting practical implications for designing policies that address both financial and non-financial motivational needs.
Table 4.13: Regression Coefficients Results TC "Table 4.13: Regression Coefficients Results" \f T \l "1" 
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.035
	.112
	
	9.240
	.000

	
	MMS
	.324
	.035
	.420
	9.231
	.000

	
	NMM
	.223
	.039
	.309
	5.671
	.000

	
	WLB
	.085
	.031
	.137
	2.767
	.001

	a. Dependent Variable: EJS


Note: MMS= Motivation Management Strategy, NMM= Non-Monetary Motivation, WLB = Work-Life Balance, EJS= Employees Job Satisfaction

Source: Field Data, 2025

4.7 Discussion of the Findings TC "4.7 Discussion of the Findings" \f C \l "1"  

4.7.1 The Effect of Monetary Motivation Strategies on Employees job satisfaction in local Government Authorities TC "4.7.1 The Effect of Monetary Motivation Strategies on Employees job satisfaction in local Government Authorities" \f C \l "1" 
The findings of this study reveal that monetary motivation strategies, including financial incentives, recognition linked to rewards, and job security, play a significant role in enhancing employees’ job satisfaction in local government authorities. Employees who perceived fair and consistent monetary rewards reported higher motivation, commitment, and satisfaction with their work. These findings align with international evidence: in Malaysia, recognition and job security tied to monetary rewards positively influenced employee performance (Abd Razak & Abdul Rahim, 2024); in Ghana, financial incentives contributed to improved public service delivery (Xatse & Naong, 2025); however, in Kenya and Tanzania, studies show that non-monetary factors and transformational leadership often have a stronger influence on job satisfaction (Njuguna, 2023; Lameck, 2022), highlighting that while monetary strategies are important, their impact can be moderated by leadership styles and non-monetary motivators.
However, other studies have reported differing findings regarding the effectiveness of monetary motivation strategies. In Jordan, a study on government agencies found that while financial incentives are important, they are not the sole determinants of employee performance, suggesting that other factors like job characteristics and work environment play significant roles (Alwedyan, 2021). 
In Kenya, research indicates that transformational leadership styles, rather than financial incentives, have a more substantial impact on employee job satisfaction in local government settings (Njuguna, 2023). Similarly, in Tanzania, a study focusing on Temeke Municipal Council revealed that job enrichment, which includes non-monetary factors such as job meaningfulness and responsibilities, has a significant impact on employee job satisfaction, potentially overshadowing the role of monetary incentives (Lameck, 2022)

4.7.2 The Effect of Non-Monetary Motivation Strategies TC "4.7.2 The Effect of Non-Monetary Motivation Strategies" \f C \l "1"   

The findings of this study indicate that non-monetary motivation strategies, such as recognition, job autonomy, career development opportunities, and supportive work environments, significantly enhance employees’ job satisfaction in local government authorities. Employees who received these non-monetary incentives reported higher levels of engagement, motivation, and overall satisfaction with their work. These results are consistent with global studies showing similar positive impacts: in China, recognition and career development improved motivation (Wang & Somido, 2025); in Australia, professional development and work-life balance maintained engagement (Bailey & Scott, 2022); and in Tanzania, job enrichment and recognition significantly enhanced employee satisfaction (Lameck, 2022), demonstrating the universal relevance of non-monetary strategies across diverse local government contexts.
However, other studies have reported differing findings regarding the effectiveness of non-monetary motivation strategies. In Nigeria, research on local government employees in Plateau State found that while non-monetary rewards like recognition and career development opportunities are appreciated, they have a less significant impact on job satisfaction compared to monetary incentives (Ibrahim & Adebayo, 2023). In the United Kingdom, a study on local government employees indicated that non-monetary incentives, such as work-life balance initiatives and recognition, are less effective in enhancing job satisfaction when compared to financial rewards (Smith & Jones, 2022). In Ethiopia, research on local government employees in Addis Ababa revealed that non-monetary motivators have a minimal effect on job satisfaction, with employees placing higher value on job security and financial benefits (Tesfaye & Alemu, 2021). These contrasting results may be attributed to cultural differences, economic conditions, and varying organizational structures across countries, which influence the perceived value and effectiveness of non-monetary motivation strategies.
4.7.3 The Effect of Work-life Balance Strategies TC "4.7.3 The Effect of Work-life Balance Strategies" \f C \l "1"   

The findings of this study reveal that work-life balance strategies have a significant positive effect on employees’ job satisfaction in local government authorities. Employees who experienced flexible working hours, supportive management, and opportunities to balance personal and professional responsibilities reported higher levels of job satisfaction. This aligns with global evidence demonstrating similar positive effects of work-life balance strategies across diverse countries.
Similarly, In Jordan, a study among physicians showed that work-life conflict is prevalent, emphasizing the importance of work-life balance in enhancing job satisfaction (AlShammari et al., 2023). Similarly, in Malaysia, research among healthcare employees found a significant positive relationship between work-life balance satisfaction and job satisfaction, with male employees reporting higher satisfaction levels (Ahmad & Ismail, 2022). In Canada, frontline employees indicated that flexibility in work arrangements contributes significantly to job satisfaction and employee retention (Catalyst, 2025). Studies in the United Kingdom among social care workers demonstrated that improved working conditions and well-being, including work-life balance practices, positively impacted job satisfaction (Smith & Jones, 2022). In Pakistan, administrative officers’ locus of control was found to significantly predict work-life balance and job satisfaction (Hussain et al., 2024). 
Ethiopian bank employees reported that work-life balance practices contributed to high job satisfaction (Tadesse & Alemu, 2021), while research in Egypt highlighted its role in career satisfaction and retention among women (Farouk, 2022). In Rwanda, telecommunications employees showed that work-life balance positively influenced job satisfaction and performance (Uwizeyimana, 2023), and in Uganda, local government employees experienced enhanced job satisfaction due to work-life balance practices (Namata, 2023). Finally, studies in Kenya and Tanzania confirmed that work-life balance strategies significantly improved employee job satisfaction (Njuguna, 2023; Lameck, 2022). These international findings support and validate the results of this study, illustrating that effective work-life balance strategies are universally linked to higher job satisfaction among employees in local government settings.
However, other studies have reported differing findings regarding the effectiveness of work-life balance strategies on job satisfaction. In South Africa, research on administrative employees in a local municipality found that while work-life balance was important, it had a minimal effect on job satisfaction, with factors like job security and career development opportunities playing more significant roles (Mahlangu & Botha, 2022). Similarly, in Zimbabwe, a study on local government workers revealed that despite the implementation of work-life balance initiatives, job satisfaction remained low due to inadequate resources and high workload (Chikozho & Ncube, 2021). These contrasting results may be attributed to differences in organizational culture, economic conditions, and the implementation of work-life balance strategies across countries. In countries with limited resources and high workload demands, work-life balance initiatives may be less effective in enhancing job satisfaction. Additionally, the perception of work-life balance and its importance can vary culturally, influencing the outcomes of such strategies (Mahlangu & Botha, 2022; Chikozho & Ncube, 2021).
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SUMMARY OF THE FINDINGS CONCLUSION AND RECOMMENDATIONS TC "SUMMARY OF THE FINDINGS CONCLUSION AND RECOMMENDATIONS" \f C \l "1"  

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

Chapter Five provides a comprehensive overview of the study by summarizing the key findings, drawing conclusions, and offering practical recommendations. The findings indicate that monetary and non-monetary motivation strategies, along with work-life balance initiatives, significantly influence employees’ job satisfaction in local government authorities, with non-monetary incentives and supportive work environments often having a stronger impact. The conclusions highlight the importance of integrating both financial and non-financial motivational approaches while considering contextual factors such as organizational culture and leadership styles. Based on these insights, the chapter recommends that local government authorities implement balanced motivation strategies, enhance employee recognition and career development opportunities, and promote work-life balance practices to improve employee engagement, satisfaction, and overall organizational performance.
5.2 Summary of the Findings TC "5.2 Summary of the Findings" \f C \l "1"  

5.2.1 The Effect of Monetary Motivation Strategies TC "5.2.1 The Effect of Monetary Motivation Strategies" \f C \l "1"   

The study revealed that monetary motivation strategies have a significant positive effect on employees’ job satisfaction in local government authorities. Financial incentives, such as salary increments, bonuses, and allowances, were found to enhance employee motivation, commitment, and overall performance. Employees who perceived these rewards as fair and consistent reported higher engagement and loyalty to their organization. However, the study also indicated that while monetary incentives are important, their effectiveness can be influenced by other factors, including leadership style, job enrichment, and non-monetary rewards, suggesting that combining financial and non-financial strategies yields the greatest improvement in employee satisfaction.

5.2.2 The Effect of Non-Monetary Motivation Strategies TC "5.2.2 The Effect of Non-Monetary Motivation Strategies" \f C \l "1"   

The study found that non-monetary motivation strategies significantly contribute to employees’ job satisfaction in local government authorities. Strategies such as recognition, job autonomy, career development opportunities, supportive supervision, and a positive work environment were identified as key factors that enhance employee motivation, engagement, and performance. Employees who received these non-financial incentives reported higher levels of satisfaction, commitment, and organizational loyalty. The findings also suggest that non-monetary strategies can sometimes have a stronger influence on job satisfaction than monetary rewards, highlighting the importance of creating a supportive and empowering work environment alongside financial incentives.

5.2.3 The Effect of Work-life Balance Strategies TC "5.2.3 The Effect of Work-life Balance Strategies" \f C \l "1"   

The study revealed that work-life balance strategies have a significant positive effect on employees’ job satisfaction in local government authorities. Practices such as flexible working hours, leave policies, manageable workloads, and support for personal responsibilities were found to enhance employee well-being, motivation, and engagement. Employees who experienced a healthy balance between work and personal life reported higher job satisfaction, improved performance, and stronger organizational commitment. The findings indicate that effective work-life balance initiatives not only improve individual employee outcomes but also contribute to overall organizational efficiency and productivity.
5.3 Implications TC "5.3 Implications" \f C \l "1"  

5.3.1 Practical Implications TC "5.3.1 Practical Implications" \f C \l "1" 
The practical implications of this study relate to how Dodoma City Council and similar local government authorities can use the findings to improve employee job satisfaction and organizational performance. Firstly, management can design and implement effective monetary motivation strategies, such as fair salaries, bonuses, and allowances, to boost employee motivation, retention, and productivity. Secondly, focusing on non-monetary motivation strategies, including recognition, career development opportunities, job autonomy, and supportive supervision, can enhance employee engagement and loyalty without incurring high financial costs. Lastly, promoting work-life balance strategies, such as flexible working hours, leave policies, and manageable workloads, can reduce stress, absenteeism, and burnout, thereby fostering a healthier, more committed, and productive workforce. Overall, the study provides actionable guidance for policymakers and managers to create a motivated, satisfied, and high-performing workforce within local government authorities.
5.3.2 Theoretical Implications TC "5.3.2 Theoretical Implications" \f C \l "1" 
The findings of this study contribute to the theoretical understanding of employee motivation and job satisfaction within local government authorities. By demonstrating the significant effects of monetary and non-monetary motivation strategies, as well as work-life balance initiatives, the study supports and extends existing motivation theories, such as Herzberg’s Two-Factor Theory and Maslow’s Hierarchy of Needs, which emphasize both financial and non-financial factors in influencing employee satisfaction. Additionally, the study highlights the interplay between work-life balance and job satisfaction, suggesting that contemporary motivational theories should integrate work-life balance as a critical component of employee well-being and organizational performance. These insights provide a basis for further research and theoretical development on how different motivational strategies interact to influence employee outcomes in public sector organizations.
5.3.3 Policy Implications TC "5.3.3 Policy Implications" \f C \l "1" 
The findings of this study have important policy implications for local government authorities, including Dodoma City Council. Policymakers can use the evidence to design comprehensive employee motivation frameworks that integrate both monetary and non-monetary strategies, ensuring that financial rewards are fair and consistent while also promoting recognition, career development, and supportive work environments. Additionally, policies that encourage work-life balance, such as flexible working hours, leave entitlements, and manageable workloads, can be institutionalized to improve employee well-being and productivity. By adopting such evidence-based policies, local government authorities can enhance job satisfaction, reduce turnover, and foster a motivated and committed workforce, ultimately improving the quality and efficiency of public service delivery.
5.3.4 Social Implications TC "5.3.4 Social Implications" \f C \l "1" 
The findings of this study have significant social implications for employees, communities, and the broader society served by local government authorities. By improving job satisfaction through effective monetary and non-monetary motivation strategies and promoting work-life balance, employees are likely to experience better well-being, reduced stress, and higher morale, which positively affects their interactions both at work and in their personal lives. A motivated and satisfied workforce in local government authorities can deliver higher-quality services, foster trust and confidence among citizens, and contribute to community development and social cohesion. Additionally, policies that support employee welfare and work-life balance can serve as models for other public and private organizations, promoting a culture of employee-centered practices that enhance societal well-being overall.
5.3.5 Academia Implications TC "5.3.5 Academia Implications" \f C \l "1"  

The findings of this study offer several important implications for academia, particularly in the fields of human resource management, public administration, and organizational behavior. Firstly, the study provides empirical evidence on the effects of monetary and non-monetary motivation strategies, as well as work-life balance initiatives, on employees’ job satisfaction in local government authorities, contributing to the existing body of knowledge. Secondly, it highlights the need for further research on the combined effects of these strategies in different public sector contexts and across various cultural settings. Finally, the study offers a theoretical foundation for future scholars to explore new models of employee motivation and satisfaction, integrating both financial and non-financial factors along with work-life balance considerations, thus enriching theoretical frameworks and practical understanding in the academic discourse.
5.4 Conclusion TC "5.4 Conclusion" \f C \l "1"  

5.4.1 The Effect of Monetary Motivation Strategies TC "5.4.1 The Effect of Monetary Motivation Strategies" \f C \l "1"   

The study concludes that monetary motivation strategies have a significant and positive effect on employees’ job satisfaction in local government authorities. Financial incentives, including salary increments, bonuses, and allowances, were found to enhance employee motivation, commitment, and overall performance. However, while monetary rewards are important, their effectiveness is influenced by other factors such as leadership style, job enrichment, and non-monetary motivators, suggesting that a combination of financial and non-financial strategies is most effective in improving employee satisfaction and organizational outcomes.
5.4.2 The Effect of Non-Monetary Motivation Strategies TC "5.4.2 The Effect of Non-Monetary Motivation Strategies" \f C \l "1"   

The study concludes that non-monetary motivation strategies significantly enhance employees’ job satisfaction in local government authorities. Strategies such as recognition, job autonomy, career development opportunities, and supportive work environments were found to increase employee engagement, loyalty, and overall performance. The findings indicate that non-monetary incentives can sometimes have a stronger impact on job satisfaction than financial rewards, emphasizing the importance of fostering a positive and empowering work environment alongside monetary motivation to achieve optimal employee outcomes.
5.4.3 The Effect of Work-life Balance Strategies TC "5.4.3 The Effect of Work-life Balance Strategies" \f C \l "1"   

The study concludes that work-life balance strategies have a significant positive effect on employees’ job satisfaction in local government authorities. Practices such as flexible working hours, leave policies, manageable workloads, and support for personal responsibilities were found to enhance employee well-being, motivation, and organizational commitment. The findings underscore that promoting a healthy balance between work and personal life not only improves individual satisfaction but also contributes to higher productivity, reduced absenteeism, and overall organizational effectiveness.
5.5 Recommendations TC "5.5 Recommendations" \f C \l "1"  

5.5.1 The Effect of Monetary Motivation Strategies on Local Government Authorities TC "5.5.1 The Effect of Monetary Motivation Strategies on Local Government Authorities" \f C \l "1" 
Based on the findings, it is recommended that local government authorities implement fair and consistent monetary motivation strategies to enhance employee job satisfaction. This includes providing timely salary increments, performance-based bonuses, and allowances that reflect employees’ contributions and responsibilities. Management should also ensure transparency and equity in the distribution of financial rewards to build trust and reinforce motivation. Additionally, monetary incentives should be integrated with non-monetary strategies, such as recognition and career development opportunities, to maximize their effectiveness and foster higher employee engagement, commitment, and overall organizational performance.
5.5.2 The Effect of Non-Monetary Motivation Strategies on Local Government Authorities TC "5.5.2 The Effect of Non-Monetary Motivation Strategies on Local Government Authorities" \f C \l "1" 
Based on the study’s findings, it is recommended that local government authorities prioritize non-monetary motivation strategies to enhance employee job satisfaction. This includes implementing recognition programs that acknowledge employees’ achievements, providing opportunities for career development and skill enhancement, and promoting job autonomy where employees have greater control over their tasks. Authorities should also foster supportive supervision and a positive work environment to encourage engagement and loyalty. Integrating these non-monetary strategies with monetary incentives can create a balanced motivational approach, improving overall employee satisfaction, performance, and organizational effectiveness.
5.5.3 The Effect of Work-life Balance Strategies on Local Government Authorities TC "5.5.3 The Effect of Work-life Balance Strategies on Local Government Authorities" \f C \l "1" 
Based on the study’s findings, it is recommended that local government authorities implement effective work-life balance strategies to enhance employee job satisfaction and overall performance. This includes introducing flexible working hours, leave policies that accommodate personal and family needs, and mechanisms to manage workload effectively. Authorities should also provide support systems, such as counseling services or wellness programs, to help employees cope with work-related stress. By promoting a healthy balance between work and personal life, local government organizations can reduce absenteeism, improve employee morale, and foster a more committed and productive workforce.
 5.6 Limitations TC "5.6 Limitations" \f C \l "1"  

This study faced several limitations that affected the scope and generalizability of its findings. Firstly, the research was limited to Dodoma City Council, which was fully represented all local government authorities in Tanzania, restricting the broader applicability of the results. Secondly, data collection relied on self-reported questionnaires, which contained response bias, as participants were not provided socially desirable answers. Additionally, time and resource constraints limited the sample size and the depth of data collection, potentially affecting the richness and comprehensiveness of the findings. Despite these limitations, the study provided valuable insights into the effects of monetary and non-monetary motivation strategies and work-life balance on employee job satisfaction.
5.7 Suggestion for Further Studies TC "5.7 Suggestion for Further Studies" \f C \l "1"  
Future studies could expand on this research by exploring the effects of employee motivation strategies on job satisfaction across multiple local government authorities in different regions of Tanzania to enhance generalizability. Researchers may also examine the long-term impact of both monetary and non-monetary motivation strategies, as well as work-life balance initiatives, on employee performance and organizational outcomes. Additionally, qualitative approaches, such as interviews or focus group discussions, could be employed to gain deeper insights into employees’ perceptions and experiences. Further studies could also investigate the role of contextual factors, such as organizational culture, leadership styles, and resource availability, in moderating the effectiveness of motivation strategies on employee job satisfaction.
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APPENDICES TC "APPENDICES" \f C \l "1"  

APPENDIX I Questionnaires 

Dear respondent, my name is VEDASTUS BALILI, Open University of Tanzania, the purpose of this survey is to the effect of employee motivation strategies on employee’s job satisfaction in local government authorities; a case of Dodoma city council. You are requested to describe your perception using motivational strategies as indicated below.  Data given will be secret and usefully for academic purpose in Open University of Tanzania.  Kindly, you are requested to respond these questions below to facilitate valuable information which will be usefully on this the study. 
 SECTION A: GENERAL INFORMATION (PUT AN APPROPRIATE ANSWER)

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

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

	
	
	
	
	
	
	

	b) 
	Gender
	Male
	Female
	
	
	

	
	
	
	
	
	
	

	c) 
	Education level 
	Certificate
	Diploma
	Degree
	Masters
	PhD

	
	
	
	
	
	
	

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

	
	
	
	
	
	
	


SECTION B: EFFECTS OF KNOWLEDGE TRANSFER PRACTICES ON EMPLOYEES PERFORMANCE IN LGAs IN TANZANIA. 

On the following statements of knowledge transfer practices, please indicate your level of disagree or agreed based on the scale of 1-5 where 1 strongly disagree (SD), 2 disagree (DA), 3 neutral (N), 4 agree and 5 strongly agree (SA).
	CODE
	Monetary Motivational Strategies 
	1
	2
	3
	4
	5

	MMS1
	I am satisfied with my current salary compared to the responsibilities of my position.
	1
	2
	3
	4
	5

	MMS2
	The bonuses I receive reflect my performance and contributions to the organization.
	1
	2
	3
	4
	5

	MMS3
	I regularly receive allowances (e.g., housing, transport, duty) that support my work needs.
	1
	2
	3
	4
	5

	MMS4
	Overtime work is fairly compensated in a timely manner.
	1
	2
	3
	4
	5

	MMS5
	My salary is reviewed and adjusted regularly in accordance with my job performance or inflation.
	1
	2
	3
	4
	5

	MMS6
	Financial incentives provided by my employer motivate me to work harder.
	1
	2
	3
	4
	5

	MMS7
	I feel financially rewarded for my efforts and commitment to the organization.
	1
	2
	3
	4
	5


	CODE
	Non – Monetary Motivational Strategies 
	1
	2
	3
	4
	5

	NMM1
	I am satisfied with my current salary compared to the responsibilities of my position.
	1
	2
	3
	4
	5

	NMM2
	The bonuses I receive reflect my performance and contributions to the organization.
	1
	2
	3
	4
	5

	NMM3
	I regularly receive allowances (e.g., housing, transport, duty) that support my work needs.
	1
	2
	3
	4
	5

	NMM4
	Overtime work is fairly compensated in a timely manner.
	1
	2
	3
	4
	5

	NMM5
	My salary is reviewed and adjusted regularly in accordance with my job performance or inflation.
	1
	2
	3
	4
	5

	NMM6
	Financial incentives provided by my employer motivate me to work harder.
	1
	2
	3
	4
	5

	NMM7
	I feel financially rewarded for my efforts and commitment to the organization.
	1
	2
	3
	4
	5


	CODE
	 Work – Life Balance Motivational Strategies 
	1
	2
	3
	4
	5

	WLB1
	The organization allows flexible working hours that help me manage my personal and professional life.
	1
	2
	3
	4
	5

	WLB2
	I can easily access leave entitlements such as annual, sick, or maternity/paternity leave when needed.
	1
	2
	3
	4
	5

	WLB3
	My workload allows me to have enough time for family and personal responsibilities.
	1
	2
	3
	4
	5

	WLB4
	Work-related stress is managed effectively through wellness programs offered by the organization.
	1
	2
	3
	4
	5

	WLB5
	I feel supported by my supervisor in balancing work and non-work commitments.
	1
	2
	3
	4
	5

	WLB6
	Policies related to work–life balance are clearly communicated and consistently implemented.
	1
	2
	3
	4
	5

	WLB7
	The organization promotes a culture that values employee well-being and personal time.
	1
	2
	3
	4
	5


	CODE
	 Employees Job Satisfaction In LGAs
	1
	2
	3
	4
	5

	EJS1
	I am satisfied with my current job responsibilities and duties.
	1
	2
	3
	4
	5

	EJS2
	I feel motivated and committed to continue working in this local government authority.
	1
	2
	3
	4
	5

	EJS3
	I am satisfied with the opportunities for promotion and career growth within the organization.
	1
	2
	3
	4
	5

	EJS4
	The working environment is conducive and supportive of my productivity.
	1
	2
	3
	4
	5

	EJS5
	I am satisfied with the level of support I receive from my supervisors and management.
	1
	2
	3
	4
	5

	EJS6
	I feel appreciated and valued for the work I do.
	1
	2
	3
	4
	5

	EJS7
	Overall, I am satisfied with my job in this local government authority.
	1
	2
	3
	4
	5





Monetary Motivation Strategies


Salary Level


Performance-Based Bonuses


Allowances








H1





Employees’ Job Satisfaction


Work Environment Satisfaction


Satisfaction with Compensation and Benefits


Career Development Opportunities





Non-Monetary Motivation strategies


Recognition  


Career Development Opportunities


Employee Involvement in Decision-Making








H2





H3





Work-life Balance Strategies


Flexible Working Hours


Leave Entitlements


Employee Wellness Programs








