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ABSTRACT 

Studies which link job satisfaction and workers‟ performance often, provide an 

inconsistent findings. Due to that, researchers directed this as an area that required more 

attention. This study, was out to investigate on the impact of job satisfaction on 

workers‟ performance by taking a case of Tanzania electric Supply Company limited 

(TANESCO), Dodoma Municipality. The work, was carried out by using a case study 

methodology and employed multiple methods in data collection and analysis. It 

involved both top management of the firm and ordinary employees. It was found out 

that, there were mainly five factors which triggered workers to become satisfied with 

their jobs, namely; good working environment, good communication flow, good 

managerial system, attractive package of salary, and job security. Contrary to this, there 

were factors which caused some dissatisfaction to some workers. These were; poor 

working relationship with their seniors, long stay at the firm without promotions, lack 

of training opportunities, and uneven provision of incentives to employees. Further, the 

study established a weak relationship between job satisfaction and workers‟ 

performance. However, the findings were found to be consisted with various literature 

surrounding job satisfaction and workers‟ performance studies. Moreover, findings 

established that, satisfaction level of the workers at TANESCO was invariably high. It 

was recommended that, the management capitalized on those factors which made 

employees happy with their jobs, in order to sustain job satisfaction for the betterment 

of the employees, customers and the firm at large. It was also recommended to the 

management, to see factors that caused dissatisfaction as an eye opener for it to reflect 

and work on the factors, so as to make all of their employees as happy as possible. 

Finally, employees of TANESCO were advised to reciprocate by providing quality 

services to customers, in order to enable their firm excel. 
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CHAPTER ONE 

GENERAL INTRODUCTION 

 

1.0      Introduction 

This chapter, introduces the study on the impact of job satisfaction on workers 

performance. The chapter, begins with the description of the background to the study, 

followed by the statement of the research problem, after which, it presents the research 

objectives and the research questions. The chapter, continues with the significance to 

the study and finally defines the scope of the work followed by research report 

disposition. 

 

1.1 Background to the Study 

The concept of job satisfaction and workers performance, has a long history associated 

with how it impacted the organization behavior. Researchers were first made aware of 

the link between job satisfaction and performance in 1924-1933 (Wong et al, 2009). Job 

satisfaction is important to an organization's success. Much research, has been 

conducted into ways of improving job satisfaction of workers in various sectors (Wong 

and Teoh, 2009). 

 

Job satisfaction and workers performance, play a very vital role on the general 

achievement of any organization, it is essential to know as to how workers can be 

satisfied to achieve extraordinary results. This is because; the target and achievement 

depended on employees‟ satisfaction and in turn, contributed for the organizational 

success and growth as well as increasing the quality of work. The concept of job 

satisfaction and workers performance, considered to be a critical issue for the 

organizational performance. A number of scholars stressed on the importance of job 
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satisfaction and its influence on workers performance (Chen and Yang, 2006; Judge et 

al., 2008).  

 

Job satisfaction also, reduces absenteeism, labour turnover or accidents at work (Baron, 

2003). Job satisfaction, increases workers morale and creates innovative ideas among 

the workers. Individuals may become more loyal towards the organization if they get 

what they expected; this is because, job satisfaction and performance relates to inner 

feelings of the workers (Ruddy, 2001). The higher the job satisfaction, actually, the 

more workers will hold a positive attitude towards their jobs and are more likely to be 

committed to the organization, similarly, a worker with a higher level of job satisfaction 

would not show the desire of leaving the organization. Job satisfaction as a concept, has 

been described as complicated; this is because individuals differ in the way they 

perceive satisfaction (Wang, 2003).  

 

Wang, (2003) states that, it has been widely argued in literature that, by improving job 

satisfaction leads to higher performance. However, what makes job satisfaction or job 

dissatisfaction is not limited to the nature of the job, but it also, depends upon the 

individual‟s perceptions, attitudes and expectations towards the job itself. In other 

words, job satisfaction, is the affective state of employee‟s attitudes of their jobs. In 

fact, job satisfaction and worker‟s performance work together as concepts, that means, 

workers are more loyal and productive when they are satisfied, and these satisfied 

workers affect the organizational performance. Worldwide, there is no limit for the 

workers to reach the full satisfaction, and it may vary from worker to worker. 

Sometimes, workers need to change their behaviours in order to execute or perform 

their duties more effectively to gain a greater job satisfaction (Miller, 2006).  

 Organizations strongly desire job satisfaction from their employees (Oshagbemi, 

2003). Due to important role of human resource on organization performance, they try 
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to keep employees satisfied. Satisfied employees, would produce superior performance 

in optimal time which leads to increased profits. When employees are satisfied with 

their work, they would be more creative and innovative and offer advances, that allow 

company to evolve positively over time with changes in market conditions. On the other 

hand, a lack of job satisfaction results in a low level of employee commitment that, in 

turn, affects performance and the achievement of organizational goals (Harter, 2002). 

 

One strategy for reaching higher goals and development, is motivation which leads to 

performance. Employees, are motivated to increase performance and to render quality 

service and effectiveness which means that, performance, is a key factor for progress 

within an institution or organization. A profound knowledge of performance and its 

meaning is therefore, essential for success of the institution (Paré, 2001). Employee‟s 

performance is essential for the achievement of organizational goals.     

 

Many measures support that, job satisfaction, is a factor in employee performance and 

positive employee morale at the working place. The organizational management, should 

consider job satisfaction and worker‟s performance as two related aspects, that are 

necessity for achieving a high level of performance advancement of an organization, 

and a well managed organization normally, considers the emotions of the worker as the 

primary source of productivity gains. It is believed that, to ensure the achievement of 

organizational goals, the firm creates an atmosphere of commitment and cooperation for 

its employees through that facilitates employee satisfaction. 

 

1.2    Statement of the Research Problem 

Work environment, is a major determinant in employee engagement or disengagement. 

A study by Roelofsen (2002) indicates that, by improving the working environment 

reduces complaints and absenteeism while increasing performance and productivity. 
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Wells, (2000) reports that, employees comfort on the job, is determined by workplace 

conditions and environment has been recognized as an important factor, for measuring 

their performance and productivity. He further indicates that, the current economic 

development witnessed rapid development of the organizations or firms. The rapid 

expansion, has also generated a lot of internal management problems with consequent 

effects on job satisfaction, that affects the quality of service in the firm with a 

consequent effect on the degree of customer satisfaction. Therefore, efforts to improve 

job satisfaction can create satisfied employees with a high performance. 

 

According to Koustelios and Rehnehart (2001), the significance of creating good 

environment for job satisfaction to workers is that, workers will be a positive asset for 

the firm which should lead to increased profit and good reputation. Any kind of 

dissatisfaction to the employees may cause employees to have negative attitudes 

towards the organization as well as to release their claims, to other people and to the 

management. Witte, (2007) argues that, the presence of job satisfaction in the work 

place influences employee‟s job performance and productivity. 

 

According to Ministry for Labour (2004), job satisfaction and the ability of employees 

to perform well professionally, are key factors in the maintenance of quality service. 

Nonetheless, in Tanzania, workers have experienced a low and irregular salary 

payment, lack of proper housing, inadequate work facilities, low status and limited 

opportunities for professional development. This statement documented that, the 

government of Tanzania recognizes the significance of this phenomenon. However, it is 

not known as to what extent workers in Tanzanian firms, are satisfied with their jobs 

given the horrible environment that surrounds their jobs. In fact, there have been a few 

attempts to conduct studies on it and hence resulting in very limited literature available. 
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In contrast, Robbins and Judge (2008) assert that, some researchers used to believe that, 

the relationship between job satisfaction and job performance was not existent, but 

other studies suggested that, the correlation is pretty strong. A few organizations 

succeeded to satisfy their workers, this is because many organizations fail to understand 

the significant opportunity that lies in front of them. There is not much empirical data, 

to support the claim that job satisfaction contributes to employee performance. 

 

Other researchers conducted their studies relating to job satisfaction and workers 

performance. On their findings, for instance, Price (2001), Barriball (2005), Islam and 

Siengthai (2009), Wilson and Wagner, (2009) concluded that, there is a positive impact 

between job satisfaction and workers performance. Others including Cole (2005), 

Judge, et al., (2001), Wunderlich (2007) concluded that, job satisfaction has a direct 

impact on workers performance and customer‟s satisfaction. Concrete relationship on 

these constructs under Tanzanian context, is important as it will help managers of firm 

to invest in matters that will bring workers‟ satisfaction, in order to induce firms‟ 

performance as well as increasing customers‟ satisfaction. Since a little has been done 

concerning the impact of job satisfaction on workers performance especially in public 

institutions, the purpose of this study, was to conduct this assessment specifically in 

government organizations and particularly at Tanzania Electric Supply Company as a 

case. 

 

1.3        Research Objectives 

The main objective of this research, was to assess the impact of job satisfaction on 

workers‟ performance. In order to meet this broad objective, the study intended to 

achieve the following specific objectives.  
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1) To explore factors, which influenced workers to become satisfied in work 

organization. 

2) To analyze the relationship between job satisfaction and workers performance.  

3) To determine the satisfaction level of the workers in the study area. 

  

1.4     Research Questions 

1) What are the factors, which influence workers to become satisfied in work 

organization? 

2) What is the relationship between job satisfaction and workers performance? 

3) What are the satisfaction levels of the workers in the study area? 

 

1.5   Significance of the Study 

The importance of the study, was based on the fact that, results would provide the 

contribution to make in the aspect of knowledge contribution, policy contribution, 

managerial contribution and personal benefits. 

 

On the side of knowledge contributions, the findings of the study would increase 

general knowledge on the impact of job satisfaction on workers performance, in order 

to understand that satisfied workers were in a better position of performing beyond the 

organizational goal and objectives. With respect to policy contribution, the study would 

help policy makers to put emphasis on the role of job satisfaction to the workers, for the 

aim of creating a good working environment. To the managerial contribution, findings 

would assist managers to understand that, they could create a working environment that 

satisfied workers to perform better and generated profits for the organizations. Finally, 

the researcher benefited in the process of conducting the research through capacity 

building, due to the fact that, the study involved both conducting investigation and 

learning about report writing and presentation. 
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1.6  Scope of the Study 

This study, was based on the issues of workers‟ satisfaction and the factors that 

influenced it. It also looked at the relationship between workers‟ satisfaction and their 

own performance in work. Finally, the study gauged the level of workers‟ satisfaction. 

In this study, TANESCO was taken as the platform of the study. The study, did not 

intend to generalize findings for all the organizations; rather, it was to provide lessons 

to learn and to provide grounds for future investigations. 

 

1.7 Research Report Layout 

In the first chapter, the background information for the study is provided. This is 

followed by the statement of the problem and then research objectives. The research 

questions that aimed at attaining the stated objectives are then given. The chapter, 

concluded by presenting significance of the study, scope and layout of the report. 

Chapter two presents conceptualization of the key terms, theoretical viewpoint and 

empirical support from works of others. The chapter ends by giving the conceptual 

framework and the conclusions that showed a knowledge gap among others. Three 

provides discussion on methodological issues related to the study. The chapter defines 

the research approach, research design, and study location. Thereafter, in presents the 

sampling units, their selection, sample size, data collection methods, data collection 

procedures and data analysis techniques employed. The chapter concludes with issues 

of credibility of findings and ethical matters. Four presents the research findings by 

answering the research questions presented in chapter one. Finally, chapter five 

summarizes the information from the study and comes up with the contributions of the 

study. It winds up by pointing out the limitations of the study and suggests areas for a 

further research.  
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

2.0 Introduction 

This chapter provides a conceptual review of the key terms of the study. The theoretical 

analysis is addressed clearly followed by an empirical support from studies done 

globally. Finally, the chapter ends by providing and discussing the conceptual 

framework that guided this research. 

 

2.1 Conceptual Definitions 

This section, provides the conceptual understanding of the key terms used in this study. 

It includes a discussion of the job satisfaction and workers performance, as presented 

here under. 

 

2.1.1 Job Satisfaction 

Looking into literature, some scholars have come up with different views of discussing 

job satisfaction. Some literature states that, job satisfaction is an emotional response of 

the employees, some states it as feelings that employees hold, and other literature views 

job satisfaction as an attitudes of the employees, while other literature views job 

satisfaction as an environmental circumstances. All these ideas are presented in a proper 

way as shown below. 

 

According to Oshagbemi, (2000), job satisfaction is an emotional response that occurs 

as a result of the interaction between the employee‟s values, concerning his or her job 

and the profits he or she gains from his or her job. Job Satisfaction is an affective and 

emotional response to various facets of one‟s job (Kreitner and Kinicki, 2004). Also, 

according to Lund, (2003), job satisfaction, is an emotional response that results from 

the employees‟ perceived fulfillment of their needs and what they believe the company 
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to have offered. Campbell and Hakel (2001), look at job satisfaction as an emotional 

state in which, a person perceives various features of his/her work or the work 

environment. Therefore, job satisfaction has a major effect on people's lives. For Nelson 

and Quick (2002), job satisfaction, is a pleasurable or positive emotional state resulting 

from the appraisal of one‟s job or job experiences.  

 

On the other hand, there is another school of thought which considers job satisfaction as 

feelings. According to Sanghi, (2006), job satisfaction, is a collection of feelings that an 

individual holds towards his or her job. Robbins, (2000), explains the concept of job 

satisfaction, as the overall feelings of employees towards or attitudes about the job they 

perform. Job satisfaction, can be seen as a concept where an individual is evaluated 

from her/his point of view, and this concept includes the worker‟s feelings and 

emotions about her/his job (Weiss, 2002).Judge, (2013), describes job satisfaction as 

positive feelings about a job, resulting from an evaluation of its characteristics. A 

person with high level of job satisfaction, holds positive feelings about his or her job, 

while a person with a low level holds negative feelings. Job satisfaction can be 

influenced by a variety of factors. Opkara, (2002) states that, factors such as pay, the 

work itself, supervision, relationships with co-workers and opportunities for promotions 

have been found to contribute to job satisfaction.  

 

Another school of thought looks at job satisfaction as an attitude. For instance, Robbins 

(2003), defines job satisfaction as a subjective measure of worker‟s attitudes that is an 

individual‟s general attitude to his or her job. That means, if an employee‟s attitude is 

wrong, he or she will not experience job satisfaction. The term job satisfaction, refers to 

an individual„s general attitude to his or her job (Dawson, 2005). A person with a high 

level of job satisfaction, holds positive attitudes about the job, while a person who is 

dissatisfied with his or her job holds negative attitudes about the job. The same is 
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contributed by Masoud, (2008), who claims that, it is a general attitude towards one‟s 

job. It is in regard to one‟s feelings or state of mind regarding the nature of their work. 

Bashayreh, (2009), defines job satisfaction as a pleasurable positive state resulting from 

one‟s job and job experience. Individuals show pleasurable positive attitudes, when they 

are satisfied with their jobs. Job satisfaction, is a general attitude which is the result of 

many specific attitudes. Also, Bashayreh, (2009) says, many factors affect employee‟s 

job satisfaction and he divides the factors into the intrinsic satisfactory factors, related 

to work and the intrinsic satisfactory factors not directly related to work itself. 

 

Another point of view is like that of Judge and Robbin (2003), who describe job 

satisfaction as, any combination of psychological, physiological and environmental 

circumstances that cause and person truthfully to say I am satisfied with my job. Job 

satisfaction is not a behavior, it is an attitude, it is an outcome with which many 

managers are concerned about (Robbins and DeCenzo, 2005). 

 

As indicated by the above definitions, job satisfaction, can be defined as an attitude that 

individuals have about their jobs and the degree to which, there is a good fit between 

the individual or the needs of an individual and the organization. 

 

2.1.2 Workers Performance 

Workers performance, is the job related activities expected of a worker and how well 

those activities were executed. Many business personnel directors, asses the employees 

performance of each staff member on an annual or quarterly basis in order to help them 

identify suggested areas for improvement (Moore, 2007). Rashid poor (2000) defines 

workers performance, as the person efficiency in his job according to his legal tasks and 

shows amount of effort and successfulness, of that person. This means, workers 

performance is a skill of a person in doing his job and tasks. Worker‟s performance 
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actually is the act of performing, doing something successfully by using knowledge as 

distinguished from merely possessing it. A performance, comprises an event in which 

generally one group of people that is the performer or performers behave in a particular 

way, for another group of people (Illham, 2009).Workers performance is the successful 

completion of tasks by a selected individual or individuals, as set and measured by a 

supervisor or organization, to predefined acceptable standards while efficiently and 

effectively utilizing available resources within a changing environment. 

 

Performance, is the accomplishment of a given task measured against present known 

standards of accuracy, completeness, cost and speed. In contract, performance is 

deemed to be the fulfillment of an obligation, in a manner that releases the performer 

from all liabilities under the contract (Wright, 2007).Performance, is associated with 

quantity of output, quality of  output, timeliness of output,  presence or attendance on 

the job,  efficiency of the work completed and effectiveness of work completed (Mathis 

and Jackson, 2009). 

 

2.2 Theories of Job Satisfaction 

This section, presents the relevant theories on job satisfaction. These are job 

characteristics, Model Equity Theory and Herzberg‟s Theory (Motivation-Hygiene 

Theory). The section also presents the theory of performance such as Expectancy 

Theory and Douglas McGregor: Theory X and Theory Y.  Discussion of the theories is 

presented in turn as follows:- 

 

2.2.1 Job Characteristics Model 

This model, was developed by Hackman and Oldham (1975) who were concerned in 

work redesign as altering jobs to increase the quality of employee‟s work experience 
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and their productivity. The model, consists of three major parts: Core job dimensions, 

critical psychological states, and employee growth need strength. 

 

i. Core Job Dimensions: In this part, Hackman and Oldham identified five dimensions 

that determine a job‟s motivational potential, these are: skill variety, task identity, task 

significance, autonomy and feedback. The job characteristics model says that, the more 

these five core characteristics can be designed into the job, the more the employees will 

be motivated and the higher will be performance, quality and satisfaction. 

  

ii. Critical Psychological States: The model posits that, core job dimensions are more 

rewarding when individuals experience three psychological states in response to job 

design. Skill variety, task identity and task significance, tend to influence the 

employee‟s psychological state of experienced meaningful of work. The work itself, is 

satisfying and provides intrinsic rewards for the workers. The job characteristics of 

autonomy influence the worker‟s experienced responsibility. The job characteristics of 

feedback provide the workers with knowledge of actual results. The employee thus, 

knows how s/he is doing and can change work performance to increase desired 

outcomes. 

 

iii. Employee Growth Need Strength: This is the final part of the job characteristics 

model developed by Hackman and Oldham (1975), which means that, people have 

different needs for growth and development. If a person wants to satisfy lower level 

needs such as safety and belongingness, the job characteristics model has less effect. 

When a person has a high need for growth and development, including desire for 

personal challenge, achievement and challenging work, the model is especially 

effective. 
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Strength of Job Characteristics Model 

The values of the Job characteristics model, are inherent in the job characteristics 

supported to influence levels of job satisfaction, and are remarkably aligned with the 

values underpinning work teams (Polley and VanDyne, 2000). Job characteristic of task 

significance, is a reflection of the belief that, humans are motivated and fulfilled by 

work they deem important and meaningful. This concept, is closely related to the 

characteristic of task identity, in which fulfillment is derived from seeing how one‟s 

efforts contribute to a larger organizational objectives. The nature of work team 

processes is such that, before the work begins, members spend a significant amount of 

time understanding the importance of the work they are about to engage in; being part 

of a team allows each member to view the contributions of others and more easily 

understand their own contribution, in light of the whole than if they were working as 

isolated individuals (Katzenbach and Smith, 2001).  

 

The job characteristic of a task variety, is an implicit recognition of the ability and need 

for the human mind to be stimulated by change, and the challenge of continuous 

learning. In the like manner, work teams are characterized by flexibility in roles, 

members are expected to shine in their areas of specialization, but are also required to 

do whatever is needed to ensure that, objectives are met. This often means, accepting 

unanticipated challenges and learning new skills to meet emerging needs (Polley and 

VanDyne, 2000).  

 

The job characteristic of an autonomy, is a reflection of every person‟s desire to 

develop a sense of mastery at work, and to be trusted to make important decisions. One 

of the hallmarks of effective work team designs, is the granting of decision making 

authority to work teams, providing them with the empowerment they need to make 

decisions as a body (Polley and Van Dyne, 2000).  
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Finally, the job characteristic of feedback, is a reflection of the human need to gauge 

one‟s own progress and success at work, and to continuously improve. Once again, the 

fundamental to any team‟s success is the measurement and communication of progress 

and obstacles, both internally to the team and across the organization (Bassey, 2002).  

 

Weakness of Job Characteristics Model 

The job characteristics model, is not always a total solution to motivational, 

performance and productivity problems. Some employees resist job redesign and are 

not seeking, and may not perform well, with additional responsibility. There may be 

factors such as inequity in compensation or job insecurity that may override efforts to 

introduce job characteristics and job enrichment methods (Ryckman, 2010). 

 

Reason for applying Job characteristics model 

The model, provides a framework for increasing employee‟s motivation, satisfaction, 

and performance through enriching job characteristics. Furthermore, the model has been 

embraced by many researchers and is used in a multitude of professions and 

organizations (Examples, Campbell and Hakel, 2001). The model, is one of the only 

approaches that focus on looking at job design. Under this model, the individual‟s 

personality, behaviours and task accomplishment are all taken under consideration to 

describe the perfect fit for the job. In addition, the employee‟s beliefs, values and ethnic 

background, can also play a role in how they respond to a job. Another reason for 

applying job characteristics model is that, the model, is widely accepted as a conceptual 

tool for addressing problems related to employee de-motivation, dissatisfaction and 

marginal performance (Katzenbach and Smith, 2001). The model also, is presented as a 

priority in order to address contemporary management issues in the workplace (Opkara, 

2002). 
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2.2.2  Equity Theory 

Equity theory, was first developed in 1963 by John Stacey Adams, a work place and 

behavioral psychologist. Equity theory, shows how a person views fairness in regard to 

social relationships such as with an employer. A person identifies the amount of input 

(things gained) from a relationship, compared to the output (things given) to produce an 

input or output ratio. He then compares this ratio to the ratio of other people in deciding 

whether or not they have an equitable relationship. Equity theory suggests that, if an 

individual thinks there is an inequality between two social groups or individuals, the 

person is likely to be distressed because the ratio between the input and the output are 

not equal. For example, consider two employees who work the same job and receive the 

same pay and benefits. If one individual gets a pay raise for doing the same work than 

the other, then, the less benefited individual will become distressed in his workplace. If, 

on the other hand, one individual gets a pay raise and new responsibilities, then the 

feelings of equity will be maintained. 

 

Other psychologists have extended the equity theory, suggesting three behavioral 

response patterns to situations of perceived equity or inequity (Huseman and Mile, 

1998). These three types are benevolent, equity sensitive, and entitled. The level by 

each type affects motivation, job satisfaction, and job performance. 

i.      Benevolent: Satisfied when they are under-rewarded compared with co-workers. 

ii.     Equity sensitive: Believe everyone should be fairly rewarded. 

iii.   Entitled: Believe that everything they receive is their just due. 

 

Criticism of Equity Theory 

Criticisms, have been directed towards both the assumptions and practical application 

of equity theory. Scholars have questioned the simplicity of the model, arguing that, a 

number of demographic and psychological variables affect people's perceptions of 
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fairness and interactions with others. Furthermore, much of the research supporting the 

basic propositions of equity theory has been conducted in laboratory settings, and thus, 

has questionable applicability to real-world situations (Huseman and Miles, 2002). 

Critics have also argued that, people might perceive equity or inequity not only in terms 

of the specific inputs and outcomes of a relationship, but also, in terms of the 

overarching system that determines those inputs and outputs. Thus, in a business 

setting, one might feel that, his or her compensation is equitable to other employees', 

but one might view the entire compensation system as unfair (Carrell and Dittrich, 

2004). 

 

There are factors that make this theory a weak practice to implement in the workplace. 

One factor is, the most highly motivated employee is one who perceives his rewards are 

equal to his contributions. It is difficult to assess one particular practice, that will work 

to maintain equity amongst all employees and this is a perceived weakness of the theory 

(Redmond, 2009).Another weakness of the theory is the prediction of the overpayment 

conditions, stronger support has been found for underpayment inequity than 

overpayment inequity (Prichard, 2008). 

 

Strength of the Equity Theory 

On the other hand, the theory does have some strengths. One strength about the equity 

theory is that, its predictions of behavior in underpayment conditions, as evidenced by 

the Masoud Study in (2008). When Masoud did this study, results showed that, pay cuts 

were indeed associated with increased stealing. This study is evidence that, when 

employees are underpaid they will try to restore equity by other means. However, it is 

important for organizations to note that, people do consider inputs and outcomes of 

others relative to their own. Dereck, (2009), states that, supervisors and managers can 

apply equity theory to workers at all levels to predict and influence employees 
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behaviours. Furthermore, organizations can apply equity theory in the workplace to 

analyze employee perceptions of fairness and improve work practices, to boost workers 

motivation and productivity. This may occur through the use of variety of methods, 

including conducting surveys to gather data pertaining to employee perceptions. 

Organizational leaders may then, use these data to develop policies and procedures 

designed to improve the perceptions of fair and equitable treatment throughout the 

workplace. 

 

Reasons for applying the Equity Theory in this study 

In practice, this theory helps to explain why employees are so strongly affected by the 

situations of colleagues, friends or partners in establishing their own personal sense of 

fairness or equity in their work situations. The theory, is one of the only approaches that 

focus on looking at equity as the means of making employees to enjoy. Equity theory, 

explains why employees can be happy and motivated by their situation one day, and yet 

with no change to their terms and working conditions can be made very unhappy and 

de-motivated, if they learn for example that, a colleague is enjoying a better reward to 

effort ratio. 

 

2.3    Theories of Performance 

This section, presents theories of performance which were considered appropriate for 

the study. These are expectancy theory and Douglas McGregor: Theory X and Theory 

Y. 

 

2.3.1  Expectancy Theory 

Workers expectation of returns or rewards for efforts put on a job, has become part and 

parcel of the motivation of employees in every organizational establishment and it is 

therefore, inappropriate to discuss performance without taking a cursory look at the 
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Expectancy Theory. This theory was developed by an American, V.H. Vroom in 1960s. 

A key point of his theory is that, an individual‟s behaviour is formed not on objective 

reality but his or her subjective perception of that reality. Vroom proposes that, 

motivation is a function of value of effort-performance and performance rewarded 

relationships. Expectancy theory, emphasizes the role of individual perceptions and 

feelings (expectations of particular results) in determining motivation and behaviour. 

The core of this theory, relates to how a person perceives the relationships between 

three things that are effort, performance and rewards. Vroom (1964) proposes that, 

people are motivated by how much they want something and how likely, they think they 

are to get it. He suggests that, motivation leads to efforts and the efforts combined with 

employee‟s ability together with environmental factors interplay to determine 

performance. This performance in turn leads to various outcomes, such of which have 

an associated value called valence. The three key factors, are based on the individual‟s 

perceptions of the situation. These are:  

Expectancy: Is the extent of the individual‟s perception, or belief, that a particular act 

will produce a particular outcome.  

The instrumentality: Is the extent to which the individual perceives that effective 

performance will lead to desired rewards, and; 

Valence: Is the strength of the belief that, attractive rewards are potentially available 

(Gole, 2004). 

According to Vroom the three factors that is, Expectancy, Instrumentality and Valence 

combine together to create a driving force, which motivates an individual to put in an 

effort, achieve a level of performance, and obtain rewards at the end. 
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Criticisms of the Expectancy Theory  

Some of the critics of the expectancy model are given byGraen and Lawler, 

(2001).Actually, their criticisms of the theory, were based upon the expectancy model 

being too simplistic in nature. Graen and Lawler (2001) claim that, the simplicity of 

expectancy theory is deceptive because it assumes that, if an employer makes a reward, 

such as a financial bonus or promotion, enticing enough, employees will increase their 

performance or productivity to obtain the reward. However, this only works if the 

employees believe the reward is beneficial to their immediate needs. For example, a $2 

increase in salary may not be desirable to an employee if the increase pushes her into a 

tax bracket, in which she believes her net pay is actually reduced. Similarly, a 

promotion that provides higher status but requires longer hours may be a deterrent to 

employees, who value evening and weekend time with their children. 

 

In addition to that, Lawler and Graen, (2002), state that, if anyone in the armed forces 

or security agencies is promoted, there is a must condition for such promotions, that 

they will be transferred to other locations. In such cases, if the new place is far from 

their permanent residence, where their family is residing, they will not be motivated by 

such promotions, and the results will be other way round, because, the outcome, which 

this reward (promotion) will yield, may not be valued by those who are receiving it. 

 

Strengths of the Expectancy Theory  

Victor Vroom‟s expectancy theory, is one such management theory that focused on 

motivation. According to Holdford and Lovelace (2001), Vroom asserts, intensity of 

work effort depends on the perception that, an individual‟s effort will result in a desired 

outcome. Vroom suggests that, for a person to be motivated, effort, performance and 

motivation must be linked (Droar, 2006).  
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In order to enhance the performance-outcome tie, managers should use systems that tie 

rewards very closely to performance. Managers also need to ensure that, the rewards 

provided are deserved and wanted by the recipients. In order to improve the effort-

performance tie, managers should engage in training to improve their capabilities and 

improve their belief that added effort, will in fact lead to better performance (Holdford 

and Lovelace, 2001). Thus, this theory makes the following contributions: 

 Emphasizes self-interest in the alignment of rewards with employee's wants, 

and; 

 Emphasizes the connections among expected behaviors, rewards and 

organizational goals. 

Nonetheless, Expectancy theory, though well known in motivation literature, is not as 

familiar to scholars or practitioners outside that field. 

 

Reason for Applying Expectancy Theory 

Expectancy theory, is an important tool in the field of management to explain 

performance. From the research that has been conducted to test the theory, overall 

results suggest that, the theory can be useful as a predictor of the choices people will 

make when given different tasks, and remains, a popular theory in the workplace. 

Expectancy theory, is more often used as an organizing framework for generating and 

testing context specific hypothesis. Expectancy theory states that, employees make 

decisions among alternative plans of behavior based on their perceptions of the degree 

to which, a given behavior will lead to desired outcomes. The basic idea behind this 

theory is that, employees will be motivated by belief that, their decisions/actions will 

lead to the outcome they desire. 
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2.3.2  Douglas McGregor: Theory X and Theory Y 

McGregor‟s theory, which is built on Maslow‟s theory, adds a central idea: that 

manager‟s assumption about their employees can affect their performance. This theory 

proposes two alternative and extreme views to see the human being in Theory X and 

Theory Y. According to Theory X, the employee is viewed as mainly negative, lazy, 

resist change and unable to motivate or to perform. This produces a controlled 

environment with strict rules, threats and punishments. Employees in an organization 

like this tends to perform less effectively, give low productivity, produces aggressions 

and conflicts. Theory Y on the other hand, strives to maximize the employee‟s 

individual goals and efforts by giving workers greater job involvement and autonomy. 

This means that, employees are given the possibility to grow and achieve their own 

goals within the organization. Employees, are viewed as positive and open to 

development. Management‟s goal is to make the employee happy and satisfied with 

their work and performance (Matteson, 2000). 

 

MacGregor suggests that, there exist two sets of employees (lazy and ambitious 

employees), with lazy employees representing theory X, hard and ambitious workers 

representing theory Y. According to him, the lazy employees should be motivated to 

increase performance in an organization. The theory can provide a useful tool for 

performance, motivation and management research (Shah, 2007). In addition, these 

theories remain as a guiding principle of positive approaches for management, to 

organizational development and to improve organizational culture as well as 

performance. 
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Criticism of Douglas McGregor: Theory X and Theory Y 

McGregor makes the point that, a command and control environment is not effective 

because it relies on lower needs as levels of motivation, but in modern society, those 

needs already are satisfied and thus no longer are motivators. In this situation, one 

would expect employees to dislike their work, avoid responsibility, have no interest in 

organizational goals, and resist change, thus, making theory X a self-fulfilling prophecy 

(Illhamm, 2009). 

 

Gole, (2004) in his study, states that, nowadays McGregor's theory is seen as outdated, 

representing two extremes. Theory X, is perhaps visible in low paid or menial work but 

employees in those situations will move on in search of positions with Theory Y 

conditions, if they are motivated. Personal development, management training and even 

general perceptions of behaviour are against a Theory X outlook towards work. There is 

no doubt that, this outlook would have been more prevalent in the 1960s when 

McGregor created his theory (Gole, 2004). 

 

McGregor‟s position causes confusion for the managers, who try to choose between 

these two conflicting approaches. The classical organizational approach that McGregor 

associated with Theory X, does work well in some situations, although, as McGregor 

himself pointed out, there are also some situations where it does not work effectively. 

At the same time, the approach based on Theory Y, while it has produced good results 

in some situations, does not always do so. That is, each approach is effective in some 

cases but not in others. Why is this? How can managers resolve the confusion? Morse, 

(2006). 
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Strengths of Douglas McGregor: Theory X and Theory Y 

McGregor's Theory Y, is the root cause of employee empowerment. This concept 

emphasizes that, staff are self-discipline and would like to do the job themselves. The 

team members are active and supportive in our work climate and find the work itself 

rewarding. Adopting this philosophy, will produce self-direction towards goals without 

coercion or control. Teammates will seek opportunities for personal improvement and 

self-respect (Kokemuller, 2007). 

 

Reasons for applying Douglas McGregor: Theory X and Theory Y 

The theory, represents two sets of assumptions about human nature and human behavior 

that are relevant to the practice of management. The theory, has had a significant impact 

on management thought and practice, in terms of the study of management, McGregor‟s 

concepts are included in the overwhelming majority of basic management textbooks, 

and they are still routinely presented to students of management. Theory X and Theory 

Y, are often studied as a prelude to developing greater understanding of more recent 

management concepts, such as job satisfaction, job enrichment and self managed work 

teams. That means, the theory influences the study of management. 

 

2.4 Empirical Findings 

Different studies, have been carried out to study how job satisfaction affects employees‟ 

performance. Below are the different scholars who explain various factors that, 

influence workers to become satisfied in working organization. 

 

2.4.1 Factors Influencing Workers to Become Satisfied in Work Organizations 

Shikdar and Das, (2003) found out that, job satisfaction is associated with salary, 

occupational stress, empowerment, company and administrative policy, achievement, 

personal growth, relationship with others, and the overall working condition. It has been 
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argued that, an increase in job satisfaction increases worker‟s productivity. Tang, 

(2004) found out that, pay satisfaction is a part of job satisfaction, which could lead to 

higher worker‟s productivity. Workers are inspired to achieve more and to give full 

effort only if they are satisfied with their pay. It is reported that, absenteeism can result 

when pay dissatisfaction is present. According to Mani (2002), workers who were 

absent from their works frequently were not satisfied with their pay. Naktiyok, (2002) 

in his study collected data from managers in the city of Erzurum and found out that, job 

satisfaction is dependent on six factors: salary, promotion, organizational training, 

solidarity, organizational practices and the type of work. Although managers were 

satisfied with social aspects, solidarity and type of work, they were dissatisfied with 

salary and promotions. All six of the job satisfaction factors had statistically significant 

and positive relationships, but mixed relationships emerged between the manager‟s 

demographic characteristics and the job satisfaction factors. 

 

Previous African studies have identified the most important human resources tools to 

manage job satisfaction; these include materials, salary, training, the working 

environment, supportive supervision and recognition (Mathauner, 2006). These findings 

are relatively consistent with those of the Ugandan Study, where the effects of several 

job-related factors were evaluated to judge their relative importance in predicting job 

satisfaction. In order of importance, the following were the most significant contributors 

to overall satisfaction: job matched with workers‟ skills and experience, satisfaction 

with salary, satisfaction with supervisor, manageable workload and job security 

(Uganda Ministry of Health, 2007). 

 



25 

 

2.4.2 Relationship between Job Satisfaction and Workers Performance 

Many studies, have been conducted by different scholars concerning job satisfaction 

and workers performance. These studies brought variations in findings of job 

satisfaction and workers performance. In the early decades of the studies, Rothisberger 

and Dickson (1939) found no clear relationship between job satisfaction and 

performance, where as Vroom (1964) found a very weak relationship between job 

satisfaction and turnover of employees. 

 

Many studies, have shown inconsistent results concerning the relationships between 

most background variables and job satisfaction. Most reviewed studies, show a 

consistent finding of no relationship between gender and job satisfaction (Kuo and 

Chen, 2004). With respect to age, some researchers have found out that, the older 

employees were more satisfied with their jobs than the younger individuals (Kuo and 

Chen, 2004). On the other hand, other researchers have found out that, age was not a 

factor affecting one‟s job satisfaction (Certin, 2006). Experience, as variable in the 

study of Popoola (2007), also found no relationship between experience and the job 

satisfaction. 

 

In addition, Judge, et al., (2001) found out that, when the correlations are appropriately 

corrected (for sampling and measurement errors), the average correlation between job 

satisfaction and job performance is higher. In addition, the relationship between job 

satisfaction and performance, was found to be even higher for complex or professional 

jobs than for less complex jobs. Thus, contrary to earlier reviews, it does appear that job 

satisfaction is, in fact, predictive of performance, and the relationship is even stronger 

for professional jobs. 
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According to Jitendra and Mini (2003) the following are the impact of job satisfaction 

on employee‟s performance:- 

Satisfaction and Productivity: “Happy workers are productive workers” is a myth. 

Various research mentions, “Productive workers are likely to be happy”. Satisfied 

workers are more productive and more productive workers are highly satisfied. Worker 

productivity is higher in organizations with more satisfied workers. 

 

Satisfaction and Absenteeism: Satisfied employees have fewer avoidable absences, 

while it certainly makes sense that dissatisfied employees are more likely to miss work. 

Satisfaction and Turnover: Satisfied employees are less likely to quit. Organizations 

take actions to retain high performers and to weed out lower performers. 

 

Satisfaction and Workplace Deviance: Satisfied employees are less likely to create a 

deviant behaviour at the workplace, while dissatisfied employees create an anti-social 

kind of behaviour at the workplace including unionization attempts, substance abuse, 

stealing at work, undue socializing and tardiness. 

 

Satisfaction and Organization Citizenship Behaviour: Satisfied employees, who feel 

fairly treated by and are trusting of the organization are more willing to engage in 

behaviours that go beyond the normal expectations of their job. 

 

Satisfaction and Customer Satisfaction: Satisfied workers, provide a better customer 

service. Satisfied employees increase customer satisfaction because they are friendlier. 

 

2.4.3 Related Satisfaction and Performance Studies in Tanzania 

Sumra, (2005), states that, several areas of interest on employees‟ status in Tanzania 

have been identified. These areas can be examined to understand the contextual 

situation that, analysis can be done to examine the factors that affect government 
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employees‟ job satisfaction and performance. These factors are known as working 

condition and living condition. 

 

The degree of job satisfaction is not homogeneous in nature. It differs from one person 

to another due to individual income, working place, age, sex, order of seniority in the 

working place, and academic qualifications. High level of satisfaction of employees 

guarantees delivery of workers best efforts, thus high quality of job performance 

(Hussin, 2010). The job satisfaction level of public employees in Tanzania is generally 

low compared to private sectors employees; however it sees, there is a slight difference 

between the satisfaction level for urban and rural public employees (Sumra 2005). 

Basing on Sumra‟s research report, the satisfaction level can be identified using salary 

and healthcare insurance scheme programme. 

 

According to Nyirenda, (2013), Public employees in Tanzania, are not provided with 

professional development seminars to enable them to face new challenges and cope 

with new development, especially in this era of globalization. Davidson, (2005) states 

that, there has been favoritism in selecting who to supervise or to attend 

seminars/workshops. For instance, the researcher points out one respondent in Manyoni 

district in Singida region, in the central part of Tanzania who alleged that, district 

officials appointed their friends; and he had 22 years in service but had never been 

appointed to supervise or to attend seminars. 

 

2.5 Knowledge Gap 

Various researchers for example, Harter and Hayes, (2003) show that, the link between 

job satisfaction and workers performance is weak. Saari and Judge,(2004) 

conceptualized the gap between job satisfaction and workers performance. Two of the 

three gaps identified, included an understanding of the causes of satisfaction and 
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workers performance, and understanding the consequences of job satisfaction. Saari and 

Judge, described this disparity as the impact of job satisfaction or job dissatisfaction 

may have on organization outcomes. Invariably, these are areas which call for further 

investigations. 

 

2.6 Conceptual framework of the study 

The conceptual framework that guided the study is presented pictorially in Figure 2.1 

below. 

Independent Variable                                                   Dependent Variable 

 

 

 

 

 

 

 

 

 

 

Figure 2. 1: Conceptual Framework 

 

Description of the Model 

The above conceptual model, was developed from the reviewed literature. The model 

shows that, job satisfaction impact workers performance by various job related factors 

and they are derived from job context and job content factors. Job content factors, are 

related with intrinsic rewards and job context factors which are related with extrinsic 
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rewards. A satisfied employee, can be motivated to extend more effort to improve the 

performance. Workers‟ performance indicators also may ultimately have an impact on 

organizational performance as shown in the model. 

 

2.7 Conclusion 

Job satisfaction, is important for the success organization. Many studies have been 

conducted into ways of improving job satisfaction of employees in various sectors Tan 

and Amna, (2011). There previously, many studies on job satisfaction as well as studies 

on job satisfaction towards job performance. The research had found out that, there was 

a lack of study or relatively a little research conducted, on investigating the impact of 

job satisfaction components which are pay, promotion, the work itself, supervision, 

recognition, worker‟s relationships towards employee‟s performance. However, a little 

evidence is available on how such components of job satisfaction are likely to influence 

workers performance in many organizations, this research would contribute to a new 

knowledge on the impact of job satisfaction, on workers performance in organizations 

of Tanzania. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter, provides the discussion on how the study was conducted. Issues put 

forward in this chapter are; research approach, design, study setting, population, sample 

and Sample techniques used. Other issues presented are; data collection methods, data 

collection procedure, data analysis, data credibility and ethical matters of the study. 

 

3.2 Research Approach 

This study has employed a mixed methods approach by triangulating methods starting 

from data collection methods to analysis. By so doing, it is believed that, validity and 

reliability of the findings were improved. Authors like Creswell, (2004) as well as 

Saunders, et al., (2000) show significant advantages of mixing methods in research 

situations. Among the advantages, is by improving validity and reliability of the 

findings. Furthermore, the approach employed augers well with the design, as it gave 

way into the possibility to triangulate, data, sources of data, methods of collection, etc. 

 

3.3 Research Design 

A research design, is a plan used to get the expected results of the study. It is the 

arrangement of the conditions, for collection and analysis of data in manner that aims to 

combine relevance to the research purpose, with the economy in the procedure (Selluz, 

2009). According to Saunders et al.,(2000), research design, is an outline of the systematic 

and scientific procedures adopted in conducting a study. This study, applied an 

explanatory case study design. Yin (1994), classifies case studies into three groups that 

are; exploratory case studies – that are in the form of initial study that can be used as a 

basis for formulating questions, that are more precise or testable hypotheses, descriptive 

case studies, – that attempt to describe a situation regarding what happens and so on and 
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explanatory case studies, – that are used for the theory generation and a means for 

initiating change. The design here was an explanatory case study because the need, was to 

establish the relationship between variables among other things. Under the explanatory 

approach, the research employed a holistic –case study design, where only once case was 

considered. 

 

3.4 Study Setting 

The study, was conducted in Dodoma Municipality where the Tanzania Electric Supply 

Company Limited (TANESCO),wastakenas the study. TANESCO was selected due to 

have possibility to get data and information, which is an opportunity to learn. Further, it 

was an appropriate for the study because, it provided some convenience to the 

researcher due to the proximity and accessibility concerns. The study, considered only 

one case because the type of research conducted was a small scale based and that, it was 

found proper to consider workers which faced similar working environment for 

investigations. Furthermore, it was confined to TANESCO at Dodoma branch due to 

convenience and opportunity to learn as mentioned above because there was already o 

promise from the management to obtain access. 

 

3.5  Sampling Units and Their Selection 

Population, is the researcher‟s population of interest to which s/he would like the results 

of research to be generalized (Gay, 1981). In this study, the population involved two 

sampling units, namely; employees of TANESCO, both males and females as well the 

management cadres. Since the study, aimed at establishing the link between employees‟ 

job satisfaction and their performance, it is believed that, these two sampling units, 

were appropriate for the investigation. According to Saunders et al., (2000), a 

population for a study should contain elements which are linked to the research topic.  



32 

 

3.6 Sample and Sampling Techniques 

This study, employed two methods of sampling, namely; opportunity to learn criteria 

study (Arvind and Vijay, 2010; Stake, 1998) and purposive sampling (Kothari, 2004). 

Opportunity to learn criteria, was adopted to select employees. However, the method 

was preceded by stratifying the employees according to their departments to ensure that, 

all the employees were given an equal opportunity. Thereafter, employee respondents 

were introduced to the study and those who were willing to participate in it were given 

a questionnaire to fill while those who declined were not forced at all. Purposive 

sampling on the other hand, was employed to select top management carders. The 

method, was thought to be an adequate for this group because the managers are people 

who had rich information in terms of having the institutional memory and decision 

making powers. According to Kothari (2004), individuals who are information rich, are 

not selected based on random sampling, they should actually be purposively chosen. 

 

With respect to the sample size of this study, 40 individuals were involved, of whom, 

37 were ordinary employees and the remaining three were management cadres. It was 

hoped that, 40 is respondents were adequate for fulfilling the requirements of the 

objectives of this study. In fact, according to Aczel (2000), a sample size of 40 is an 

adequate for analysis and reporting. Actually, the position of Hogs and Tanis (1977) is 

that, a sample size of 25 to 30 is enough for analysis and reporting.  

 

3.7 Data Collection Methods and Instruments 

The study, employed three techniques of data collection. These were questionnaires, 

direct interview and documentary reviews. These techniques, were purposely employed 

in an attempt to improve validity of the findings through triangulation. They are 

described in details hereunder. 
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3.7.1  Questionnaire 

A questionnaire, is a set of carefully prepared questions designed with the aim of 

collecting reliable data from selected participants (Remenyi et al., 2005). 

Questionnaires, are commonly used to gather straightforward information relating to 

people‟s behavior, or to look at basic attitudes and opinions of people relating to a 

particular issue. Saunders et al., (2000) considers a questionnaire as the primary vehicle 

of data gathering in sampling human population. 

 

This study, employed a semi-structured questionnaire which comprised of both closed 

and open ended questions, in order to obtain information from respondents. This 

particular vehicle of data collection, was used to collect data and information from 

ordinary employees. This method, was employed for this sampling unit because; there 

were relatively many respondents from which, data were to be collected from this 

group. Further, the questionnaire was somehow long and required about one hour to 

complete it properly. A sample of the questionnaire that was employed to collect data 

from employees, is shown as Appendices 1 in the list of appendices. 

 

3.7.2  Interview 

Cooper and Schindler (2008) define interview as a primary data collection technique for 

gathering data in qualitative methodologies.  Saunders et al (2000) classifies interviews 

into three types as; structured interview, semi-structured interview and unstructured 

interview. In this study, respondents were interviewed by using structured interview that 

was guided by interview guide. According to Yin (1994), interview must be guided by 

an interview guide or protocol which is necessary in improving reliability as well as 

validity of the study findings. This technique was employed in this study. The technique 

was administered to management respondents. The sample of the interview guide that 
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was used to collect data and information from the management respondents is shown as 

Appendix 2.  

 

3.6.3  Documentary Review 

Apart from using primary data as indicated above, this study made use of secondary 

data, obtained from various secondary sources of information. These include sources 

like reports, books, internet, brochures, journal articles, etc. The reason for using 

documentary review was that, documents are stable and permanent in that, they could 

be reviewed repeatedly to provide the required information. 

 

3.8 Data Collection Procedure 

Before data collection, instruments (questionnaires and interview guides) were 

prepared. After that, the instruments were pilot tested in order to improve both validity 

and reliability. According to Appiah-Adu at al., (2000), it becomes more vital for a 

study, to undertake pilot testing of instruments because both validity and reliability 

measures, are more qualitative than they are quantitative.  Therefore, it is very 

important to take measures to improve validity and reliability at the beginning of the 

study, one of the measures used to undertake a pilot testing. After pilot testing of the 

study instruments, they were amended as per the observations seen. Thereafter, the 

instruments were printed for data collection exercise, that was followed by analysis and 

report writing. 

 

3.9  Data Analysis 

Data Analysis, is the process of systematically applying statistical and or logical 

techniques to describe, illustrate, condense and recap, and evaluate data. According to 

Shamoo and Resnik (2003), various analytic procedures, provide a way of drawing 
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inductive inferences from data and distinguishing the signal (the phenomenon of 

interest), from the noise (statistical fluctuations) present in the data. 

 

Since the study applied mixed methods approach, then the data were analyzed both 

qualitatively as well as quantitatively. From the qualitative point of view, this study 

adopted three basic qualitative techniques in analysing data. These were the comparison of 

data and information between the sampling units, pattern matching of data and by the use 

of explanation building as proposed by Yin (1994). In conducting the analysis, the guiding 

principle was the analytic strategy (research objectives). Quantitative data obtained from 

the questionnaire were analysed using Tables, Figures, frequencies, percentages and by 

applying linear regression and correlation techniques. In conducting quantitative analysis, 

SPSS software was of great support. 

 

3.10 Reliability and Validity Concerns 

Patton (2001) states that, validity and reliability are two factors which any qualitative 

researcher, should be concerned about when designing a study, analysing results and 

judging the quality of the study. Validity and reliability also are two important aspects 

in order to approve and validate the quantitative research. 

 

Moskal & Leydens (2002) define validity, as the degree to which the evidence supports 

that the interpretations of the data are correct and the manner in which interpretations 

used are appropriate. Validity means that, correct procedures have been applied to find 

answers to a question (Dawson, 2002). Reliability on the other hand, refers to the 

quality of a measurement procedure that provides repeatability and accuracy (Dawson, 

2002). According to Joppe (2000), reliability, is the extent to which results are 

consistent over time and provide an accurate representation of the total population 

under study. 
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Reliability in this study, was improved by a pilot testing data collection instruments. 

This ensured that, respondents understood the questions in the same way. On the other 

hand, triangulation of data and their sources as well as triangulation of methods of data 

collection, were employed in this study for improving validity of the findings.  

 

3.11 Ethical Considerations 

Ethical considerations, are the moral principles and values that govern the actions and 

decisions of an individual (Jobber, 2004). The first ethical issue that was encountered in 

this study was the confidentiality of the respondents. The request to use TANESCO as 

the case study for the research was done, through the official request from the 

University of Dodoma that was sent to TANESCO branch manager. Then, the manager 

approved it and gave permission to the researcher to collect data. Nonetheless, it was 

agreed upon that, the researcher would strictly use the data gathered, for academic 

purpose only and that, a copy of the research report would be made available to the 

organization. In addition to that, the research only involved participants after getting 

their consent and after explaining to them, the purpose of the study. All respondents 

who declined were neither convinced nor compelled. During analysis and reporting, 

confidentiality and anonymity, was also maintained as seen in this report. 
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CHAPTER FOUR 

FINDINGS AND DISCUSSION 

4.0 Introduction 

This chapter, presents the findings of the study as per data collected from the field. The 

findings, have been presented according to the chronology of the research objectives.  

 

4.1 Profile of the main Respondents (Employees) 

Since this study has involved employees as the main respondents, it was thought to be 

important to understand their background because; there was likelihood of the findings 

to have been influenced by the participants‟ characteristics. The basic information taken 

as described below includes, sex, age, educational level, and tenure.  

 

4.1.1 Sex of the Respondents 

Out of 37 respondents whom were covered in this study, 68% were males and 32% 

females. This may be depicted in Table 4.1. below 

 

Table 4. 1: Sex of Respondents 

Status Frequency Percent 

Male 25 68 

Female 12 32 

Total 37 100 

Source: Field Data (2014) 
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4.1.2 Age of the Respondents 

The age categories with their representation in this research were as follows: 21-30 

(54%), 31-40 (22%), 41-50 (22%), and above 50 years (2%). This information has been 

summarized in Figure 4.1 below. 

 

Figure 4. 1: Age of the Respondents 

Source: Field Data, (2014) 

 

4.1.3 Educational Level Attained by the Respondents 

The highest education level attained by the respondents, was bachelor degree while the 

lowest was primary education. Out of all the respondents, those with bachelor degree 

education were 54%, diploma 38%, secondary education 5% and primary education 

were only 3%. Figure 4.2 below. 
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Figure 4.2: Educational Level Attained by the Respondents 

Source: Field Data, (2014) 

 

4.1.4 Tenure of the main Respondents 

Figure 4.3 below, presents the time which respondents had worked in the company. The 

duration in years and their percentages are as follows:0-5 years (62%), 6-11 years 

(11%), 11-15 years (11%), 16-20 years (5%) and above 20 years (11%) respectively. 

 

 

Figure 4. 3: Tenure of the Main Respondents 

Source; Field Data, (2014) 
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4.1.5 Summary of the Profile of Respondents 

In this study, respondents were analyzed in four different parameters, namely; age, sex, 

educational level and tenure. The analysis by sex have shown that, male respondents 

outperformed females as they were 68%compared to 32% female respondents. The 

analysis by age have shown the predominant group was the 20 to 30 years and above 50 

years, was the lowest group in the research. The analysis of educational level showed 

that, majority of the respondents had bachelor degrees education which constituted 54% 

of them. Finally, the analysis by tenure has indicated that, the longest served group was 

those who worked for 20 years and above, which had only 11% of the respondents. On 

the other hand, the biggest group (62%) served for 5 years only. 

 

4.2 Findings and Discussion 

This section, provides the findings of the study. The approach of analytic strategy as 

proposed by Yin (2000), has been applied in presenting them. That is, the chronology of 

the research objectives has been followed. 

 

4.2.1 Factors for Employees Job Satisfaction 

The first objective of this study, was to identify the main factors influencedworkers to 

become satisfied in their working organization. In order to fulfill this objective, two 

issues were observed at, namely; factors which made employees to become satisfied 

with their jobs and the reasons for such factors which caused the employees‟ 

satisfaction. Issues are presented hereunder. 

 

Factors which make Employees Satisfied with their Jobs 

According to data and information obtained from the respondents, five main factors 

have been found out to give satisfaction to employees, with regards to their jobs. These 

are; good working environment, communication flow, good managerial system, 
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attractive package of salaries, and job security. These are further discussed below as 

follows. 

 

 Good Working Environment 

Employees at TANESCO indicated to be satisfied because of the good working 

environment such as the organizational infrastructure and the kind of office they used. 

Data collected have shown that, the company provided a healthy working environment 

to its employees, something that increased efficiency and productivity of the company 

as a whole. According to them, they attached their job satisfaction with the good 

working environment because it had a connection with their wellbeing. They said that, 

they spent a big proportion of their lives in the office; therefore, it was important that, 

places were good and safe for their health. They further narrated that, job satisfaction 

with good working environment had made them more productive and efficient in 

implementing their duties. In that regard, they confirmed that working tools such as 

computers, scanners, printers, air conditioners, photocopiers, clean offices, water 

supply, catering services, and other working tools as important ingredients in creating a 

good working environment. 

 

In fact, these findings are well supported by the views of past researchers who agreed 

that; work environment is a major determinant in employee engagement or 

disengagement. For instance, Roelofsen (2002) indicated that, by improving working 

environment reduces complaints and absenteeism and at the same time, increases 

performance and productivity. Furthermore, Wells, (2000) reports that, employees 

comfort on the job, determined by workplace conditions and environment, is an 

important factor for measuring their performance and productivity. In addition to that, 

Koustelios and Rehnehart (2001), found out that, the significance of creating good 
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environment for job satisfaction to workers is that, it makes workers to be a positive 

asset for the firm that finally lead to increased profit and good reputation. 

 

 Good Communication Flow 

Employees also, seemed to be satisfied working with TANESCO due to the availability 

of consistent communication, among employees as well as from managers to 

employees. This included the way managers assigned duties to their subordinates and 

the way, they provided a feedback to them concerning various organizational issues. 

According to them, it made to perform their duties perfectly and enabled them to attain 

the organizational goals. According to employees, the main reason that made good 

communication flow an appetizer of job satisfaction was that, it reduced bad gossips, 

eradicated grievances and made the directives clear from top to bottom and vice versa. 

Further they reported that, this type of environment enhanced trust, honesty and 

transparency in the work organization. In stressing on this, one of the respondents said 

the following. 

“Good information flow is important because it clears the minds of 

people and increases friendship at work because it provides no room 

for rumors.” 

 

According to Bassey, (2002), a feedback as part of communication, is a reflection of the 

human need to gauge one‟s own progress and success at work, and to continuously 

improve. Thus, communication of progress and obstacles, both internally to the team 

and across the organization, is fundamental to any team‟s success. The author 

emphasizes that, regular and continuous feedback is essential for the alignment of teams 

with their objectives and the sense that, they are progressing towards their goals. 

 

 Good Managerial System 

Employees at TANESCO, declared to be satisfied with the management system which 

attracted employees to perform their duties because of the good managers who 
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influenced them to reach their goals in one way or another. Managers made the 

workplace to become comfortable for one to discharge his/her duties. Employees said 

that, they put an attention to the good managerial system as essential for their job 

satisfaction because, if there was no such condition, work environment would become 

hostile with everyone looking for a small mistake of others. One of the respondents 

actually, had this to comment with regards to the good managerial system. 

“If the managerial system is not good, everybody looks for the 

weakness of others, no trust, no friendship, everything has to go 

formally and the like. I cannot work in a rigid environment like this. I 

am used to work friendly.” 

 

Another respondent informed the following on the same respect. 

“I like to work under the environment of open door system. When I 

have a problem, I need to see my senior to clear the mess. If 

everything goes with strict measures and appointments, nothing can 

be implemented swiftly. I also like the managers who make the right 

decisions at right times.” 

 

 Attractive Package of Salary 

Information collected from the employees showed that, salaries offered by the company 

was attractive something that, made employees to be satisfied with their work. This also 

made them to perform better on their daily activities. On this regard, they said that, an 

attractive package of salary caused their job satisfaction because; this was their primary 

personal objective of working. It was exactly the exchange of their labour time for 

money. Therefore, an attractive pay, made them feel well compensated for the job they 

did and that made the happy and ready to put more efforts and time into their jobs. 

 

Findings really obtained here, are well supported by those documented by Shikdar and 

Das, (2003), who found out that, job satisfaction, is associated with salary, among other 

things. The findings further auger well with the position of Tang, (2004) who found out 

that, pay satisfaction is part and parcel of job satisfaction, which could ultimately lead 

to higher worker‟s productivity. The author stresses that, workers are inspired to 
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achieve more and to give full effort only if they are satisfied with their pay. Reported in 

other way round, Mani (2002), reports that, in his study, workers who were absent from 

their works frequently, were not satisfied with their pay. Furthermore, Naktiyok, (2002) 

in his study found out that, job satisfaction is dependent on six factors, salary being one 

and most crucial among them. Others were found to be promotion, organizational 

training, solidarity, organizational practices and the type of work. The same position, is 

held by Mathauner, (2006), who also mentions six factors as the most important tools to 

manage job satisfaction, namely; materials, salary, training, the working environment, 

supportive supervision and recognition. 

 

 Job Security 

Another thing that was reported to be responsible for activating job satisfaction was job 

security itself. In fact, employees at TANESCO seemed to be comfortable working with 

the firm because the management, ensured high level of job security. This gave them 

confidence that, they had a slim chance of losing their employments. According to 

employees themselves, this comfort of job security gave them satisfaction because, 

actually, losing job is like losing life. It disturbs everything; it turns things upside down, 

and made someone to think of looking for new ways to earn a living. Thus, if someone 

was comfortable on the security of employment, it made him/her to work without 

worries and uncertainties. On discussing about the issue of job security, one respondent 

informed the following. 

“If I get assured of my job, what next do I need? This is what 

makes everyone of us move with pride in town.” 
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4.2.2 Relationship between Job Satisfaction and Workers Performance 

The second objective of this study, was to analyze the relationship between job 

satisfaction and workers‟ performance. To meet this objective, a hypothesis was 

developed and tested. The hypothesis was:  

 

There is a relationship between job satisfaction and workers’ performance. 

 

The hypothesis was developed because of the literature supporting the relationship 

between these two variables. For instance Judge, Thoresen, Bono, and Patton (2001) 

found out that, when the correlations are appropriately corrected (for sampling and 

measurement errors), the average correlation between job satisfaction and job 

performance is higher. In addition, the relationship between job satisfaction and 

performance, was found to be even higher for a complex or professional jobs. Maro, 

(2002) also found a relationship between job satisfaction and workers‟ performance. 

 

Null and alternative hypotheses were set as: 

Null hypothesis: There is no relationship between job satisfaction and workers’ performance (β 

= 0). 

Alternative hypothesis: There is relationship between job satisfaction and workers’ 

performance (β ≠ 0). 

 

In this analysis, independent variable was taken to be workers‟ performance (AvePerf) 

and the dependent variable was job satisfaction (AveSatis). The names AvePerf and 

AveSatis, were the target variable defined under SPSS during preliminary data analysis, 

after averaging the ordinal data measured from the Likert scale of five points. This type 

of analysis, is common in analyzing data in studies involving service quality, 

satisfaction and performance, etc (example, Ame, 2005; 2009; Lee et al., 2000; Brady, 

et al., 2002). Thus, the model fitted was: 
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  AveSatisAvePerf  

Where; 

AvePerf was the dependent variable. 

AveSatis was the explanatory variable. 

α = the intercept on the Y-axis. 

β = the slope of the model. 

ε = error term of the model which cannot be estimated. 

Results on this analysis are presented in Tables 4.2, 4.3, 4.4 and 4.5. 

Table 4.2: Variables Entered/Removed
b
 

Model Variables Entered Variables Removed Method 

1 AveSatis
a
 . Enter 

a. All requested variables entered. 

b. Dependent Variable: AvePerf 

 

Table 4.3: Model Summary 

Model R 

R 

Square 

Adjusted R 

Square 

Std. Error 

of the 

Estimate 

Change Statistics 

R Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .197
a
 .039 .012 .57860 .039 1.420 1 35 .241 

a. Predictors: (Constant), AveSatis 

 

Table 4.4: ANOVA
b 

Model Sum of Squares df Mean Square F Sig. 

1 Regression .475 1 .475 1.420 .241
a
 

Residual 11.717 35 .335   

Total 12.192 36    

a. Predictors: (Constant), AveSatis 

b. Dependent Variable: AvePerf 
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Table 4.5: Coefficients
a 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 3.946 .432  9.127 .000 

AveSatis .144 .121 .197 1.192 .241 

a. Dependent Variable: AvePerf 

 

As shown in Table 4.5, there is a significant relationship between job satisfaction and 

workers‟ performance due to Standardized Beta value of 0.197, supported by the level 

of significance of 0.000 which is smaller than 0.5%, the standard level. Due to that, the 

null hypothesis stated as there, is no relationship between between job satisfaction and 

workers‟ performance is rejected. With regard to the extent of the relationship, the R 

value which can better be represented by Adjusted R Square (that takes care of degrees 

of freedom) in Table 4.3, is almost not existing supported by 1.2 with again 0.000 level 

of significance. This implied that, the extent of the relationship was weak, however, it 

was positive and significant. 

Discussion of the Findings on the Relationship between job satisfaction and workers’ 

performance 

As shown by the findings, this study has found out a relationship between job 

satisfaction and workers‟ performance. However, the relationship established was weak 

although it was significant and positive. This is evidenced by a tiny Beta value of 

0.197but supported with the level of significance which is smaller than 5% (0.000). We 

can therefore conclude that, there was a weak and positive correlation between job 

satisfaction and workers‟ performance.  
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Nonetheless, this phenomenon is not new in the studies attempting to establish a 

relationship between job satisfaction and workers‟ performance. In fact, several studies 

have shown inconsistent results, concerning the link between job satisfaction and 

workers‟ performance. For example, the study by Popoola (2007), found no relationship 

between these variables. On the other side, there are researchers who have documented 

a significant relationship between satisfaction and workers‟ performance. For instance, 

Judge, et al., (2001) found out that, an average correlation between job satisfaction and 

job performance is quite high, also, Jitendra and Mini (2003), established a link 

between job satisfaction and various employees‟ performance indicators such as; 

productivity, absenteeism, turnover, workplace deviance, organization citizenship 

behaviour and customer satisfaction. 

 

Thus, it is common to establish inconsistent findings between job satisfaction and 

workers‟ performance. In fact, Hussin (2010) has views that, even under situation of 

establishing the link, the degree of job satisfaction is not homogeneous. It differs from 

one person to another due to an individual income, working place, age, sex, order of 

seniority in the working place, and academic qualifications. Based on this argument, 

some researchers tried to establish link between various background variables and job 

satisfaction. Variables included but not limited to gender, sex, experience, level of 

education, type of job, etc., (Hussin, 2010; Kuo and Chen, 2004; Jitendra and Mini, 

2003). Strangely, they also documented mixed findings. This suggests that, worker‟s 

performance may be caused by a variety of factors, job satisfaction being just one of 

them. Further, measurement methods or indicator of the performance together with how 

job satisfaction was operationalized might have something to do in shaping the type and 

extent of relationship. This is an area that requires more investigations. 

 



49 

 

4.2.3 Determination of the Satisfaction Level of Workers 

The third and the last objective of this study, was to determine the satisfaction level of 

workers in the study area. This objective, was attained by simply requesting employees 

on their level of satisfaction by working for the organization. Results on this enquiry 

can be depicted in the Table 4.6 below. 

 

Table 4.6: Satisfaction Level of Workers   

Level of Satisfaction  Frequency Percentage 

Very Dissatisfied                        2 5 

Dissatisfied                                 1 3 

Neutral 3 8 

Satisfied 17 46 

Very Satisfied 14 38 

Total 37 100 

Source: Field Data, (2014) 

As presented in Table 4.6 above, we could conclude, if we take very satisfied and 

satisfied to stand for satisfied, then we could find that, 84% of the employees, were 

satisfied working with TANESCO. On the other side, if we take very dissatisfied and 

dissatisfied to represent dissatisfied, we could also find that, 8% of them were not 

satisfied working with TANESO.  

 

Findings show that, generally, workers at TANESCO were satisfied with their jobs. As 

discussed above, various reasons that made them to be satisfied with their jobs were; 

good working environment, communication flow, good managerial system, an attractive 

package of salary, and job security.  

 

On the other side, employees who said were not satisfied with their jobs, mentioned 

factors which included; poor work relationship with their seniors, long stay at the firm 

without promotions, lack of training opportunities, and uneven provision of incentives 
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to employees. Thus, for TANESCO to continue making its employees to become 

satisfied with their jobs, it has to capitalize on the mentioned factors, which triggered 

job satisfaction.  

 

It should also go ahead and find out strategies, which will improve factors which were 

mentioned by a few employees as causes of their dissatisfaction on their jobs. This is 

quite pertinent because, there has been an established strong link between job 

satisfaction and customers‟ satisfaction, which could then, further influence retention as 

well as profit (Jitendra and Mini, 2003; Fornell, 1992;Ehigie, 2006; Nazia, 2012). 
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

 

5.0 Introduction 

This study, was implemented to fulfill three objectives, which were; to explore factors 

which influence workers, to become satisfied in their organization, to analyze the 

relationship between job satisfaction and workers performance as well to determine the 

satisfaction level of workers. The previous chapter, presented the main findings of the 

study as guided by the research objectives. This chapter, provides the summary of 

findings, conclusion and recommendations based on the same findings. Finally, the 

chapter ends up by showing the limitation of the study and suggestions for further 

research. 

 

5.1  Summary of the Findings 

This section, summarizes the findings of the study as presented in chapter four. In so 

doing, the same chronology of the research objectives was followed. 

 

5.1.1  Factors which Influenced Workers to become Satisfied at TANESCO 

This study, has uncovered mostly five factors which triggered workers to become 

satisfied with their jobs at TANESCO, Dodoma. These are; good working environment, 

good communication flow, good managerial system, an attractive package of salary, 

and job security. Main reasons advanced on these factors as being vital for intriguing 

job satisfaction were; they had a connection with their wellbeing, reduced bad gossips, 

eradicated grievances, made directives to be clear from top to bottom and vice versa, 

eradicated hostility at work, fulfilled their primary personal objective of working and 

that, these factors gave them confidence that, they had a slim chance of losing their 

employments. 
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5.1.2  Relationship between job Satisfaction and Workers Performance 

The research has documented a weak relationship between job satisfaction and workers 

performance. Nonetheless, these findings are not new because they are well supported 

by the existing literature. The main implication of the findings is that, worker‟s 

performance may be caused by a multiplicity of factors, job satisfaction being just one 

of them. It also had an implication that, the measurement methods or indicators of 

performance as well as job satisfaction measurements were behind the type and the 

extent of relationship between the constructs. According to available literature, some 

background variables like, age, sex, experience, type of job, level of education of an 

employee, would also contravene this relationship (Hussin, 2010; Kuo and Chen, 2004; 

Jitendra and Mini, 2003). 

 

5.1.3  Satisfaction Level of the Workers 

Satisfaction level of the workers, has been found out to be high with 82% of the 

respondents reporting, to be either satisfied or highly satisfied with their jobs. Workers 

have indicated factors mentioned above (good working environment, good 

communication flow, good managerial system, attractive package of salary, and job 

security) as the foundation for their satisfaction, conversely, there were a few 

respondents (8%) who indicated to be either dissatisfied or highly dissatisfied with their 

jobs. They also indicated factors which caused their extent of dissatisfaction. These 

were reported to be; poor working relationship with their seniors, long stay at the firm 

without promotions, lack of training opportunities, and uneven provision of incentives 

to employees. 
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5.2  Conclusion 

Based on the findings as presented above, there are two areas where the study makes 

contributions. These are contribution to knowledge, and management practices as 

presented below.  

 

5.2.1  Contribution to Knowledge 

Findings of this study, is potential by providing factors which are vital in making 

employees satisfied with their jobs, within the firm under the Tanzanian context. These 

findings, expand our knowledge in that regards. Further, the findings provide ways of 

improving employees‟ job satisfaction in firms which is the base for customer 

satisfaction, retention and even profits. With respect to the relationship between job 

satisfaction and performance of workers, findings of the study have fallen into that 

group of researchers, who documented a weak or no relationship between the two 

variables. With that, findings might have been contravened by other background 

variables (like age of employees, their sex, experience, type of jobs, education, etc) or 

measurement methods. Thus, researchers should understand that, a link between these 

variables are moderated by several factors and measurement methods. 

 

5.2.2  Contribution to Management Practices 

Based on the findings of this study, the management of TANESCO and even other 

firms, need to understand that, there was a relationship between job satisfaction and 

workers‟ performance. Even if the link has been found to be weak here, it was simply 

contravened by other variables and measurement methods employed. What they needed 

to do, is just to put more stress on improving those factors that are vital in making 

employees become satisfied with their jobs. Management, should also work critically on 

those factors which have been mentioned, to demoralize workers to become satisfied 

with their jobs. 
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5.3  Recommendations 

Based on the findings documented, this study, is making recommendations to two main 

stakeholders, namely; management of TANESCO and employees. 

 

5.3.1 Recommendations to TANESCO Management 

This section, is devoted for the recommendations made to the management of 

TANESCO. It is believed that, if the recommendations were implemented employees‟ 

job satisfaction would be enhanced at the firm. This will ultimately have a positive 

impact of customer satisfaction and profits. 

1) It has been observed that, employees of TANESCO had become satisfied with 

their jobs and that, most of them had their level of satisfaction as high or very 

high. Further, it has been found out that, factors that were responsible for their 

being satisfied are: good working environment, good communication flow, good 

managerial system, an attractive package of salary, and job security. It is 

therefore recommended that, the management capitalizes on these factors to 

sustain job satisfaction at the firm, for the betterment of the employees, 

customers and the firm in general. 

2) It was also found out that, there were a few employees who indicated no to be 

satisfied with their jobs. Factors which were behind this level of dissatisfaction 

were; poor working relationship with their seniors, long stay at the firm without 

promotions, lack of training opportunities, and uneven provision of incentives to 

employees. The management is advised to look at these findings as an eye 

opener for it to reflect and work on the factors so as, to make all their employees 

as happy as possible. This will enable the firm to go on the same direction with a 

good spirit with all its employees. 
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3) The management, is further advised to take a lead of undertaking some 

investigation, to understand other factors which were responsible for employees‟ 

satisfaction and those against, for it to take further necessary measures. This 

could be achieved through providing suggestion boxes or other techniques, 

which might be deemed appropriate. 

 

5.3.2  Recommendations to TANESCO Employees 

1) Employees of TANESCO have really seen the efforts taken by their 

management to make them satisfied with their jobs. They are highly advised 

also to reciprocate by providing quality services to customers, in order to make 

their firm excel. 

2) Employees, should be open to inform their management through an appropriate 

meetings on what they fell discouraged other employees not to be satisfied with 

their jobs. This would help the management to take an appropriate steps, before 

things become worse at work environment. 

 

5.4  Limitation of the Study 

Notwithstanding, the contributions this study has made to the body of knowledge and 

management practices, the study, had some limitations, that is; it employed a case study 

design. It is acknowledged that, if many cases were considered, findings could have 

been improved further. In addition, this study was actualized in Dodoma region alone 

and by taking employees of TANESCO at only one branch. This was done based on 

convenience and possibility to access data and information. It is again acknowledged 

that, if employees of other branches or several firms were considered, more issues could 

have been uncovered. 
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5.5  Areas for Further Study 

The following areas are recommended for future research. 

1) To conduct a research on factors which have just been explored in this study to 

observe the empirically and individually, the extent and the way they influenced 

employees‟ job satisfaction. Factors are; good working environment, good 

communication flow, good managerial system, attractive package of salary, and 

job security.   

2) To conduct research in this area by considering a survey methodology and by 

considering many firms or various branches of TANESCO. 

3) To conduct a research to establish other factors that, are responsible for 

employees to become good performers, apart from being satisfied with their jobs. 
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Appendix 1: Questionnaire for Employees 

This study, is based at the University of Dodoma. Its major objective is to investigate on 

the effect of job satisfaction on workers performance by taking the case of TANESCO 

Therefore, you are kindly requested to participate in this study by filling in this short 

questionnaire. In case the final account of this work may contain confidential 

information and its report could be harmful to organization or individual, confidentiality 

is assured by the University. Such report will be seen only by the Supervisor and 

Examiner for examination purposes. 

 

SECTION A: DEMOGRAPHIC CHARACTERISTICS OF RESPONDENTS 

Please tick () appropriately: 

1) Sex respondent:   Male         Female 

2) Age of the respondent:  

21 – 30 years 

31 – 40 years 

41 – 50 years 

Above 50 years 

 

3) Level of education attained. Please tick () appropriately 

Primary Education 

Secondary Education 

Diploma 

Degree Holder 

Other (Please specify……………………………………………………..) 

4) For how long have you worked as an employee of this organization? Please tick 

() appropriately: 

0 – 5 Years 6 – 10 Years 11 – 15 Years 16 – 20 Years Above 20 Years 
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B: FACTORS FOR EMPLOYEES JOB SATISFACTION 

5) What makes you satisfied/unsatisfied with your job? Please provide at least five 

issues that make you satisfied/unsatisfied with your job if well implemented. 

a) ………………………………………………………………………………

……………………………………………………………………………… 

b) ………………………………………………………………………………

……………………………………………………………………………… 

c) ………………………………………………………………………………

……………………………………………………………………………… 

d) ………………………………………………………………………………

……………………………………………………………………………… 

e) ………………………………………………………………………………

……………………………………………………………………………… 

 

6) For each of the factors mentioned in question 6 above, please explain briefly 

why it pleases you to the extent of becoming satisfied when implemented. 

a) ………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

b) ………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

c) ………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

d) ………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

e) ………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 
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C: LINK BETWEEN JOB SATISFACTION AND PERFORMANCE 

7) How would you rate your level of effectiveness at work when you become quite 

satisfied with the job assigned to you? Please respond by circling the number 

that best describes your feelings. 

Very high High Indifferent Low Very low 

5 4 3 2 1 

 

8) How would you rate your level of efficiency at work, when you become quite 

satisfied with the job assigned to you? Please respond by circling the number 

that best describes your feelings. 

Very high High Indifferent Low Very low 

5 4 3 2 1 

 

9) How would you rate your level of productivity at work, when you become quite 

satisfied with the job assigned to you? Please respond by circling the number 

that best describes your feelings. 

Very high High Indifferent Low Very low 

5 4 3 2 1 

 

10) How would you rate your level of customer service and care at work, when you 

become quite satisfied with the job assigned to you? Please respond by circling 

the number that best describes your feelings. 

Very high High Indifferent Low Very low 

5 4 3 2 1 

11) How would you rate your level of organizational commitment, when you 

become quite satisfied with the job assigned to you? Please respond by circling 

the number that best describes your feelings. 

Very high High Indifferent Low Very low 

5 4 3 2 1 
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D: SATISFACTION LEVEL OF EMPLOYEES 

12) How satisfied are you by working for this organization? Please tick () 

appropriately. 

 

Response Tick () 

Very Dissatisfied                         

Dissatisfied                                  

Neutral  

Satisfied 
 

Very Satisfied  

 

13) Please, mention at least four factors that need to be done by this organization to 

make you satisfied with your job.  

a) ………………………………………………………………………………

……………………………………………………………………………… 

b) ………………………………………………………………………………

……………………………………………………………………………… 

c) ………………………………………………………………………………

……………………………………………………………………………… 

d) ………………………………………………………………………………

……………………………………………………………………………… 

e) ………………………………………………………………………………

……………………………………………………………………………… 
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14)  How satisfied are you, with following packages that relate to your job? Please 

tick () appropriately. 

 Perceptions 
Strongly  

Disagree 
Disagree Neutral Agree 

Strongly  

Agree 

a) Your base pay is attractive 

and you like it. 

 

1 

 

2 

 

3 

 

4 

 

5 

b) Your bonus is attractive and 

you like it. 

 

1 

 

2 

 

3 

 

4 

 

5 

c) The process used to 

determine promotions is fair 

and adequate. 

 

1 

 

2 

 

3 

 

4 

 

5 

d) The vacation time  

you receive is good 

 

1 

 

2 

 

3 

 

4 

 

5 

e) You have freedom, to decide 

on issues related to your job 

responsibilities 

 

1 

 

2 

 

3 

 

4 

 

5 

f) Your income, is a reflection 

of the work you do.   

 

1 

 

2 

 

3 

 

4 

 

5 

g) You have a good 

communication from 

employees to managers and 

from managers to employees. 1 2 3 4 5 

h) You receive the right amount 

of recognition of your work. 1 2 3 4 5 

i) You benefit from the 

opportunities, that exist or 

provided by your employer. 1 2 3 4 5 

j) You really enjoy your work. 

 1 2 3 4 5 

 

Thank you very much for participating in this study. 
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Appendix 2: Interview Guide for Management 

This study, is based at the University of Dodoma. Its major objective is to investigate on 

the effect of job satisfaction on workers performance by taking the case of TANESCO. 

Therefore, you are kindly requested to participate in this study by filling in this short 

questionnaire. In case the final account of this work may contain confidential 

information and its report could be harmful to organization or individual, confidentiality 

is assured by the University. Such report will be seen only by the Supervisor and 

Examiner for examination purposes. 

 

B: FACTORS FOR EMPLOYEES JOB SATISFACTION 

1) In your opinion and experience, what makes your employees satisfied with their 

jobs? Please provide as many issues as possible.  

f) ………………………………………………………………………………

……………………………………………………………………………… 

g) ………………………………………………………………………………

……………………………………………………………………………… 

h) ………………………………………………………………………………

……………………………………………………………………………… 

i) ………………………………………………………………………………

……………………………………………………………………………… 

j) ………………………………………………………………………………

……………………………………………………………………………… 

k) ………………………………………………………………………………

……………………………………………………………………………… 

l) ………………………………………………………………………………

……………………………………………………………………………… 

m) ………………………………………………………………………………

……………………………………………………………………………… 

 

 

 

 

 

 



69 

 

2) Please explain briefly why you feel that the factors you mentioned please your 

employees to the extent of becoming satisfied when implemented. 

f) ………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

g) ………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

h) ………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

i) ………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

j) ………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

k) ………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

l) ………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

m) ………………………………………………………………………………

………………………………………………………………………………

……………………………………………………………………………… 

 

3) In which ways you think, making employees satisfied with their jobs is 

beneficial to the organization? Please explain. 

……………………………………………………………………………………

……………………………………………………………………………………

……………………………………………………………………………………

……………………………………………………………………………………

…………………………………………………………………………………… 
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4) What strategies are in place, to make your employees satisfied with their jobs? 

Please, mention all the strategies you implement. 

a) ………………………………………………………………………………

……………………………………………………………………………… 

b) ………………………………………………………………………………

……………………………………………………………………………… 

c) ………………………………………………………………………………

……………………………………………………………………………… 

d) ………………………………………………………………………………

……………………………………………………………………………… 

e) ………………………………………………………………………………

……………………………………………………………………………… 

f) ………………………………………………………………………………

……………………………………………………………………………… 

g) ………………………………………………………………………………

……………………………………………………………………………… 

 

Thank you so much for your contribution in this study. 

 

 

 

 


