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ABSTRACT 

Promotions appear to be the most important motivation focusing forms of pay or any 

other incentives for performance in most organizations, especially in hierarchical, 

white-collar organisations/firms. They are the primary means by which workers can 

increase their long-run compensation. However, TANESCO, Morogoro branch has 

been practicing its promotion policy to its employees, but the pace of job 

performance has not yet resulted into expected job performance. The general 

objective of the study was to examine the effects of promotion to civil servants’ 

performance at TANESCO, Morogoro branch. 

 

Case study research design was utilized in the methodology. A sample size of 50 

respondents that included the management officials, HR/administration, 

engineering/distribution/marketing, accounting and finance departments was used. 

Data collected were analysed descriptively by using Statistical Package for Social 

Sciences (SPSS) computer software version 16. 

 

The findings from the study revealed that, 90% of respondents reported that 

professional competency determined by the skill level of that profession was among 

the criteria to promote employees. Moreover, 75% of respondents reported that 

although promotions are carried out as per policy, if an employee is not promoted as 

per set criteria gets an opportunity to send complaints to higher authority. Likewise, 

80% of respondents argued that promotion attracts competent and suitable employees 

for an organisation and increases employee’s income. In addition, 85% of 

respondents argued for revision of existing systems and procedures to ensure up to 

date procedures, formalizing reward and recognizing programmes that enhance 

promotion practices. 

 

It is concluded that continous capacity building to employees on promotion related 

matters need to be enhanced; training and development of employees as well as 

feedback provision should be promptly provided to employees while making sure 

that promotion procedures are improved. There is a need for revising TANESCO, 
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promotion policy for enhancing promotion practices, procedures and rewarding 

system for the better employees’ job performance 
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CHAPTER ONE 

PROBLEM SETTING 

 

1.1 Introduction 

 

This chapter provided a brief analysis of effects of promotion to civil servants’ 

performance in Government institutions with reference to TANESCO, Morogoro 

branch. It further describes the background to the problem; states the problem; 

research objectives and questions; the significance; limitations of the study; 

definitions of key terms, conceptual framework model and organisation of the study. 

 

1.2 Background to the problem 

 

Promotion is the advancement of an employee's rank or position in an organizational 

hierarchy system. It is among the aspects of motivation and may be an employee's 

reward for good performance, i.e., positive appraisal (Odhiambo, 2010). In today’s 

competitive business environment companies, organisations and corporations are 

facing many challenges and among those challenges; acquiring right workforce and 

retaining it through effective promotions, is of utmost importance (Carraher et al, 

2006). Nowadays, human asset is considered to be the most important asset of any 

organization. Employees will give their maximum support when they have a feeling 

or trust that their efforts will be rewarded by the management. In order to get the 

efficient and effective result from human resource, employee promotion is necessary 

(Andrew, 2004). Promotions should generate substantial motivation in many settings 

as they are usually given to the best performers (Lawler, 2003). Armstrong (1984) 

pointed out two main reasons behind organisations practicing promotion as first to 

enhance employee motivation and ultimately achieving organisation success and to 

ensure achievement of the interests in ensuring mutual existence between the 

organisation and employee. 

 

As Tanzania embarked on serious reforms of the public service in the early 1990s 

which was vital to realizing improvements in capacity and improvements in service 

http://en.wikipedia.org/wiki/Rank_order
http://en.wikipedia.org/wiki/Hierarchy
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delivery it quickly realized that those efforts could not succeed if promotion 

procedures and regulations are not adhered to (Mutahaba, 2005). Since the 

performance of the public service is perceived in terms of its capacity for effective 

and efficient public service delivery to enable a wide range of actors in society to 

deliver the development goals and objectives of a country; the Public Service Reform 

Programme (PSRP) which is being implemented in a series of overlapping but 

mutually supporting phases aimed at the improvement of public service delivery 

through improved performance management of public services. The first phase 

spanning the year 2000 to June 2007 adapted the theme of “Instituting Performance 

Management Systems”. This was specifically aimed at building an integrated system 

for creating a shared vision, understanding and agreement about the results to be 

achieved, and the operational framework for continuous performance improvement 

in standards and quality of public service delivery in Tanzania. The second phase 

whose implementation commenced in 2008 run until June 2012, and it flied under 

the banner of “Enhanced performance and Accountability”. The third phase is 

envisioned to operate from July 2012 to June 2017; its thrust set to be “Quality 

Improvement Cycle” (URT, 2009). The implementation process of the PSRP is 

spearheaded by the President’s Office-Public Service Management (PO-PSM).  

 

In line with performance management which focuses on the promotion of employees 

in Tanzania; it addresses what the employees do (their work), how they do it (their 

behaviour) and what they achieve (their results) (Bana and Shitindi, 2009). In totality 

and practice, promotion of civil servants in Tanzania embraces all formal and 

informal measures adopted by the public service entities to increase organizational 

team and individual effectiveness (Bana and Shitindi, 2009). It is concerned with 

continuous development of knowledge, skills and competencies of public servants to 

the level needed for promotion stage wise. However, there have been challenging 

factors in the process of promoting employees in public sector especially public 

institutions; such as unclear promotion policy, budget constraints and lack of 

ongoing feedback from their supervisors (Masanja, 2001). On the other hand, 

promotions in Tanzania increased responsibility; greater task complexity and higher 

pay are compounded in their impact. They represent a fusion of the reward the 
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establishment can offer, and the opportunity for advancement, which can be highly 

motivating (Mutahaba, 2011). But promotions have to be linked to performance in 

the eyes of members of the organization if it is to have any motivating effect 

(Odhiambo, 2010). Promotion of civil servants is pegged on the results of the 

appraisal form which is finalized by the supervisors.  

 

Promotions serve two roles in an organization. First, they help assign people to the 

roles where they can best contribute to the organization's performance. Second, 

promotions serve as incentives and rewards. It is worth considering why firms might 

use promotions for incentives (Lawler, 2003). In other words, promotions are often 

used to achieve two goals simultaneously that in principle might be separated: 

putting employees in the right jobs and generating motivation (Johnson et al., 2010).  

However, promotions can play a key role for ones performance, even when firms do 

not intend them to. According to Andrew (2004) the reason that promotions may be 

important motivators is that they can be self-enforcing incentive schemes. For 

example, the firm attaches wages to jobs, not to individuals, and fills slots by 

promoting the best performers. If this is done, then the firm’s wage bill is fixed, 

regardless of who is promoted. Desired performance can only be achieved efficiently 

and effectively, if employee gets a sense of mutual gain of organization as well as of 

him/herself, with the attainment of that defined target or goal. Field (2008) also 

observed that company business success is usually tied to having a team of 

employees who are greatly satisfied with what they are doing and the conditions and 

environment that the company or organisation offers them in their workspace. 

 

In Tanzania, according to Odhiambo (2010) notes that today’s employees need 

instructive, supportive feedback and desired rewards if they have to translate their 

knowledge into improved productivity and superior quality. Properly administered 

feedback and rewards can guide, teach and motivate people in the direction of 

positive change. If the performance level is lower than that of others who get the 

same reward, there is no reason to increase their output. Lawler (2003) argues that 

prosperity and survival of an organization is determined on how the human resources 

are treated. When an employee is motivated, it leads to actions in pursuit of that 
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interest (Armstrong, 2001). Davidson (2005) argues that employees are often 

frustrated and confused by their own failure to get promotion. In many organizations 

the reasons for such failure are not communicated well to employers. And in many 

cases employees have unrealistic and uninformed views on the matter (Mutahaba, 

2005).  

 

Here are the three most common reasons for such failure as argued by Davidson 

(2005), such as; a) lack of open positions as most businesses have a pyramid-shaped 

structure, with more employees at the bottom and fewer at the top. There is no room 

for everyone to be promoted and it is expected that most of them will fail to be 

promoted in some way. There is therefore an inevitable competition among 

employees for the scarce available positions for advancement. But, employees who 

fail to be advanced for this reason should not be seriously hurt, because the problem 

was caused as much by the organization as by the employee; b) lack of personal 

merit as sometimes, the employee is entirely to blame for the lack of advancement. If 

an employee does not have the skills necessary to work at a higher level, he or she 

should not be advanced, and probably will not be. Employees who want to move 

ahead in their career must take ownership for their career, intentionally developing 

their own abilities and obtaining the assets that are valued by the employer; and c) 

lack of personal connections as unfortunately, the incompetent and talented is not 

enough in most activities. Employees also must be connected with the right people at 

the office. It is not enough to be competent. Government institutions are expected to 

respect the feeling that the best way for organisations and employees to develop, a 

competitive advantage in the economy is to improve the motivation of employees by 

promoting them (Mutahaba, 2005). Moreover, adequate pay and other incentives for 

performance within jobs increase the apparent importance of promotions for 

organizational incentives (Ajila and Abiola, 2004). In this regard, it is essential to 

examine the effects of promotion to civil servants’ performance at TANESCO, 

Morogoro branch which was the motive for this study 
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1.3 Statement of the problem 

 

According to the Public Service Management and Employment Policy of 1999; 

promotions are based more on longevity of service than merit. However, decisions 

on who to promote are often based on intuition and ascriptive criteria than on 

institutional development. Weak personnel data information systems do not facilitate 

proper decision making (Mutahaba, 2005). On the other hand, the performance 

appraisal system currently used in public offices is too subjective, non-participatory 

and it is poorly managed to be of any assistance in the adopted results-oriented and 

merit-based civil service management (Bana and Shitindi, 2009). However, while 

TANESCO, Morogoro branch employees play their major roles and make significant 

contribution to the organisation’s performance; the organisation should pay attention 

to them in order to keep them in the organisation through enhancing motivational 

activities such as promotions (Mutahaba, 2005). Russell and Russell (2011) argued 

that the public sector economy is becoming more market-driven and may endanger 

the public sector ethos and change the nature of the psychological contract. The 

reluctancy by many sectors in changing rewards from seniority based to more 

flexible rewards based on performance, has affected employees’ feelings of job 

security and hence tend to reduce the peculiar commitment and motivation 

previously found among public sector workers. 

 

In Tanzania and TANESCO as an institution, performance appraisals provide the 

basis for making selection and promotion decisions, determining salary increases, 

and they are a vehicle for feedback between supervisors and employees (Odhiambo, 

2010). Performance evaluation enables organizations to adjust with a view to 

improving on its services for the enhancement of its survival and growth. 

Furthermore, it helps management to ascertain whether their organizations are 

improving, deteriorating or stagnant (Boyne et al., 2003). Gaster (2001) advances 

that the local approach, self-evaluation technique puts considerable emphasis on the 

workforce/organization to measure their work and the opportunity to reflect and learn 

from it. Ideally, effective promotion requires an organization to determine/develop 

criteria for promoting employees and make those criteria known to all employees, 
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and such promotion should be linked with improvement in employee’s performance. 

The organization needs to make promotion as the way of influencing job 

performance to the employees. 

 

Despite the importance of promotion which in most cases results into organisation 

performance; there have been concerns from various observers, individuals and even 

staff that promotion practices at TANESCO, Morogoro branch are violated or not 

followed and consequently lowering the morale of employees (Mutahaba, 2010). 

Even though TANESCO, Morogoro branch has been practicing its promotion policy 

to its employees, but the pace of job performance has not yet resulted into expected 

job performance. Thus, it is not certain as whether TANESCO has set clear criteria 

for promotion and whether promotion is used as a way to improve performance. 

Therefore, this study aimed to examine effects of promotion in relation to 

employees’ performance at TANESCO, Morogoro branch. 

 

1.4 Research Objectives 

 

The general objective of the study was to examine the effects of promotion to (civil 

servants’) employees’ performance at TANESCO, Morogoro branch. Specifically the 

study aimed to; 

 

i) To determine the criteria leading to employees’ promotion at TANESCO, 

Morogoro branch 

ii) To find out if employee’s promotion at TANESCO is done as per criteria set 

iii) To explore the influence of employee’s promotion on job performance at 

TANESCO, Morogoro branch 

iv) To examine strategies to improve employee’s promotion procedures and job 

performance at TANESCO, Morogoro branch 
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1.5 Research Questions 

 

i) What are the criteria leading to employees’ promotion at TANESCO, Morogoro 

branch? 

ii) Is employee’s promotion at TANESCO, done as per the criteria set? 

iii) What is the influence of employee’s promotion on job performance at 

TANESCO, Morogoro branch? 

iv) What could be the strategies to improve employee’s promotion procedures and 

job performance at TANESCO, Morogoro branch? 

 

1.6 Significance of the Study 

 

The study contributed to numerous benefits in terms of theoretical, management as 

well as academic perspectives. 

a) Theoretical perspective 

In terms of theoretical perspective, this research might help other individuals to 

support the future research, generate good ideas and provide better understanding on 

the topic 

b) Management perspective 

This study might support the management to improve the promotion procedures in 

the future as well as to increase employee job performance 

c) Academic perspective 

This research might benefit other students to understand the effects of promotion and 

job performance, and could be a reference or guidance for other researchers 

interested on the topic in their organisations. This study was also an important part 

for the researcher’s master degree accomplishment.  

 

1.7 Limitations of the Study 

 

The researcher encountered the following limitations while identifying and carrying 

out the study on the effects of promotion to civil servants’ performance at 

TANESCO, Morogoro branch. 
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Firstly, the small sample size of TANESCO, Morogoro branch employees does not 

allow for a generalisation of the findings as the sample was not a representative of all 

TANESCO employees in the country.  

 

Secondly, the time factor was negotiated with the manager, heads of department and 

lower cadre employees purposively selected to avoid disruption of TANESCO 

activities. The information or data was collected during break time and after working 

hours. However, I did not give any incentives for participating in this research as this 

could jeopardise the validity of the study.  

 

1.8 Definition of key terms 

 

a) Promotion 

 

Promotion is the transfer of an employee to a new position that commands a higher 

pay, privileges or status compared with the old. It is a vertical uplift in lank and 

responsibility as the result of excellent performance (Ghosh, 2007). However, Gupta 

(2007) defined promotion as a movement of a person to a higher position in a 

company or organisation which results into additional rewards and the ego boost 

associated with achievement and accomplishment. 

 

b) Performance 

 

Performance according to Mathias and Jackson (2009) is associated with quantity of 

output, quality of output, timeliness of output, presence/attendance on the job, 

efficiency of the work completed [and] effectiveness of work completed. It is the 

standard to which someone does something such as a job or examination (Macmillan 

English Dictionary for Advanced Learners, 2007). However, performance is the 

accomplishment of a given task measured against pre-set standards of accuracy, 

completeness, cost and speed. Yet, employee performance is about the timely, 

effective and efficient completion of mutually agreed tasks by the employee, as set 

out by the employer (Business Dictionary 2010).  
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1.9 Conceptual Framework 

 

Figure 1.1 provides the conceptual framework that guided the investigation. This is 

defined as an abstract idea or a theory used to develop new concepts or to reinterpret 

existing ones (Kothari, 2004). It gives the relationship between the independent and 

dependent variables. Intervening variables add some value for the study while 

independent variables influencing the dependent variable and vice versa. 

 

The level of education of an employee serves the organisation to utilize ones 

knowledge to achieve the desired targets while improving innovations relevant for 

the organisation (Dessels, 2005). The employee work experience determined by 

length of time served by staff improves organisational performance along with 

investing in training and development of employees that result into increasing 

employees’ morale. However, developing a competitive spirit among employee 

enhances organisational performance geared to attaining customer satisfaction in line 

with organisational policy (Sia, 2006). Moreover, respect for employee needs for life 

balance improves performance as employees obtain their requirements without 

obstacles that psychologically enable them to perform their duties well; hence 

enabling the organisation to attain profitability. Furthermore, when employees feel 

that are appreciated and receive rewards for the service to their organisation, their 

motivation to continue receiving rewards increases, and levels of job performance 

increase (Lawler, 2003). The usual judgment about employees is that “A satisfied 

worker is a productive worker”. If employees are satisfied then it will create a 

pleasant atmosphere within the organization to perform in a better and efficient 

manner. 
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Figure 1.1: Conceptual framework  

 

Independent Variable Intervening variables Dependent Variable 

 

  

  

 

 

 

 

Source: Researcher’s construct (2014) 

 

1.10 Organisation of the report 

 

The study consists of five chapters. The first chapter presents the problem setting. 

The second chapter presents the literature review, the third chapter discusses the 

research methodology used, the fourth chapter presents and discusses the research 

findings and the fifth chapter presents the conclusion and recommendations. It ends 

with the list of bibliography and appendices attached with this report. 
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CHAPTER TWO 

LITERATURE REVIEW 

 

2.1 Introduction 

 

This chapter reviewed literatures from different studies in order to capture ideas to 

guide the development of the study. It is based on theoretical literatures and 

empirical literature reviews. 

 

2.2 Overview of Promotion and Performance 

 

2.2.1 Promotion 

 

Tangen (2002) defines promotion as a fair chance for the employee to get elevated to 

the higher level. Promotion in the organisation is good, fixed, and frequent depends 

on the length of service of the employee based on job performance. Gibson (2004) 

argues that promotions are given as incentives to employee. So, every employee tries 

to improve his/her performance, his/her efficiency and his/her productivity in the 

organization to gain incentives. More talented workers are usually more productive 

in organisational hierarchies (Gibbons, 1997). Promotions assign workers to jobs 

better suiting their abilities and quickly move up talented workers. Promotions can be 

used to reward past employee efforts, promote investments in specific human capital 

and lower job turnover (Lazear, 1998).  

 

Savych (2005) argues that as good performance leads to promotion; promotion 

ladders are used as deferred compensation, whereby almost all junior workers prove 

themselves are promoted. The prospect of promotion encourages the good workers to 

stay and invest in specific human capital. Older workers may have reached a career 

peak in their wages and accumulated human capital. This may reduce their access to 

jobs that use promotions as incentives. Promotions as motivators for additional effort 

may not be as effective for older workers because they may not wish to wait in lower 

paid port-of-entry jobs that are the precursor to some promotions once performance 
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is proven (Lawler, 2003). To the extent that the lure of promotions is designed to 

encourage recruits to invest in specific human capital, promotion ladders may not 

work as effectively with workers with shorter payback horizons on new skill 

investments and who have a preference for harvesting their existing human capital. 

This may reduce access to jobs that use promotions to reward investments in specific 

capital (Field, 2008). 

 

Adams (2002) found evidence that older workers passed over for promotion were 

given promotions while younger. The observed lower wage growth towards the end 

of their careers may mean that their wage growth via promotions ladders had already 

occurred earlier in their working lives, and their lifetime incomes and output may 

have been greater because of this pattern of delayed compensation, staged 

promotions and high levels of work effort and whole of career wages.  Gibbons 

(1997) argued that the older and younger workers need not differ in productivity - the 

younger workers could receive promotions to increase their wages, motivate effort 

and to move them closer to the reward phases of their own delayed payment 

contracts. Waldman (2007) showed that there is no need for tasks, responsibilities 

and output rates to differ between pre- and post-promotion jobs for firms to profit 

from promotions.  

 

To effectively encourage workers to work harder according to Lazear (1998), there 

must be a fair but not overly generous chance of promotion and a reasonable pay rise 

or a lower chance of promotion and a much larger pay rise. Higher level jobs may be 

handsomely paid not because of a higher output, but to act as a prize to encourage 

effort at the lower levels. There must be regular job turnover so that follow-up 

promotions keep hope alive among the junior workers. The pay rise must not be so 

large that the required level of effort puts workers off and they go elsewhere or 

workers do not co-operate when teamwork is required and employees engage in non-

productive industrial politics (Lawler, 2003).  
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2.2.2 Performance 

 

Performance is defined as the attained outcome of actions with the skills of 

employees who perform in some situation (Prasetya and Kato, 2011). According to 

Suhartini (1995) employee performance is a mutual result of efforts, abilities and 

perception of tasks. Good performance is the step towards achievement of 

organizational aims. Hence more effort is required to improve the employee 

performance. Dharma (1991) said that performance is something that is done or 

products formed and offered by a group of people. Swasto (1996) said that employee 

performance is the actions or the completion of errands that were done by individuals 

within specific period of time. Aguinis (2009) described that “the definition of 

performance does not include the results of an employee’s behaviour, but only the 

behaviours themselves.  

 

Performance according to McCloy et al (1994) is about behaviour or what employees 

do, not about what employees produce or the outcomes of their work”. Perceived 

employee performance represents the general belief of the employee about his 

behaviour and contributions in the success of organization. Employee performance 

may be taken in the perspective of three factors which makes possible to perform 

better than others, determinants of performance may be such as “declarative 

knowledge”, “procedural knowledge” and “motivation” (McCloy et al., 1994). HR 

practices have positive impact on performance of individuals. Huselid (1995) argued 

that the effectiveness will transfer on the behavior of employees as a result of human 

resource management, which also proves a positive association.  

 

Organizations need highly performing individuals in order to meet their goals, to 

deliver the products and services they specialized in, and finally to achieve 

competitive advantage (Dessels, 2005). Performance is also important for the 

individual. Accomplishing tasks and performing at a high level can be a source of 

satisfaction, with feelings of mastery and pride. Low performance and not achieving 

the goals might be experienced as dissatisfying or even as a personal failure 

(Marsden, 2004). Moreover, performance if it is recognized by others within the 
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organization is often rewarded by financial and other benefits. Performance is a 

major although not the only prerequisite for future career development and success in 

the labour market. Although there might be exceptions, high performers get 

promoted more easily within an organization and generally have better career 

opportunities than low performers (VanScotter et al., 2000) 

 

Authors agree that when conceptualizing performance one has to differentiate 

between an action (i.e., behavioural) aspect and an outcome aspect of performance 

(Roe, 1999). The behavioural aspect refers to what an individual does in the work 

situation. It encompasses behaviours such as assembling parts of a car engine, selling 

personal computers, teaching basic reading skills to elementary school children, or 

performing heart surgery. Not every behaviour is subsumed under the performance 

concept, but only behaviour which is relevant for the organizational goals: 

“Performance is what the organization hires one to do, and do well” (Campbell et al., 

1993). Thus, performance is not defined by the action itself but by judgemental and 

evaluative processes (Borman and Schmit, 1997). Moreover, only actions which can 

be scaled, i.e., measured, are considered to constitute performance (Campbell et al., 

1993). 

 

Carlson et al., (2006) proposed five human resource management practices that 

affect performance which are setting competitive compensation level, training and 

development, performance appraisal, recruitment package and maintaining morale. 

Teseema and Soeters (2006) have carried out study on eight HR practices including 

recruitment and selection practices, placement practices, training, compensation, 

employee performance evaluation, promotion, grievance procedure and pension or 

social security in relation with the perceived performance of employees. They 

concluded that these HR practices have positive and significant associations with the 

perceived performance of employees.  
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2.2.2.1 Theories of Performance 

 

Although resource-based theory stands as perhaps the most popular explanation of 

why some organizations prosper while others do not, several other theories are 

popular (Belal and Owen, 2007).  

 

a) Enactment theory 

 

Weick (1988) describes the term enactment as representing the notion that when 

people act they bring structures and events into existence and set them in action. 

Weick (1988) uses this term in the context of ‘sense making’ by managers or 

employees. He also describes how they can enact ‘limitations’ upon the system to 

avoid issues or experiences. It is also seen as a form of social construction. To date 

enactment theory is related to organizations and their environment and strategic 

management. Enactment theory deals with life in general and organizations. 

Individuals and organizations are constantly in the process of self-formation (Deetz, 

1982). Employees form themselves in organizations. According to Eisenberg (1986) 

this formation occurs in two different ways. Firstly, they achieve stability through 

enactment of interaction cycles. Secondly through the development of rules for 

appropriate behavior. Enactment theory can be seen as a process whereby people 

achieve continuity and coordination. This process requires rules and roles, so that 

people can coordinate their activities with another. Enactment theory gives a 

rationale for distinguishing strategic and routine behaviour. 

 

Enactment treats executives as the masters of their domains. Enactment contends that 

an organization can, at least in part, create an environment for itself that is beneficial 

to the organization (Carly, 2002). This is accomplished by putting strategies in place 

that reshape competitive conditions in a favourable way. Working in an organization 

reflects a person’s products, services and activities. Weick (1988) formulates it in a 

way that people engage each other, their organizations and their environment. 
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b) Environmental determinism theory 

 

Environmental determinism theory is the belief that the environment (most notably 

its physical factors such as landforms and/or climate) determines the patterns of 

human culture and societal development. Environmental determinists believe that it 

is these environmental, climatic, and geographical factors alone that are responsible 

for human cultures and individual decisions and/or social conditions have virtually 

no impact on cultural development (Sauer, 2003). 

 

Environmental determinism offers a completely opposite view from enactment on 

why some firms succeed and others fail. Environmental determinism views 

organizations much like biological theories view animals—organizations (and 

animals) are very limited in their ability to adapt to the conditions around them (Fiori 

et al, 2007). Thus just as harsh environmental changes are believed to have made 

dinosaurs extinct; changes in the business environment can destroy organizations 

regardless of how clever and insightful executives are. 

 

c) Institutional theory 

 

In particular, institutional theory centres on the extent to which firms copy one 

another’s strategies. Consider, for example, fast-food hamburger restaurants. 

Innovations such as dollar menus and drive-through windows tend to be introduced 

by one firm and then duplicated by the others (Murphy, 2005). Lieberman (2002) 

suggests that institutional theories can more adequately interpret complex processes 

of institutional change when reconfigured on the basis of an ontology of politics as 

"situated in multiple and not necessarily equilibrated order". This conception requires 

processes of change to be interpreted as being generated on the basis of tensions 

(frictions) between institutional models and ideas. Political orders are laden with 

uncertainty and ambiguity, thus significantly increasing the potential to produce 

change. 
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The key to the interpretation of change rests in understanding how tensions between 

institutions and cognitive models can, under specific conditions, drive the 

reformulation of incentives and strategic opportunities for political agents. Therefore, 

the adequate approach suggested by Lieberman (2002) would not permit emphasis on 

ideas or on institutions in isolation. It is precisely the interaction between these 

models that allows for a more satisfactory comprehension of change. The model's 

basic hypothesis would be that the probability of abrupt political change (as opposed 

to a normal variation) will be greater under conditions where the level of tension 

between political orders is more prevalent. 

 

d) Transaction cost economics theory 

 

Transaction cost economics is a theory that centres on just one element of business 

activity: whether it is cheaper for a firm to make or to buy the products that it needs. 

This is an important element, however, because choosing the more efficient option 

can enhance a firm’s profits (Belal and Owen, 2007). Goods and services are 

obtained by transforming a set of inputs. The latter can enter the manufacturing 

process in different combinations and proportions, depending on the technologies 

which have been adopted (Belal and Owen, 2007). A different perspective focuses on 

how firms ensure the supply of inputs on the one hand and reach the final consumer 

on the other hand: rather than production functions, firms are regarded here as 

governance structures (Williamson, 1985).  

 

Transaction cost theory concentrates on the relative efficiency of different exchange 

processes. If for the firm-as-a-production-function view the internalizations of one or 

more stages of production might generate technological economies (that is savings 

on the costs of physical inputs), for the firm-as-organisation view it could lead also to 

transactional economies (that is savings on the costs of exchange inputs, when 

reduced amounts of resources are required to get the intermediate inputs). An 

intermediate step between pure market exchange and vertical integration is the use of 

short term and long term contracts (Williamson, 1985). 
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Following the transaction cost theory (Coase, 1937) firms evaluate the relative costs 

of alternative governance structures (spot market transactions, short term contracts, 

long-term contracts, vertical integration) for managing transactions. Transaction 

costs could be defined as the costs of acquiring and handling the information about 

the quality of inputs, the relevant prices, the supplier’s reputation, and so on. 

Contractual agreements are costly: costs have to be borne in order to negotiate and 

write the terms of the arrangements, to monitor the performance of the contracting 

party, to enforce the contracts. Firms emerge as a way of economising on transaction 

costs in a world of uncertainty, where contractual arrangements are too expensive 

(Belal and Owen, 2007). While it is generally recognised that transaction costs are 

very important in determining the decision between make or buy or between sell or 

use, the theory lacks a satisfactory treatment of the disadvantages of vertical 

integration. Some explanations, such as the presence of managerial diseconomies, 

incentive disabilities, or the emergence of mistakes in allocating factors when firm’s 

size and the number of inputs become large have been put forward, but the 

boundaries of the firm remain somehow not precisely defined. It is not clear why a 

firm, by using selective interventions, cannot continue to integrate forward and 

backward and perform better than decentralised competitors (Kole, 1997).  

 

2.2.2.2 Synthesis of theories of performance 

 

Each of these theories enactment, environmental determinism, institutional theory, 

and transaction cost economics is useful for understanding some situations and some 

important business decisions. Thus executives should keep these perspectives in 

mind as they attempt to lead their firms to greater levels of success. However, one 

important advantage that resource-based theory offers over the alternatives is that 

only resource-based theory does a good job of explaining firm performance across a 

wide variety of contexts (Fiori et al, 2007). Thus resource-based theory offers the 

point of view of business that has the strongest value for most executives especially 

SMEs owners and managers. 
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2.2.2.3 Performance Indicators 

 

Russell and Russell (2011) argue that most performance indicators can be grouped 

into one of the following six general categories. However, certain organizations 

normally develop their own categories as appropriate depending on the organization's 

mission: a) Effectiveness: A process characteristic indicating the degree to which the 

process output (work product) conforms to requirements of the organisation; b) 

Efficiency: A process characteristic indicating the degree to which the process 

produces the required output at minimum resource cost; c) Quality: The degree to 

which a product or service meets customer requirements and expectations; d) 

Timeliness: Measures whether a unit of work was done correctly and on time. 

However, the criteria must be established to define what constitutes timeliness for a 

given unit of work. The criterion is usually based on customer requirements; e) 

Productivity: The value added by the process divided by the value of the labour and 

capital consumed; and f) Safety: Measures the overall health of the organization and 

the working environment of its employee. According to Gibson (1990), performance 

is measured in terms of productivity, job satisfaction, turnover and absenteeism. 

Employee performance is the successful completion of tasks by a selected individual 

or individuals, as set and measured by a supervisor or organisation, to pre-defined 

acceptable standards while efficiently and effectively utilising available resources 

within a changing environment. 

 

2.3 Criteria leading to promotion 

 

Competence and work dedication are the two main reasons for promotion according 

to London (1997). While these characteristics are very important, employers should 

not only focus on these when hiring and promoting someone since handling a higher 

position requires more than dedication and competence. According to experts, 

employers should look at their workers as a whole, focusing not just on their 

strengths but also on their shortfalls. With these considerations, employers can 

choose who they appoint to a certain position that will fit the employee’s 

characteristics and professional talents (Tangen, 2002). Johnson (2000) affirms that 
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the ability to match an employee’s professional skills and abilities to a position is a 

primary advantage of merit promotions. Merit-based promotions can serve as a 

means to motivate employees. Many employees who know that promotion is based 

solely on merit work hard to increase productivity and perform at a high level.  

 

However, the risk of a manager/supervisor showing favouritism during the 

promotion process is a disadvantage of merit promotions although some subjectivity 

is required. Another disadvantage is that the system may create unhealthy 

competition in the workplace, which hinders productivity and decreases employee 

morale (Tangen, 2002). Although these normally occur, Marsden (2004) cautions 

that lack of training, lack of ongoing feedback and lack of objective promotability 

have been the hidden and influencing factors for promotion processes and 

implementation in many organisations. However, Russell and Russell (2011) suggest 

that employee promotion should be carried out in a non-judgemental, un-biased 

manner to ensure positive delivery and increase motivation to employees. On the 

other hand, continuous provision of capacity building to employees while linking 

promotion with incentives, rewards and sanctions are necessary preliquisites. 

Therefore, the organization should have in its policy criteria to select the best person 

with best practices to be promoted such as performance, personal qualities and 

academic qualifications. Workers can be promoted because those left behind are 

motivated to supply more effort and invest in hard to verify specific human capital 

by the prospect of a wage rise upon their own promotion later on (Lawler, 2003).  

 

Tangen (2002) states that as an employer or a manager, you need to promote an 

employee for three reasons; a) to give more responsibilities to a person who is 

capable of taking them up; b) to put the right person at the right helm of affairs so 

that the organization is benefited by his/her services at an enhanced level; and c) to 

recognize and reward a person who has contributed to your organization. Keeping 

these reasons in mind, an employer must consider promoting an employee in the 

most objective way. However, higher responsibility by way of promotion mostly 

according to Masanja (2001) involves managing more people under one’s 

responsibility. Dessels (2005) stated that some persons may be quite excellent and 
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efficiently carrying out their work, but not too good in mingling with or in handling 

people because interpersonal skills are very important than technical skills in higher 

positions. On the other hand Dessels (2005) provided factors delaying or hindering 

the promotion of employees such as sexual harassment and stereotype tendencies 

among supervisors/managers who from time to time undermine women from being 

promoted reflecting their cultural background; thinking that women are unable to 

handle high positions something which is wrong. Sometimes one is promoted after 

being sexually harassed. 

 

2.4 Real practice of promotion in organisations 

 

Competition for promotions has large effects on employee incentives (Tangen, 

2002). Promotion systems balance the allocation of talent across jobs and the 

corporate hierarchy, the rewarding of team and individual effort provision and the 

accumulation of human capital. It is the structure of wages within the firm rather than 

individual current wages and productivities that can be important to the overall 

productivity of the firm (Ajila and Abiola, 2004). Promotions systems complicate the 

hiring of older workers because they often perform different tasks and organisational 

roles to younger workers. Older workers appear in most types of jobs up and down 

the entire job ladder. Hiring an outsider when an insider can be promoted undercuts 

the incentive effect of promotions (Lazear, 1998). Workers are hired both for their 

productivity and the incentive effect on co-workers of seeing them rise to 

successively higher levels. Firms that use promotions retain their older staff because, 

in addition to profiting from their specific human capital, these workers make their 

way up from below. Internal candidates who have risen through the ranks should be 

of proven ability and have extensive firm-specific human capital. The global 

incentive effect of promotions of long-standing employees is reinforcing, because 

their rise through the ranks will motivate younger workers at lower levels to do the 

same (Carraher et al., 2006).  

 

Filling a vacancy internally saves on the fixed costs of hiring such as firm-specific 

training for recruits (Chen, 2005). Outside hiring may be profitable if the external 
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candidate is significantly better. Employers also open up competition to outsiders to 

reduce collusion and industrial politics among internal candidates and to absorb 

external talent (Lazear, 1998 and Chen 2005). The morale, work effort and 

productivity of internal candidates can be preserved by implicitly setting a higher bar 

for outsiders to keep the promise to offer junior employees careers. Working can 

therefore be seen as a tool that an employee can use to satisfy his or her needs. 

Conversely, employers can use promotion as a useful tool to heighten employee 

performance (Armstrong and Murlis, 2004).  

 

Human resource is one of the most important resources of gaining competitive 

advantage over competitors for a firm. And this resource can be retained and 

optimally utilized through motivating it using different techniques. Carraher et al 

(2006) advocates that there should be an effective promotion system to retain the 

high performers in the organization and promotion should be related to their 

productivity. On the other side, Manogi et al (2006) stated that seniority cannot be a 

criterion to select a person to be promoted because every employee in the 

organization will reach this seniority by default. However, seniority does not mean a 

well work, or high performance, or high productivity. It is the number of years or 

days which the employee works at the organization, or it is the experience of the 

employee. Tangen (2002) argues that by focusing much on seniority, employees lose 

the ambition and zeal to improve performance because employees would be 

promoted without improvement. With this regard the young persons and other hard 

working employees become demotivated. 

 

2.5 Influence of promotion on job performance 

 

According to Suhartini (1995), employee performance is a mutual result of efforts, 

abilities and perception of tasks. Good performance is the step towards achievement 

of organizational aims. Hence more effort is required to improve the employee 

performance. Dharma (1991) argued that performance is something that is done or 

products formed and offered by a group of people. Swasto (1996) advocated that 

employee performance is the actions or the completion of errands that were done by 
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individuals within specific period of time. According to Cummings and Schwab 

(1973), employer must prioritize the organizational objectives over his personal 

objectives. Bass and Avolio (1997) said that the individual and organizational 

performance is greatly affected by the efficient participation of leadership. 

Organizational success depends on active utilization of human resources. According 

to Maritz (1995), successful promoted leadership helps in accomplishment of 

employees’ need which results in active performance.  

 

Kotler (1988) claims that growing significance of leadership in organizations is due 

to changes in business environment such as change in competitive forces and the 

desire for more involvement of total workforce. Compensation is the major element 

that affects the employee performance. If employees are satisfied that organization is 

offering a good compensation then their motivation level is enhanced and as a result 

their performance to work also increases. Robbins (2001) said when employees feel 

happy about their promotion they are more motivated towards their work and the 

performance of the company also boosts. Cameron and Pierce (1996) said that all 

organizations use pay, promotion and benefits to give confidence to better 

performing employees. Management of the organization often anticipates depending 

on the power and responsibility of such employees and these expectations are 

different from organization to organization.  

 

Sia (2006), in her study pertaining the extent to which promotion is effectively 

practiced in organisations, found that there was a difference in performance between 

promoted employees and non-promoted employees. Those who were promoted 

accordingly would perform better while those who were not promoted accordingly 

stayed frustrated and demotivated. Moreover, employers should tell their workers 

that good performance, competence, and professional skills will be rewarded with 

promotion, higher salary, and other benefits. Russell and Russell (2011) contend that 

by having a reward system, employees will be inspired to excel in their jobs that will 

allow any company or organisation to have a competitive edge in the industry. The 

worst thing employers can do is not to compensate and recognize the talents and 
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dedication the employees are giving to the company or organisation but to exercise 

objective promotability to all employees. 

 

2.6 Strategies to improve employee promotion procedures and job 

performance 

 

Nyella (2012) argues in his study that provision of skills and development to 

employees, continuous provision of capacity building on promotion related matters 

and giving more feedback on performance regarding employees for self assessment 

before promotion enlighten employees and improve promotion procedures which 

leads to minimal complaints in organisations. However, Manogi et al (2006) states 

that existing systems and procedures of organisations need to be reviewed to ensure 

up to date practices and awareness of guidelines while linking promotion with 

incentives, rewards and sanctions. 

 

Lawler (2003) argues that employee orientation or on boarding process forms the 

foundation for a lasting, successful employment relationship which results into 

procedural enhancement. Effective ongoing training and development, whether in the 

classroom or on-the-job, ensures employee success in their current role. Effective 

employee training and development guarantees that you have employees ready for 

their next promotion or lateral move (Tangen, 2002). Your succession planning for 

each position depends on training and development. However, according to Ajila and 

Abiola (2004) most studies of these HRM systems on performance have focused on 

different mixes of HRM practices, namely ones pertinent to training and skill 

development, empowerment, compensation and performance-based pay, selection 

and staffing, employment security, and working conditions. Additionally, HRM 

policies and practices need to motivate employees to value continuous learning and 

to apply their skills and tacit knowledge of work routines and technologies in 

innovative ways. Here the HRM strategy literature has largely emphasized the use of 

performance-based pay, task performance feedback, employment security, 

recognition, and intrinsic rewards from participation to motivate employees (Lawler, 

2003). 
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2.7 Quality of life and standard of living 

 

The term quality of life (QOL) references the general well-being of individuals and 

societies. The term is used in a wide range of contexts, including the fields of 

international development, healthcare, and politics (Cella and Tulsky, 1993). Quality 

of life should not be confused with the concept of standard of living, which is based 

primarily on income. Instead, standard indicators of the quality of life include not 

only wealth and employment, but also the built environment, physical and mental 

health, education, recreation and leisure time, and social belonging. Standard of 

living generally refers to the level of wealth, comfort, material goods and necessities 

available to a certain socio-economic class, in a certain geographic area. An 

evaluation of standard of living commonly includes the following factors: income, 

quality and availability of employment, class disparity, poverty rate, quality and 

affordability of housing, affordable access to quality health care quality and 

availability of education, life expectancy, incidence of disease, cost of goods and 

services to mention a few (Ventegodt et al, 2002).  

 

The main difference between standard of living and quality of life is that the former 

is more objective, while the latter is more subjective. Standard of living factors such 

as gross domestic product, poverty rate and environmental quality, can all be 

measured and defined with numbers, while quality of life factors like equal 

protection of the law, freedom from discrimination and freedom of religion, are more 

difficult to measure and are particularly qualitative. Both indicators are flawed, but 

they can help us get a general picture of what life is like in a particular location at a 

particular time (Cella and Tulsky, 1993). Quality of life (QOL) means a good life. A 

good life is the same as living a life with a high quality. All great religions and 

philosophies have a notion of a good life ranging from saying that a good life is 

attained by practical codes of conduct to requests to engage in a certain positive 

attitude to life or to search into the depths of your own being. Notions about a good 

life are closely linked to the culture of which you are a part (Ventegodt, 2003).  

 

http://en.wikipedia.org/wiki/International_development
http://en.wikipedia.org/wiki/Standard_of_living
http://www.investopedia.com/terms/w/wealth.asp
http://www.investopedia.com/terms/i/income.asp
http://www.investopedia.com/terms/l/lifeexpectancy.asp


 26 

These notions can then be divided into three loosely separate groups, each concerned 

with an aspect of a good life (Marsden, 2004): (1) the subjective quality of life is 

how good a life each individual feels he or she has. Each individual personally 

evaluates how he or she views things and his or her feelings and notions. Whether an 

individual is content with life and happy are aspects that reflect the subjective quality 

of life; (2) the existential quality of life means how good one’s life is at a deeper 

level. It is assumed that the individual has a deeper nature that deserves to be 

respected and that the individual can live in harmony with. We might think that a 

number of needs in our biological nature have to be fulfilled, that these factors such 

as conditions of growth must be optimized, or that we must all live life in accordance 

with certain spiritual and religious ideals laid down by the nature of our being and (3) 

the objective quality of life means how one’s life is perceived by the outside world. 

This view is influenced by the culture in which people live. The objective quality of 

life reveals itself in a person’s ability to adapt to the values of a culture and tells us 

little about that person’s life. Examples may be social status or the status symbols 

one should have to be a good member of that culture (Objective is used here in the 

sense of non-subjective or objective facts. Non-subjective is concerned with the 

external and easily established conditions of life that many observers can rate 

identically) (Ventegodt et al, 2003). 

 

2.8 The Integrative Theory of the Quality of Life 

 

This theory focuses on the way in which people can attain their wellbeing through 

day to day undertakings in order to satisfy their needs (Ventegodt et al, 2002). 

 

a) Well Being 

 

The most natural aspect of the subjective quality of life is well being. The quality of 

life is seen here in terms of an assessment of one’s own quality of life (Ventegodt et 

al, 2002). When we meet other people, we always say, "How are you? or "How is 

life?" We are thus asking that person to give us an evaluation of their quality of life. 

Such questions do not require a lengthy explanation of matters of life, merely a 
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spontaneous assessment of life in general. If, however, we are asked how content we 

are with life or how happy we are, these questions are assessed differently to such a 

question as "How are things?" Such questions are much more complex. In other 

words, satisfaction with life and happiness are deeper dimensions that are not as 

straightforward as well being. 

 

In addition, the question about well being is followed by an explanation for example, 

if we are told that things are not going well, what was just said may typically be 

extended, as follows: "Things are not going too well at work (home);" "My health is 

not what it used to be." This means that well being is closely linked to how things 

function in an objective world and with the external factors of life. When we speak 

about feeling good, we do not generally embark on a lengthy discussion of the 

meaning of life and the deep, existential issues and aspirations we all harbour. Well 

being is thus something else and more superficial than meaning in life, fulfilment of 

needs, and self realization (Cella and Tulsky, 1993). Most people tell a lot of people 

that they feel good, yet only to a very few do people dare open up and take stock of 

the meaning of our lives. We have a surface we open up to everybody and a hidden 

depth to which very few people have access, often not even our conscious selves. 

The spontaneous self-experienced quality of life might seem such a natural thing that 

it may be the reason why it has not given cause to serious investigation, let alone 

reflection (Ventegodt et al, 2002). 

 

b) Satisfaction in Life 

 

When people are asked whether they are satisfied with life, they often say that 

something or other is amiss. People are usually less satisfied with life than their state 

of well being would indicate. People tend to feel good, but are not very satisfied, just 

satisfied. In retrospect, there is always something to be dissatisfied or disgruntled 

about (Ventegodt et al, 2003). Being satisfied means feeling that life is the way it 

should be. When one's expectations, needs, and desires in life are being met by the 

surrounding world, one is satisfied. Satisfaction is a mental state: a cognitive entity. 

This symmetry and concord can come about in two ways: either we try to change the 
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external world so that it matches our dreams or we give up our dreams because they 

are unrealistic, and adapt them to the world as it is, thus creating concord between 

the external world and our dreams. Both approaches generate the same satisfaction. 

However, these two strategies of life generate entirely different lives: one life meets 

with one’s dreams and the other life is lived in resignation; but both lives will be 

satisfactory. Thus, satisfaction does not necessarily involve realizing life potential, 

fulfilment of needs, or the ability to function well in life objectively (Cella and 

Tulsky, 1993). 

 

A person who has lived a difficult life, such as prostitution, chronic illness, or 

poverty, always seems to be satisfied with his or her life because of gradual 

adaptation through resignation. One can be satisfied with life yet feel bad inside. The 

process of adapting to one’s environment may lead to an individual letting him- or 

herself down by compromising the deep dreams of a good life (Ventegodt et al, 

2003). The person may not be unhappy with life but deep down considers it 

meaningless. Satisfaction with life is thus not the same as experiencing meaning in 

life. It is very common to be satisfied yet not happy. There are classical types of 

satisfaction theories. One of these is called preference theory. It is typically 

formulated in such a way that a good life lies in seeing one’s wishes come true 

(Ventegodt et al, 2003). "Seeing" because it is not enough that one’s wishes be 

fulfilled. One has to experience that they actually are. This theory leaves the 

individual free to make his or her choice. One may, for instance, choose to collect 

stamps or good friends. The quality of life is based on whether one gets what one 

wants. In relation to this, the World Health Organization (WHO) (2007) has defined 

health broadly as a state of complete physical, mental, and social well being. By 

stressing well being, that is, the experience of feeling good, the WHO is in 

accordance with the other theories in these groups. The theory does not distinguish 

between constructive and (for example, self-) destructive needs. For example, the 

wish to die or to hurt or harm others increases the quality of life when it is realized. 

 

Preference theories are a subgroup to the gap theories, which are found in a multitude 

of forms. Some include time, others the realization of life potential here and now in 



 29 

time and space, etc. They aim to find harmony in what you want life to be and how 

you think it is. The smaller the gap between them, the greater one’s satisfaction, and 

hence, according to certain theories, the greater the quality of life (Paul and Conroy, 

2000). The majority of quality-of-life theories focus on satisfaction. The concept is 

fairly easy to deal with and, as a cognitive concept, lends itself well to intellectual 

thought and rumination. Researchers and philosophers prefer it to more emotionally 

and intuitively attained concepts. The problem of using (life) satisfaction as the only 

measure of the quality of life is that a good life is more than merely being satisfied: 

happiness, meaning in life, fulfilling one’s needs, etc (Ventegodt et al, 2002). 

 

c) Happiness 

 

Most people use this word with caution, because it has special significance. They use 

it with respect. Being happy is not just being cheerful and content. It is a special 

feeling that is precious and very desirable, but hard to attain. Happiness is something 

deep in the individual that involves a special balance or symmetry. Happiness is 

intoxication; a rare sweetness of life, when tiny bubbles sparkle. It is best described 

in metaphors, preferably by poets (Cella and Tulsky, 1993). Happiness is closely 

associated with the body, but is not limited to it. It comprises an individual’s whole 

existence and is signified by a certain intensity of an experience, which is also the 

case with unhappiness. The intensity of the experience is a dimension that does not 

separate happiness from more superficial aspects of the quality of life such as being 

satisfied with life and well being. Many people link the concept of happiness with 

human nature: happiness comes to people who live in extraordinary harmony with 

his or her nature. Nevertheless, not many people believe that happiness is achieved 

by merely adapting to one's culture and related factors (Ventegodt et al, 2003). In 

other words, happiness requires individuals not to resign too much but fight for what, 

deep down, is important to them. Typically, happiness is associated with non-rational 

dimensions, such as love, close ties with nature, etc., but not with money, state of 

health, and other objective factors. Happiness is found in classical philosophy and 

religious concepts, and it has inspired humanity broadly (Ventegodt et al, 2002). 
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d) Meaning in Life 

 

Meaning in life is a very important concept and is seldom used. We only speak of the 

meaning of life with our most intimate friends and relatives, if at all. People who 

seek meaning in life are often catapulted into a confusing situation, where the value 

of all aspects of life is viewed quite differently. Are relations with my friends or 

partner as meaningful as they ought to be? Am I doing the right thing in life? Have I 

got the right job? Am I using my talents in the right way? Are my beliefs in life 

really correct? A search for meaning in life involves an acceptance of the 

meaninglessness and meaningfulness of life and an obligation towards oneself to 

make amends for what is meaningless (Cella and Tulsky, 1993). In this way, the 

question of meaning in life becomes deeply personal and very few people attempt to 

answer it because, by doing so, we risk our security in everyday life. The problem of 

having a meaning in life is that it can be lost. One way of expressing it is that we 

become lost in ourselves; we do not live in accordance with our deepest self. Deep 

down, life feels empty.  

 

Perhaps we do not want to get up in the morning. Or we may contemplate suicide. 

Meaninglessness seems to be a frequent reason why about 1,400 people commit 

suicide in Denmark per year. The meaning of life is the theme of classical religion, 

and the world religions can be seen as theories on the meaning of life. For instance, 

the classical goal of Hinduism is to attain the experience of unity with the world, tat 

tvam asi – (you are it) and the highest meaning in life. In Buddhism, the highest goal 

is emptiness or nirvana, which centers on being at one with the deepest meaning in 

the world (Marsden, 2004). Many Native American tribes see it as their ultimate goal 

to find their own wholeness. In Christianity, the message of the love of God leads to 

the central meaning in life. The depths of our being, the distance between the surface 

and the deeper layers, leaves ample room for what we term life lies. They hide the 

depth of our existence. In our culture we collectively have one set of life lies that 

make meaning in life in its deepest sense a taboo. A theory for the meaning of life is 

the life mission theory (Ventegodt et al, 2003). 
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2.9 Empirical Literature Review 

 

Adams (2002) in his study stated that in promoting employees in private sectors the 

management pays more attention to extrinsic rewards but intrinsic rewards are 

equally important in employee motivation. Intangible or psychological rewards like 

appreciation and recognition plays a vital role in motivating employee and increasing 

his performance something which was not stressed in the study. Andrew (2004) 

concludes that commitment of employees is based on promotion and recognition as 

when employees are promoted and recognised accordingly, the performance 

becomes vivid. Lawler (2003) argued that prosperity and survival of the 

organizations is determined through how they treat their human resource. Ajila and 

Abiola (2004) in their study on public sector employees examined that intrinsic 

rewards are rewards within the job itself like satisfaction from completing a task 

successfully, appreciation from the boss, autonomy, etc, while extrinsic rewards are 

tangible rewards like pay, bonuses, fringe benefits, promotions, etc. Filipkowski and 

Johnson (2008) examined the relationships between measures of job insecurity, 

organizational commitment, turnover, absenteeism, and worker performance within a 

manufacturer. A positive relationship was found between job insecurity and 

intentions to turnover, and a small negative correlation was found between measures 

of job insecurity and organizational commitment which was attached to employee 

promotion. Furthermore, Johnson et al., (2010) established the effects of presenting 

organizational information through implicit and explicit rules on promotion related 

target behaviours among lower and management cadres. Results indicated that when 

organizational information was presented in a specific form, productivity was 

increased and maintained longer than when presented in other forms. Hence, job 

performance of the organisation was enhanced. However, these studies could not 

determine the criteria leading to civil servants’ promotion. 

 

Ahmed and Ali (2008) carried out a research on the impact of reward, promotion and 

recognition programs on employee motivation and satisfaction. Research design used 

was exploratory. Sample chosen for the study was 80 employees of Unilever 

companies and data collection instrument used was a questionnaire. Pearson’s 
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correlation was used to analyse data to determine the degree of relationship between 

reward, promotion, satisfaction and motivation. Major findings indicated a positive 

relationship between rewards, promotion and work satisfaction as well as motivation. 

Factors affecting satisfaction were identified; payment 86%, promotion 74%, work 

conditions 61% and personal 37%. Analysis showed support for a positive 

relationship between reward, promotion and employee satisfaction. Duberg and 

Mollen (2010) undertook a study on reward systems within the health and geriatric 

care sector. The problem of the study was how reward systems designed in health 

and geriatric care are and whether the current reward systems affect the care quality 

and promotion of employees. The methodology took a qualitative approach and 

interviewed a sample of six leaders in both private and public organizations. Findings 

showed that promotion which raised employees’ salary is an important aspect in the 

reward system; however other incentives like bonuses and shares were seen to 

generate an enjoyable work place and happy workers than motivate employees to be 

more efficient. Moreover, these studies could not find out the real practice of 

promotion and explore the influence of promotion to civil servants and job 

performance in various organisations. 

 

Garlick (2009) carried out an online study of 1913 full-time employees and asked 

people to rank order 14 potential performance incentives in order of preference. 

These performance incentives included common extrinsic rewards such as 

promotions leading to cash bonuses, gift cards, award points, and travel awards, as 

well as intrinsic rewards such as having more freedom and autonomy at work, being 

able to choose interesting projects, and being assigned to mentor other employees. 

Not surprisingly, promotions leading to cash bonuses were listed as the most 

preferred incentive by three-out-of-four people (74%) surveyed. Nine-out-of-ten 

(89%) listed cash bonuses within their top three preferences. However, the primary 

issue the study investigated was whether offering promotions leading to cash bonuses 

really influenced employee attitudes, as well as other business outcomes. 

Furthermore, offering exclusively cash bonuses only seems to have very little impact 

on company performance, either in terms of increased customer service, or in 

increased profitability. Cohen and Single (2001) stated that there is lot of pressure on 



 33 

the management of the organization to turn into a friendlier one when promotion of 

employees is done impartially. Scandura and Lankau (1997) have found that the 

sense of employees’ obligation to organization become more positive when flexible 

time scheduling is being adopted by the organization when carrying out promotions 

of employees. Moreover, all these studies could not establish strategies to improve 

promotion procedures and job performance in organisations. 

 

Manogi et al (2006) carried a study in Tanzania and identified some characteristics 

for OPRAS implementation such as; a) openness which allows both employee and 

employer to discuss and agree on the organizational and individual objectives to be 

achieved during the year. This provides an opportunity for the supervisor and 

employee to discuss and agree on measure to improve weaknesses so as to prepare 

the employee for future organizational responsibilities and guiding career decision in 

organisations; b) participation which involves employees in the process of setting 

objectives, performance targets and criteria as well as determining, assessing and 

recording performance; c) accountability in which individual employees are required 

to sign annual performance agreements and account for performance against agreed 

targets and resources allocated for each activity; d) ownership which shows the 

linkage between individual objectives and the overall organizational objectives in a 

given period. This helps the employee to understand, own the role and contribute in 

creating commitment in achieving organizational goals; e) opportunity to appeal 

needed in case of disagreement of evaluation scores between individual employee 

and immediate supervisor. However, with all those qualities/characteristics of 

effective evaluation of OPRAS if well implemented can provide an opportunity to 

measure the aggregate of achievement by individual employee in a given year. 

 

Sia (2006) in her study in Tanzania pertaining the extent to which promotion is 

effectively practiced in organisations found that there was a difference in 

performance between promoted employees and non-promoted employees. Those 

who were promoted accordingly would perform better while those who were not 

promoted accordingly stayed frustrated and demotivated. This resulted from 

favouritism which was practiced among employers. Moreover, a study done by Rupp 
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(2010) provided some challenges for the promotion of employees such as; a) poor 

participation, as the nature of most of public sector institution in Tanzania doesn't 

allow the effective participation of both employers and employees and other 

stakeholder in equal basis in planning, designing and bargaining of what to be done 

and to what extent as to get the basis for objective promotion. This makes the public 

administrators themselves to set some unrealistic objectives and performance to be 

achieved on behalf of employees. Hence, the whole process becomes invalid to 

measure employees’ performance; b) the concept of time as a factor that influences 

the unsuccessful promotion of employees in Tanzania. As the world is witnessing 

fast-moving change and people's attitude towards time is not an exception given the 

changing roles of public administration. He argues that promotion could be time-

consuming for most as it requires considerable time to plan the work. Yet, that 

occurs when the recipients see the appraisal/promotion work as something that is 

separate from their daily routine work; c) poor public relations as the new system of 

promotion has been wrongly sold out and those who are concerned have not been 

able to know its real objective and how it will affect their performance and work 

situation. This leads to reluctancy and conservativeness of public servant towards the 

scheme; and d) consensus on agreement regarding promotion criteria which creates a 

sense of fearing the consequences of promotion and demotion which can result into 

apprising or punishment in terms of disciplinary action or even to be fired based on 

feedback. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

 

3.1 Introduction 

 

This chapter provided the overview of the methodology under the following parts 

namely; research design; study area; population and sample size; sampling 

procedures; data collection methods; and data analysis techniques. 

 

3.2 Research Design 

 

Case study research design was used in this investigation because of time and cost 

considerations. This involved collecting empirical data, generally from only one or a 

small number of cases. It usually provides rich details about those cases of a 

predominantly qualitative nature (Bryman, 2004). The research design was allocated 

with exploratory (going into the roots of the problem and coming out with relevant 

answers) and inductive (exploring issues from small cases to large cases) approaches 

to seek for new insight by asking questions and assessing the phenomena in a new 

light. 

 

3.3 Study Area 

 

The study was conducted at TANESCO, Morogoro branch found in Morogoro 

municipality. The institution was selected because TANESCO, Morogoro branch has 

been practicing its promotion policy to its employees, but the pace of job 

performance has not yet resulted into expected job performance. Moreover, little 

efforts have been done to rescue the situation, hence necessitating a study to be done 

for the purpose of unveiling the effects of promotions done while enhancing 

employees’ performance (TANESCO Regional Annual Report, 2013). Tanzania 

Electric Supply Company Limited (TANESCO) is a state owned enterprise 

(Parastatal organization) under the Ministry of Energy and Minerals (MEM). Its 

mission for existence is to generate, purchase, transmit, distribute and sell electricity 
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in the most effective, competitive and sustainable manner. Its regional or branch 

responsibilities include, network expansion and distribution of electrical power to 

customers, undertake maintenance of the distribution lines, sell of electrical power 

and revenue collection, customer care and services. 

 

3.4 Population and sample size 

 

The population of the study comprised of 122 participants from the management 

officials, HR/administration, engineering/distribution/marketing, accounting and 

finance departments (TANESCO, Morogoro human resources report, 2014).  

 

Cooper and Schindler (2008) argued that, for any valid and reliable study to be 

carried, its sample shouldn’t be less than 30% of its population. Therefore, a sample 

size of 50 respondents calculated as (50/122* 100 = 40.9%) was purposively selected 

to undertake the study. As it stands, the sample size is 40.9% of the population; 

hence fulfilling their argumentation.  

 

Table 3.1 shows the distribution of respondents. 

 

Table 3.1: Distribution of respondents  

 
S/N Category Population Sample size Method 

employed 

1 Top management officials 4 2 Purposive 

sampling 

2 HR/administration department 19 10 Simple random 

sampling 

3 Distribution/Marketing/Engineering 

department 

61 25  Simple random 

sampling 

7 Accounting and Finance department 38 13 Simple random 

sampling 

 Total 122 50  

Source: Research data, 2013 
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3.5 Sampling techniques 

 

The study used three sampling procedures namely; purposive, simple random and 

stratification sampling. 

 

3.5.1  Purposive sampling 

 

This method was used to select the targeted respondents as indicated because it is a 

non-random sampling procedure in which personal experience of the respondent 

were considered to be key derived from the position one held or the roles s/he played 

in relation to a particular activity.  All respondents were selected purposively to fulfil 

the target put. 

 

3.5.2  Simple random sampling 

 

This method was utilized as each respondent had the same and independent chance 

of being selected. To obtain respondents simple random sampling procedure was 

used as follows. A complete list from TANESCO, Morogoro branch was obtained. 

Every employee and management was given a unique number and the lottery 

technique of simple random sampling was used. Every name as well as its serial 

number was written on a piece of paper. All the pieces of paper were mixed and the 

numbers of pieces of paper corresponding to the numbers of predetermined samples 

were picked randomly. Lastly, the employees and management whose names 

appeared on the picked pieces of paper were requested to appear for the purpose of 

entering into interviews or answering the questionnaires. 

 

3.5.3 Stratification sampling 

 

This method was used to focus departments and gender distribution (from male and 

female) as to obtain views from both. It is a method of sampling that involves the 

division of a population into smaller groups known as strata. In a stratified random 

sampling, the strata were formed based on members' shared attributes or 



 38 

characteristics. A random sample from each stratum was taken in a number 

proportional to the stratum's size compared to the population. These subsets of the 

strata were then pooled to form a random sample from which each respondent had an 

equal chance of being selected (Castillo, 2009). Hence, departmental employees 

along with their male and female distributions were stratified to obtain the required 

sample which was 50. 

 

3.6 Data collection methods  

Primary and secondary data collection methods were used to get information from 

respondents and other sources. These methods are covered below. 

 

3.6.1 Interviews 

The interview method of data collection involves presentation of oral-verbal stimuli 

and reply in terms of oral-verbal responses. Interviews fall into two main types 

namely structured interview and unstructured interview. Structured interview insures 

that each interview is presented with exactly the same question in the same order; 

this insures that answers can be reliably aggregated and that comparison can be made 

with confidence between sample subgroups or between different survey periods. In 

unstructured interview, questions are not pre- arranged (although some questions 

may be prepared in advance) allowing for spontaneity and for questions to develop 

during the course of the interview. 

The structured interviews to both TANESCO, Morogoro branch top management and 

their subordinates were employed in order to solicit information regarding the effects 

of promotion to civil servants’ performance. The interview tool unveiled from these 

respondents’ views/opinions regarding the matter (Appendix 2). Yin (2003) affirms 

that the interview tool is very important source of getting information and it is 

helpful in handling case study related matters as the research design indicates.  

Through interview, the researcher got time to observe the seriousness of the 

interviewee or the direct facial expressions of the interviewee to which the researcher 

was made aware of intensity and validity of the data given. Also, the researcher 
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managed to ask questions directly and received responses at the same time hence 

reduced time in harvesting data, reduced cost when compared to questionnaire as 

well as reduced biasness as compared to other methods of data collection. 

 

However, in interviews some of the respondents who had the best data decided to 

hide the truth and exposes different data against the focus of these research 

objectives in order to avoid presumed confrontation between them. Even the top 

management officials who were engaged in their activities had a tendency of 

postponing appointment and hence created a barrier to effective interview. Thus, in 

some occasion the researcher had to interview the subordinates as an alternative 

hence a degree of biasness was noted to exist under such circumstances.  

 

3.6.2 Questionnaires 

A questionnaire is a series of written questions a researcher supplies to subjects, 

requesting their response. Before collecting data, the researcher conducted a pilot 

study by using the questionnaires which were given to some employees to test 

whether they could answer them correctly and if they were relevant to the 

researcher’s study.  After doing some minor corrections, the researcher was ready to 

provide them to respondents. The researcher assumed that her respondents were 

competent and were able to provide answers willingly and had the ability to 

understand the questions asked as intended by the researcher and answered them in 

the form intended and with integrity. Therefore, these questionnaires were self-

administered by the researcher 

 

Questionnaires were used to obtain information from all selected departmental 

employees. These questionnaires complemented and supplemented information 

obtained under interview and documentary review (Appendix 1). The reason was to 

obtain consistency of responses to the questions asked in repeated measurements 

(Carmines and Zeller, 1979) 
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3.6.3  Documentary reviews 

 

The researcher used different documents in order to access accurate and reliable data 

regarding the effects of promotion to civil servants’ performance at TANESCO, 

Morogoro branch. Documents comprised of personal profiles, guidelines and 

directives (from the employer), policies and regulations (regarding promotions), 

books and journals (used as literatures). 

 

3.7 Reliability and validity of data 

 

3.7.1 Reliability 

Pilot study was carried out to test the questionnaires in the respective study area for 

their reliability; afterwards corrections were done in order to obtain reliable data for 

the research. The collected data were verified by experts experienced in research for 

their reliability. This allowed the researcher to study the properties of measurement 

scales and the items that made them. Since the reliability of data goes with the 

accuracy or precision of a measuring instrument, in this research study, reliability 

was concerned with the questionnaires’ consistency of responses to the questions 

asked in repeated measurements (Carmines and Zeller, 1979).  

 

3.7.2 Validity 

Validity is defined as the instrument’s ability to measure exactly what the concept is 

supposed to measure. The researcher in order to validate the data and instruments 

(questionnaires) used in the research, asked the experts to recommend on their 

representativeness and suitability. Besides, she allowed suggestions to be made to the 

structure of these questionnaires. These helped the researcher to establish content 

validity as argued by Cooper and Schindler (2008). 

 

3.8  Data analysis techniques 

Data collected were analysed both qualitatively and quantitatively. Quantitative data 

were summarized, coded and analysed by Statistical Package for Social Science 



 41 

(SPSS). Descriptive statistics was applied whereby frequency distribution and 

percentages were obtained to describe major variables.  

 

Qualitative data from interviews were analysed using content analysis focusing 

observer’s impression. Content analysis involved recording the verbal discussions 

with respondents followed by breaking the recorded information into meaningful 

smallest units of information, subjects and tendencies and were presented as a text.  
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CHAPTER FOUR 

PRESENTATION AND DISCUSSION OF FINDINGS 

 

4.1 Introduction 

This chapter presents and discusses the research findings regarding the effects of 

promotion to civil servants’ performance in government institutions with reference to 

TANESCO, Morogoro branch. The study utilized face to face interview and 

questionnaires to collect the data whereby 50 respondents were selected. The data 

were summarized, coded and analyzed by Statistical Package for Social Science 

(SPSS) whereby frequency distribution and percentages were obtained to describe 

major variables. The results are presented and discussed in line with the objectives. 

To start with the researcher presents first the demography of the respondents; 

secondly, determines the criteria leading to civil servants’ promotion; thirdly, finds 

out if promotion is done as per criteria set; fourthly, explores the influence of 

promotion to civil servants’ on job performance and fifthly, establishes strategies to 

improve promotion procedures and job performance at TANESCO, Morogoro 

branch. 

 

4.2 Demography of Respondents 

 

Demography information identifies issues that add value when carrying a study 

although not for a greater extent. In this study the demography of respondents 

included; age, number of years working at TANESCO, Morogoro branch and level 

of education. Table 4.1 shows the results as follows. 
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Table 4.1: Respondents’ profile 

 

Profile Frequency Percentage 

% 

Age   

18-24 27 54 

25-34 10 20 

35-45 04 08 

>45 09 18 

No of years working   

<1 05 10 

1-3 12 24 

3-5 09 18 

5-7 20 40 

7-9 02 04 

> 9 02 04 

Level of education   

Primary 07 14 

Secondary 02 04 

Tertiary (certificate & diploma) 06 12 

Degree 30 60 

Masters & PhD 05 10 

Source: Research data, 2014 

 

a) Age 

 

The results in Table 4.1 show that the highest percentage of respondents 54%  were 

aged between 18 and 24 years, the number of respondents who were between 25 and 

34 years was 20%, 35 and 44 years was 08%, and those with 45 years and above was 

18%.  The study found that age of respondents has an effect on promotion of 

employees and performance because those who were between 18 and 34 years of age 

reported to have eagerness to work hard as to get promoted to higher level thereby 

attaining recognition as well as higher pay. On the other hand, the effects of 

promotion to employee who were aged between 35 to 45 years and above was 

reported to have been little to this group but those employees at this age aimed at 

attaining professional competence when promoted to higher level.  
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b) Number of years working at TANESCO,  Morogoro branch 

 

The results in Table 4.1 show that 10% of respondents had worked for less that 1 

year, 24% of respondents worked for 1 to 3 years, 18% of respondents worked for 3 

to 5 years, 40% of respondents worked for 5 to 7 years, 4% of respondents worked 

for 7 to 9 years while the other 4% of respondents worked for more that 9 years. The 

number of years working at TANESCO showed an effect on promotion as reflected 

from their working policy, because the policy relies on succession planning. Thus, 

basing on the findings the more experienced an employee is, the more possibility to 

succeed those who quit or retire from employment. However, academic qualification 

and professional competency have a great contribution to ones promotion. 

  

c) Level of education 

 

The results in Table 4.1 show that 14% of the respondents had attained primary 

education (these were mainly from the category of office attendants, distribution and 

security services), 04% had attained secondary education, 12% had attained tertiary 

education, 60% had attained degree and 10% had attained masters of PhD level of 

education. It was found that for TANESCO, education of an employee plays a vital 

role on promotion as those who attained higher education had a greater chance of 

being promoted and vice versa. Thus, basing on the study findings, the more an 

employee attains a higher level of education, the higher the possibility of being 

promoted although issues of working experience and professional competency are 

also considered. 

 

4.3 Findings of the study 

Findings of the study are presented and discussed as per research objectives as 

covered hereunder; 
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4.3.1 Criteria leading to civil servants’ promotion at TANESCO, Morogoro 

branch 

 

The first objective aimed to find out the criteria used to promote employee as they 

have impacts toward commitment and the performance of the employees. Employers 

normally promote their workers from the consideration of many issues/criteria 

including experience, academic qualifications, integrity etc. However, other 

employers go further by looking at an employee as a whole (technically and 

interpersonal skills) in order to come out with correct decisions as regards promotion 

thus allocating an employee to a certain position that fits him or her. It is from this 

background that the first objective of this study was to determine the criteria leading 

to civil servants’ promotion at TANESCO, Morogoro branch. The questionnaires 

were distributed and the respondents were interviewed so as to obtain information on 

the criteria of promoting civil servants. The respondents were asked questions to 

determine the criteria that enabled the analysis in terms of agreement or 

disagreement. Table 4.3.1 summarises the information. 

 

Table 4.3.1: Criteria leading to promotion 

 

Criteria 

  
Percentage % 

Agree Disagree 

Staff experience 16 84 

Organisational policy 92 08 

Academic qualification determined by level of education 85 15 

Team work building capacity 60 40 

Worker and employer relationship 20 80 

Seniority cum merit 75 25 

Professional competency 90 10 

Good character and integrity 25 75 

Faithfulness 20 80 

Entrepreneurial traits 75 25 

Source: Research data, 2014 

 

The results in Table 4.3.1 indicate that most of respondents were in agreement with 

the criteria that led to promoting employees; while a few respondents disagreed as 

indicated in the table. 
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Promotion of an employee provides more responsibilities to a person who is capable 

of taking them and it the responsibility of the employer to choose an employee who 

is able to carry out the duties. Moreover, an employee chosen needs to be able to 

build a team that would enable the thorough running of the organisations’ duties. 

This being the case, the response in Table 4.2 indicate that 60% of respondents 

argued that team work building capacity among employees facilitated by the 

interaction with other employees was the criteria leading to promoting workers as it 

is through team work building the organisation can get together and perform its 

activities well for the attainment of goals. This affirmation conquers with Russell and 

Russell (2011) who argued that an employee who has been promoted and is able to 

work in teams facilitates the organisational goals for its betterment.   

 

Moreover, the responsibilities those are to be fulfilled by a promoted employee need 

to be carried out in collaboration with other workers. Employees who possess various 

talents in leadership have been proved to be of essential for the enhancement of 

performance of the organisation. Therefore, the responses from 75% of respondents 

showed that entrepreneurial traits shown by employees along with seniority cum 

merit led to promotion at TANESCO, Morogoro branch. This is contrary to Manogi 

et al (2006) who argued that seniority can’t be a criterion to select a person to be 

promoted because every employee in the organisation will reach this seniority by 

default and it doesn’t mean a well work done or performance always. One of the 

respondents stated that; 

 

“Promotions that are in line with seniority have been creating complaints among 

employees because issues of nepotism and favouritism have been reported to take 

their upper hand. The reason is that a few employees have been promoted while 

others are left out without being promoted.” 

 

The findings from Masanja (2001) insist the need to have training and development 

opportunities to get promoted in order to perform to the extent needed by the 

employer something that encourage employees to effectively value promotion posts 

as per policy. This is true from the reason that training enables staff to acquire 
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knowledge and skills needed to perform their jobs well and with successful 

completion one is entitled for promotion. Moreover, the response from 85% of 

respondents showed that academic qualification determined by level of education 

required in the post concerned as indicated in the relevant scheme of service was 

reported to have played a major role when it comes to promoting employees. This is 

supported by Tangen (2002) who argued that effective employee training and 

development guarantees that you have employees ready for their next promotion or 

lateral move whereby succession planning for each position depends on training and 

development. 

In various firms, professional competency has been a key criterion to promote 

employees as stated by Field (2008). But, this does not enable en employee perform 

well without dedication towards the job done. That is why the response from 90% of 

respondents showed that professional competency determined by the skill level of 

that profession was among the criteria to promote employees at TANESCO. The 

skills level contributes a lot when an employee possesses skills that enable him/her to 

thoroughly enhance performance. Likewise, the response from 92% of respondents 

stated that organisational policy regarding promotion of employees that is 

implemented at TANESCO, Morogoro branch has been playing its vital role. The 

policy to this organisation relies on succession planning that improves the speed of 

replacements, facilitating development of successors and in preventing disruption to 

organisational performance. Here, right candidates with the right competencies 

become possible successors as supported by Tangen (2002) that employers can 

choose who they appoint to a certain position that will fit the employees’ 

characteristics and performance talents. 

 

It is of important that organisations have the responsibility of putting criteria which 

are stipulated in the policy need to be implemented impartially in order to enhance 

the morale of employees; hence facilitating efficiency and productivity of the 

organisation. In the way to promote employees, the study respondents were in 

disagreement with some criteria put before them such as good character and integrity 

(75%) as these do not add more value than academic qualification and may render 

employees to have hypocrite tendencies that would enable them acquire promotions 
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without hard working. Moreover, respondents mentioned the criteria such as worker 

and employer relationship (80%) that sometimes add little value as well as, 

faithfulness of employees (80%) and staff experience (84%) as minor criteria that 

need to be followed when promoting employees. The reason for that is that these 

supplement the key criteria mentioned above for the purpose of getting rid of 

favouritism that may result in continous complaints among employees. The statement 

given by respondents conquers with Carraher et al (2006) who argued that there 

should be an effective promotion system to retain the high performers in the 

organisation and promotion should be related to their productivity. 

From the results above, it was confirmed that team work building capacity among 

employees facilitated by the interaction with other employees, entrepreneurial traits 

shown by employees along with seniority cum merit, academic qualification attained 

by employees, professional competency determined by the skill level of that 

profession and organisational policy were key criteria for promoting employees at 

TANESCO, Morogoro branch. However, good character and integrity, worker and 

employer relationship, faithfulness of employees and staff experience were minor 

criteria that would supplement key criteria for employees’ promotion.  These might 

enhance performance when an organisation enhances training and development 

opportunities among employees. It is therefore, emphasised that employers need to 

promote an employee for three reasons; a) to give more responsibilities to a person 

who is capable of taking them up; b) to put the right person at the right helm of 

affairs so that the organization is benefited by his/her services at an enhanced level; 

and c) to recognize and reward a person has contributed to your organization. 

  

4.3.2 Practice of promotion as per criteria set 

 

 The second objective of the study was to find out if promotion is done as per criteria 

set by TANESCO. In lieu of this the questionnaires were distributed and respondents 

were interviewed which enabled the analysis to be done. Table 4.3.2 provides the 

information. 
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Table 4.2.2: Practice of promotion 

 

Real practice Percentage % 

Yes No 

TANESCO promotes its employees according to criteria set 65 35 

Promotion is exercised to those who meet the criteria 88 12 

The policy stipulates the way an employee gets promoted 80 20 

The management has been making its level best to let the criteria be 

known to all staff 

45 55 

If an employee is not promoted as per set criteria has an opportunity to 

send complaints to higher authority 

75 25 

Source: Research data, 2014 

 

Promotion practices at TANESCO has been favoured by a succession plan something 

that is being envisaged from respondents. That being the case, the results in Table 4.3 

indicate that most of respondents were in agreement with the practice of promotion 

as per set criteria; while a few of respondents disagreed as indicated in the table. 

 

It is stated that filling a vacancy internally saves on the fixed costs of hiring or 

outsourcing an employee who to some extent may demoralize those employees found 

earlier. The response in Table 4.3.2 indicate that 65% of respondents argued that 

TANESCO promotes its employees according to criteria set although with challenges 

as there are complaints from employees when it comes to promoting potential 

successors to managerial and principal positions something that needs to be rectified 

for the betterment of the organisation. This is in line with Tangen (2002) who stated 

that seniority of employee does not always mean hard working and sometimes 

reflecting efficiency because it was found that other employees showed inefficiency 

when promoted. In insisting much on seniority some employees might lose the 

ambition and zeal to improve performance because there are times employees would 

be promoted without improvements. 

 

The need to adhere to the policy of an organisation regarding promotion issues 

increase employees’ morale, work effort and productivity as stated by Carly (2002). 

In lieu of this, 75% of respondents reported that although promotions are carried out 

as per policy, if an employee is not promoted as per set criteria have an opportunity 

to send complaints to higher authority. But, a few respondents had comments on that; 
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“Although promotions are done there have been delays on processing complaints 

something that renders employees stay a long time waiting for promotions. In 

addition, a few supervisors and heads of units do not adhere to procedures when 

needed to provide supporting documents for promoting their subordinates.” 

 

Promotion being a fair chance for an employee to get elevated to the higher level 

demands the organisation to fulfil its obligations. Murphy (2005) argues that 

promotions can be used to reward past employee efforts, promote investments in 

specific human capital and lower job turnover. That being that case, 80% of 

respondents reported that the policy stipulates the way an employee gets promoted 

but the process to promote employees takes a long time unnecessarily while follow 

up regarding the work done missing sometimes. This is the result of lack of ongoing 

feed back where supervisors fail to provide consistent feedback throughout the year.  

 

Moreover, promotions as motivators for additional efforts may not be as effective for 

workers as knowledge provision should be given as to why promotions are done to 

enable expected changes in behaviour, attitudes and the ability to acquire values on 

promotions done. Thus, the findings showed that 88% of respondents argued that 

promotion is exercised to those who meet the criteria but lack of openness when 

implementing promotion system, budget constraints and poor prioritization become 

obstacles as reported by respondents. Yet, the management seems not to have been 

making its level best to let the criteria be known to all staff as reported by 45% of 

respondents something that demoralizes employees. This supports what Lawler 

(2003) argued in his study that with management laxity to provide knowledge on 

employees rights and responsibilities necessitates complaints that lead to poor 

organisational performance. 

 

The results show enormous challenges for promoting employees such as lack of 

openness in implementing promotion system, budget constraints and poor 

prioritization rendering the right candidates to be deprived of their rights and 

sometimes resulting into delayed promotions. Moreover, if complaints are minimized 
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or eradicated altogether, the organisation may be in position to use promotion as a 

catalyst for performance. 

 

4.3.3 Influence of promotion to civil servants’ on job performance 

 

Another objective of the study aimed to explore the influence of promotion to civil 

servants’ on job performance at TANESCO, Morogoro branch. Promotions appear to 

be the most important motivation focusing forms of pay or any other incentives for 

performance in most organizations. They are the primary means by which workers 

can increase their long-run compensation. It is stated that promotions should generate 

substantial motivation in many settings as they are usually given to the best 

performers. In order to ascertain whether promotion has influence to civil servant’ 

performance or not, questionnaires and interviews were used to find the reality. 

Table 4.3.3 below shows the results: 

 

Table 4.3.3: Influence of promotion 

 

Influence Percentage % 

Yes No 

Promotion of employees make them perform better 85 25 

Promotion develops a competitive spirit among employees 90 10 

Promotion attracts competent and suitable employees for an 

organisation 

80 20 

Promotion reduces labour turnover  85 15 

Promotion increases employees’ income 80 20 

Source: Research data, 2014 

 

Promotions serve two roles in an organization. First, they help assign people to the 

roles where they can best contribute to the organization's performance. Second, 

promotions serve as incentives and rewards. It is worth considering why firms might 

use promotions for incentives This being the case, results in Table 4.4 indicate that 

the most of respondents were in agreement with the influence of promotion to civil 

servants’ on job performance at TANESCO, Morogoro branch; while a few of 

respondents disagreed as indicated in the table. 
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Promotions can play a key role for ones performance, even when firms do not intend 

them to. The reason that promotions may be important motivators is that they can be 

self-enforcing incentive schemes as supported by Dessels (2005). For example, the 

firm attaches wages to jobs, not to individuals, and fills slots by promoting the best 

performers. If this is done, then the firm’s wage bill is fixed, regardless of who is 

promoted. The study findings in Table 4.4 showed that 80% of respondents argued 

that promotion attracts competent and suitable employees for an organisation and 

increases employee’s income. This is true in most organisations that incorporate 

competent employees and award them decent income to enhance organisational 

commitment. This is in line with Lawler (2003) who argued that the prosperity and 

survival of the organizations is determined on how they treat their human resource.  

 

It was primarily noted that promotion is an important feature of employee’s life style 

and occupation, affecting other job experience levels and can have an obvious impact 

on other job aspects like job attachment and responsibilities. In this case, the firms 

can apply promotions as a compensation factor for high-performance employees, 

developing an encouragement for them to do their superior effort. Research revealed 

that 85% of respondents reported that promotion reduces labour turnover among 

employees in organisations. This is supported by Sia (2006) in her study pertaining 

the extent to which promotion is effectively practiced in organisations that found that 

there was a difference in performance between promoted employees and non-

promoted employees thus resulting in labour turnover reduction. She added that 

employers should tell their workers that good performance, competence, and 

professional skills will be rewarded with promotion, higher salary, and other benefits 

along with fulfilling these components. 

 

The growing significance of leadership in organizations is due to changes in business 

environment such as change in competitive forces and the desire for more 

involvement of total workforce. Compensation is the major element that affects the 

employee performance. If employees are satisfied that organization is offering a 

good compensation then their motivation level is enhanced and as a result their 

performance to work also increases. The study findings showed that 90% of 
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respondents stated that promotion develops a competitive spirit among employees as 

envisaged at TANESCO, Morogoro branch. This is because, those who were 

promoted influenced those not promoted to emulate the same something that 

facilitated hardworking spirit. This confirms what Lawler (2003) stated that 

promotions are primary means by which workers can increase their long-run 

compensation and promotions serve two roles in an organization. First, they help 

assign people to the roles where they can best contribute to the organization's 

performance. Second, promotions serve as incentives and rewards.  

 

The findings show that promotion attracts competent and suitable employees for an 

organisation and increases employee’s income. In addition, promotion reduces labour 

turnover among employees in organisations and develops a competitive spirit among 

employees. However, in order for an organisation to succeed; long run compensation 

policies need to be put and implemented because if employees are satisfied that the 

organization is offering impartial promotion then their motivation level is enhanced 

and its resultant work performance is increased. 

 

4.6 Strategies to improve promotion procedures and job performance 

 

The last objective of the study was to establish strategies to improve promotion 

procedures and job performance at TANESCO, Morogoro branch. In order to reveal 

the reality concerning the strategies, the researcher focused on what the organisation 

might invest in that need to be available for the facilitation of promotion and job 

performance among employees. Thus, opinions were given as Table 4.3.4 shows. 
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Table 4.3.4: Strategies to improve promotion and performance 

 
Strategies Percentage % 

Agree Disagree 

Investing in training and development of employees 93 07 

Respect for employees’ needs for life balance 75 25 

Creating firm work conditions 70 30 

Maintaining an organisation channel of communication 80 20 

Creating an environment of diversity and inclusion 70 30 

Formalizing reward and recognition programmes 85 15 

Giving more feedback on performance regarding employees for self 

assessment before promotion 

80 20 

Improve promotion procedures which leads to minimal complaints 

in organisations 

90 10 

Revision of existing systems and procedures to ensure to date 

procedures 

85 15 

Source: Research data, 2014 

 

Effective ongoing training and development, whether in the classroom or on-the-job, 

ensures employee success in their current role The findings in Table 4.3.4 indicate 

that the most of respondents were in agreement with the strategies to improve 

promotion and performance at TANESCO, Morogoro branch; while a few of 

respondents disagreed as indicated in the table. Policies and practices need to 

motivate employees to value continuous learning and to apply their skills and tacit 

knowledge of work routines and technologies in innovative ways. The findings in 

Table 4.5 indicate that 70% of respondents argued that creating an environment of 

diversity regarding incentive provision and inclusion of practicing unbiased practices 

when promoting employees while creating firm work conditions to improve 

promotion procedures which leads to minimal complaints in the organisation would 

be strategies to improve promotion and performance as stated by Manogi et al., 

(2006). However, employment security, recognition, and intrinsic rewards from 

participation to motivate employees are vital for the enhancement of organisational 

performance. The research showed that 75% of respondents argued for respect for 

employees’ needs for life balance as there is a positive relationship between rewards, 

promotion and work satisfaction whereby; incentives like bonuses and shares are 

seen to generate an enjoyable work place to happy workers than motivating 

employees to be more efficient as supported by Field (2008) 
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Distortion may be either to promote more employees than is efficient or fewer. In 

this context the importance of continuous promotion as an important input to get the 

best out of human resources in organisations is widely acknowledged and respected 

as supported by Lawler (2003). The study findings showed that, 80% of respondents 

reported that giving more feedback on performance regarding employees for self 

assessment before promotion and maintaining an organisation channel of 

communication would be important strategies to improve promotion procedures and 

job performance. In addition, 85% of respondents argued for revision of existing 

systems and procedures to ensure to date procedures and formalizing reward and 

recognition programmes that need to enhance promotion practices are vital. 

Moreover, 90% of respondents argued for improving promotion procedures which 

leads to minimal complaints in organisations while 93% of respondents arguing for 

investing in training and development of employees as among the strategies 

TANESCO, Morogoro branch would enhance for the performance of its activities. 

This is supported by Dessels (2005) who states that HRM policies and practices need 

to motivate employees to value continuous learning and to apply their skills and tacit 

knowledge of work routines and technologies in innovative ways. 

 

The findings suggest that in order for TANESCO, Morogoro branch to succeed in 

improving promotion procedures and job performance with related challenges, 

continuous capacity building to employees on promotion related matters should be 

enhanced; training and development of employees as well as feedback provision 

should be promptly provided to the concerned while making sure that promotion 

procedures are improved. However, respect for employees’ needs for life balance is 

important. 
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CHAPTER FIVE 

CONCLUSION AND RECOMMENDATIONS 

 

5.1 Introduction 

 

This chapter provides the summary, conclusion and recommendations, policy 

implications and a need for further research. It starts with the summary of the 

findings, conclusion, recommendations, policy implications and a need for further 

research is given.  

 

5.2 Summary of findings 

 

The findings revealed the criteria for promoting civil servants as team work building 

possessed by an employee to facilitate the interaction with other employees, 

entrepreneurial traits shown by employees, academic qualification, professional 

competency determined by the skill level of that profession and organisational 

policy. However, good character and integrity, worker and employer relationship, 

faithfulness of employees and staff experience were minor criteria that would 

supplement key criteria for employees’ promotion. These might enhance 

performance when an organisation enhances training and development opportunities 

among employees. With regards to the practice of promotion, the findings revealed 

enormous challenges for promoting employees such as lack of openness in 

implementing promotion system, budget constraints and poor prioritization rendering 

the right candidates to be deprived of their rights and sometimes resulting into 

delayed promotions.  Furthermore, the findings showed that promotion increases 

employee’s income reduces labour turnover among employees in organisations and 

develops a competitive spirit among employees. Finally, the findings suggest that in 

order for TANESCO, Morogoro branch to succeed in improving promotion 

procedures and job performance, continous capacity building, training and 

development of employees as well as feedback provision should be promptly 

provided while making sure that promotion procedures are improved.  
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5.3 Conclusion 

 

Promotion effects on employees at TANESCO, Morogoro branch included attracting 

competent and suitable candidates for an organisation, increasing employee’s 

income, reducing labour turnover among employees and developing a competitive 

spirit among employees. Along with promotion effects, the organisation enhanced 

team work building capacity among employees that facilitated the interaction with 

other employees for organisational performance. Yet, professional competency 

determined by the skill level of an employee and organisational policy focus were 

among key criteria for promoting employees at TANESCO, Morogoro branch. 

Moreover, there were enormous challenges for promoting employees such as lack of 

openness in implementing promotion system, budget constraints and poor 

prioritization rendering the right candidates to be deprived of their rights and 

sometimes resulting into delayed promotions. Furthermore, it is concluded that 

continuous capacity building to employees on promotion related matters need to be 

enhanced; training and development of employees as well as feedback provision 

should be promptly provided to the concerned while making sure that promotion 

procedures are improved. However, respect for employees’ needs for life balance 

was important. 

 

5.4 Recommendations 

 

The researcher recommends the following; 

a) Criteria to promote employees need to be well known to every staff and 

openly implemented in order to avoid unnecessary complaints. This was 

envisaged when carrying out the study as, despite TANESCO succession 

policy stipulations; a good number of staff was unaware of the criteria as per 

policy. 

b) Promotions need to be done as per criteria set while avoiding employees to 

take too long time waiting to be promoted (time lag to be minimized). This 

would enable staff to effectively perform their duties well and when it is time 

for promotion an employee does not take too long to be notified. 
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c) The enhancement of promotion procedures is vital to let promotion become a 

catalyst for job performance. This would be effectively implemented when 

every player at TANESCO plays his/her own part for the productivity of the 

organisation. 

d)  In order for TANESCO, Morogoro branch to succeed; long run compensation 

policies need to be put and implemented. This is because if employees are 

satisfied that the organization is offering impartial promotion then their 

motivation level is enhanced and its resultant work performance is increased. 

 

5.5 Policy Implication 

 

There is a need for revising TANESCO promotion policy for enhancing promotion 

practices, procedures and rewarding system for the better employees’ job 

performance. This would enable staff to understand clearly the criteria guiding them 

towards promotion; know the real practices to be followed; get well informed of the 

outcome of promotion and become part and parcel of promotion agenda in order to 

provide viable strategies that might solve the challenges that may come by. 

 

5.6 Need for further research 

 

The study examined the effects of promotion to civil servants’ performance at 

TANESCO, Morogoro branch. It is advised that further studies be done on the 

following issues. 

i) What would be the influence of non-financial rewards on civil servants’ 

performance at TANESCO, Morogoro branch?  

ii) To what extent has job satisfaction dimensions such as pay, work itself and 

supervision contributed to civil servants’ performance at TANESCO, 

Morogoro branch? 
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APPENDICES 

 

Appendix 1: Tanesco Organization Structure 
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Appendix 2: Questionnaires 

Topic: Effects of Promotion to Civil Servants’ performance in Government 

Institutions: A case of TANESCO,  Morogoro branch 

PART A: General questions 

 

A. Age in years (tick where appropriate) 

(a) 18 – 24    (  )  

(b) 25 – 34    (  ) 

(c) 35 – 44    (  ) 

(d) 45+          (  ) 

B. Number of Years working at TANESCO, Morogoro branch a) less than 1 year (  ) 

b) 1-3 years c) 3-5 years (    ) d) 5-7 years (   ) e) 7-9 years f) more than 9 years (   ) 

C. Level of education of respondents a) primary (   ) b) secondary (   ) c) tertiary 

(certificate or diploma) (   ) d) degree (   ) e) masters or PhD (  ) 

D. Current position held  (specify) i)…………………………ii)……………………. 

 

PART B: Criteria leading to civil servants’ promotion at TANESCO, Morogoro 

branch 

1. Do you think that among the mentioned, would be the criteria leading to civil 

servants’ promotion at TANESCO, Morogoro branch? 

Criteria Yes No 

Staff experience   

Organisational policy   

Academic qualification determined by a certain level of education required in 

the post concerned as indicated in the relevant scheme of service (Level of 

education) 

  

Team work building capacity   

Worker and employer relationship   

Training and development opportunities   

Seniority cum merit   

Professional competency determined by the skill level of that profession   

Good character and integrity by his appearance, interaction with other people, 

the manner he conducts himself, the manner he expresses himself and his 

track record 
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2. Would you please mention other criteria leading to civil servants’ at TANESCO, 

Morogoro branch? 

 

i)……………………………………………………ii)……………………………… 

iii)…………………………………………………..iv)……………………………… 

 

 

PART C: Real practice of promotion done at TANESCO, Morogoro branch 

 

3. Do you think that TANESCO, Morogoro branch promotes its employees 

according to the criteria set? A) Yes  (   ) B) No (   ) 

4. If the answer is Yes, why do employees raise complaints? (specify) 

…………………………………………………………………………………………

………………………………………………………………………………………… 

5. If the answer is No, what makes the management fail to promote as per criteria 

set? (specify) 

…………………………………………………………………………………………

………………………………………………………………………………………… 

6. Have you ever been promoted? A) Yes (   ) b) No (  ) 

7. If the answer in 6 in No, what were the reasons (specify) 

……………………………………………………………………………… 

8. If the answer in 6 is Yes, were you promoted as per the policy? A)Yes (  ) b) No( ) 

9. Has the management made the criteria for promotion known to all staff? A)Yes (  ) 

b) No (  ) 

10. If the answer is No, in 9 above what steps did you take? (specify) 

………………………………………………………………………………. 

11.What do you think would be done to rectify the situation? (specify) 

…………………………………………………………………………………………

………………………………………………………………………………………… 
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PART D: The influence of promotion to civil servants’ on job performance at 

TANESCO, Morogoro branch 

 

12. Do you think the factors mentioned below are among the influences of promotion 

to civil servants’ on job performance? A) Yes (  ) b) No (  ) 

13.  Do you think that promotion can make you perform better? A) Yes (  ) b) No (  ) 

14. If Yes in 13 above, how can promotion make you perform better? (specify) 

………………………………………………………………………………………. 

15. Do you think the following factors can influence promotion? 

Influence Yes No 

Developing a competitive spirit among employees   

Attracting competent and suitable employees for an organisation   

Reduction of labour turnover   

 

16. Would you please mention the other influences of promotion to civil servants’ on 

job performance? 

 

i)……………………………………………………ii)……………………………… 

iii)…………………………………………………..iv)……………………………… 
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PART E:  Strategies to improve promotion procedures and job performance at 

TANESCO, Morogoro branch 

 

17. Please indicate your agreement or disagreement regarding the strategies to 

improve promotion procedures and job performance as follows; 1) SA=Strongly 

Agree 2) A=Agree 3) U=Uncertain 4) D=Disagree 5) SD=Strongly Disagree. 

 

Strategy 

Choice 

S
tr

o
n

g
ly

 

a
g
re

e
 

A
g
re

e
 

U
n

ce
rt

a
i

n
 

D
is

a
g
re

e
 

S
tr

o
n

g
ly

 

d
is

a
g
re

e 

1.Investing in training and development of 

employees 

     

2.Respect of employee’s needs for life 

balance 

     

3.Creating firm work conditions      

4. Maintaining an organisation channel of 

communication 

     

5. Creating an environment of diversity and 

inclusion 

     

6. Formalizing reward and recognition 

programmes 

     

7. Giving more feedback on performance 

regarding employees for self assessment 

before promotion enlighten employees 

     

8. Improve promotion procedures which 

leads to minimal complaints in organisations 

 

     

9. Revision of existing systems and 

procedures to ensure up to date procedures 

     

 

18. Would you please mention other strategies to improve promotion procedures and 

job performance at TANESCO, Morogoro branch? 

 

i)………………………………………………….ii)………………………………… 

 

iii)………………………………………………..iv)………………………………… 
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Appendix 3: Interview Guide Questionnaires 

 

i) Do you know anything on promotion at TANESCO, Morogoro branch? 

ii) Have you been promoted? 

iii) When were you promoted for the last time? 

iv) What are the criteria leading to civil servants’ promotion at TANESCO, 

Morogoro branch? 

v) Is promotion done as per the criteria set by TANESCO, Morogoro branch? 

vi) What is the influence of promotion to civil servants’ on job performance at 

TANESCO, Morogoro branch? 

vii) What could be strategies to improve promotion procedures and job performance 

at TANESCO, Morogoro branch? 

  

 

 

 

 

 

 

 

 

 

 

 

 


