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ABSTRACT 

 

This study aimed at Assessing the Effectiveness of existing staff motivation 

strategies on the performance of staff at Tanzania Revenue Authority, with particular 

reference to Temeke Tax Region. The studywas guided by thefollowing specific 

objectives; to determine existing strategies used in TRA Temeke Tax Region; to 

asses staff feelings and acceptability of motivation strategies in use by TRATemeke; 

to determine the effectiveness of existing staff motivation strategies of TRA Temeke, 

and lastly to identify the challenges experienced by TRA in implementing staff 

motivation strategies. 

Conceptual framework of the study includes independent variable which is 

motivation and dependent variable is employee performance such as job 

productivity. The study employed a case study design and a sample of fifty 

respondents involving senior staffs and support staff. Sampling technique was done 

through Probabilitysampling with combined method of simple random sampling and 

stratifies sampling. 

Data was collected by the use of questionnaires and interviews. It was analyzed both 

qualitatively and quantitatively. Qualitative data was subjected to content analysis, 

while quantitative data was extracted, classified and computed using SPSS into 

frequencies and percentages, and presented in tables and charts. The findings 

indicated that more than 87% of the respondents agreed that TRA had motivation 

strategies such as allowance, training and job promotion plans. The strategies were 

effectives since most employees were satisfied with their work and also are not 

willing to change employment to another institution.The study also revealed 

challenges faced by TRA in implementing staff motivation strategies such as 

inadequacy of operational budget and political interference.The study suggests that 

strong measures be taken to enable staff to increase their productivity capacity. It is 

recommended that TRA should lobby with government for more operational budgets, 

and should put in a place staff motivation policy applicable to all staff from 

headquarter to the regional office. 
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CHAPTER ONE 

INTRODUCTION AND BACKGROUND TO THE STUDY 

1.0 Introduction 

This chapter presents the background to the study, the statement of the problem, 

objectives of the study, research questions, and significance of the study, scope, and 

limitations of the Study. 

1.1Background to the Study 

Motivation is important factor that influences the behaviours and actions of 

individuals in any setting including the work place.There is therefore a need for 

everyinstitution or organisation to improve the working conditions of their 

employees in order increase productivity or efficiency performance of an 

establishment. Managers and administrators must recognize the importance of 

motivating employees since there is proven correlation between motivation and staff 

performance at work (Kurowskiet al., 2004). 

In Tanzania there is unsatisfactory evidence on which areas of productivity and 

performance are most crucial in addressing and impacting of relevant policy 

measures. Despite several studieson Human Resource Motivation in Tanzania, 

knowledge gaps still exist and need to be addressed evidence for human resource 

strategies in the Public sector is to be reaffirmed. However,additional evidence is 

requiredon both the nature of Human Resource motivation and on particular policies 

that will improve productivity. Currently there are knowledge gaps the effect of 

alternative policy interventions in staff motivational and productivity. 

A different research methods and approaches are needed to address the current 

knowledge gaps in human resource management. Some important aspects might not 

be answered without researchers work together with policy makers to design 

practical experience that are both scientifically valid and politically feasible,there is a 

need to have policies that can strategically addressworker’s motivation and so 

provide high quality services and improved organisation performance. On the other 
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hand,the inadequate motivation mightpose a threat on Public service delivery leading 

the people’s low confidence in public services. 

Kurowskiet al., (2004) estimated productivity level by using time and motion study 

technology of about 30 health Workers from 10 different facilities including; 

hospitals in both rural and urban areas, dispensaries and health centres. The findings 

suggest that; there is potential forimprovement of productivity. The study findings 

further found that, health workers spend 57% of their time performing productive 

tasks including(patient care, cleaning, training, outreach, preparation, maintenance 

and research). By efficient control of the time spent on unproductive activities such 

as., breaks and waiting for patients, social interactions, and unreasonable 

absenteeism, theywould spend almost 83% of their time on productive tasks. The 

potential productivity gain is estimated to 45%; othersstudies suggest that 

recruitment, retention, productivity, performance, deployment coupled with 

geographical balance, and job training are enabling factors that strengthen and 

contribute towards worker’s motivationin their work places. 

Many organizations in Tanzania, including Tanzania Revenue Authority (TRA) have 

been struggling to improve workers ‘productivityin the effort to realise organisation 

goal of improving service delivery. This includes deploying measuresadopted by 

various public service reforms which began inearly 1990s including; Public Sector 

Reform Program (PSRP), Public Financial Management Reform Program and the 

Legal Sector Reform Program (LSRP). Main purpose has been to enhance capacity 

and motivation of workers through salary increments, improved social incentives, 

and collaborative decision making as measures to improve public service delivery. 

The above reform Programs targeted improvement in service delivery primarily 

through enhancing capacity of the ‘supply’ side of providing services, such as 

strengthening institutions, strategic planning, training and improvement in allocation 

of budget. A salient feature of the programs has been ‘top-down’ based mode of 

formulating and implementation of policies. There is therefore the need to assess the 

role of workers motivation delivery in respect of TRA with the case of Temeke Tax 

region. 
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Managers in any organisation have to ensure that motivation is one of important 

requirements for improving performance. Success of many organizations depend 

much on measures for employee rewards and recognition alongwith good working 

environment all aimed at promoting the attainment of organisation mission, vision 

and overall objectives, and ultimately improve efficiency and effectiveness in 

delivering services. 

In efforts to motivate her employees, TRA offers monetary and non-monetary 

rewards including; salary increments through performance appraisal; prizes; bonuses; 

staff insurance; and promotions. Despite these efforts TRA employees, still complain 

about the insufficient strategies in place to motivate them at work place. 

In this study, consideration is made of Tanzania Revenue Authority Policy Reviews 

that have been taking place particularly on staff motivational schemes, with the aim 

to put in place including salary levels that meet essentials of daily life, promotions, 

regular transport to and from work as well as staff professional development training 

to improve their performance. Therefore, by using a comparative approach, this 

study intends to assess the effectiveness of staff motivation on the performance of 

Tanzania revenue authority with a case of Temeke Tax Region. 

1.2 Statement of the Problem 

Performance of any employee in organisation (public or private) largely depends on 

how he or she is motivated. According to Kirowski (2004), there ispositive 

relationship between workers’ motivation and their performance in productivity and 

services provision. Studies show that human motivation is an essential requirement 

in maximizing performance and productivity. Employees’ motivation considers both 

tangible and intangible factors. 

Robescu and Lancu (2016) studied the effects of motivation on employees’ 

performance in organizations and concluded that human motivation is complex and 

require a wider thinking in order to know exactly what motivates an individual. 
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Adeola and Abebiyi (2016) studied employees motivation vis a vis recruitment and 

practices in bank performance in Nigeria and concluded that organisation 

management have the responsibility to ensure that they recruit suitable employees 

and motivate them in order to realise improved performance of both the organization 

and of employees. 

Ganta (2014) studied staff motivation in work places whether it improves to improve 

employees performance and established that considering the complexity of 

environments today business today motivation of employees remains important and 

managers need enough knowledge of the needs of the employees and use such 

knowledge to determine what it takes to motivate workers accordingly motivation 

encourages individuals to meet organizational goals. 

From the above experiences from differences researchers this study take s off with 

the view that motivation is complex and difficult topic to define. Organizations 

struggle to identify exactly what it takes to motivate employees. Even then, Tanzania 

Revenue Authority cannot be immune to such problem. It is therefore, the aim of the 

researcher; through this study to assess the Effectiveness of existing staff motivation 

strategies on performance in Tanzania Revenue Authority 

1.3 Objectives of the Study 

1.3.1 General Objective 

The main objective of this study was to assess the effectiveness of staff motivation 

on their performance in Tanzania Revenue Authority withthe case of Temeke Tax 

Region in mind and in forms. 

1.3.2 Specific Objectives 

 Specific objectives which guided this study were as follows 

i. To identify the motivation strategies employed in TRA Temeke tax region. 

ii. To determine the effectiveness  of motivation strategies on staff performance  
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iii. To assess employees acceptability of motivation strategies used by TRA 

Temeke 

iv. To identify the challenges experienced by TRA in implementing staff 

motivation. 

1.4 Research Questions 

i. What strategies does TRA Temeke tax region employ to motivate employeeto 

motivate their employees?  

ii. Are the motivation strategies used in TRATemeke effective or not? 

iii. Is TRA Temeke motivation package acceptable to staff? 

iv. What are the challenges experienced by TRA in implementing staff 

motivation strategies in Temeke Tax Region? 

1.5 Significance of the Study 

i.) Practical value 

It is worthwhile to conduct this study for the results will be used to improve 

management practices of the TRA. It also helps the management and stake holders in 

Taxation to understand undefined solutions to challenges facing staff of the TRA 

employees 

In addition the study form bases for the governing body, specifically the 

managementto be aware of can be done in order pancreases the performance of the 

TRA especially tax collection. 

Generally the findings and recommendations of this study will help 

responsibleauthorities for maintaining, foreseeing and implementing policies and 

process for improved performance in TRA. Thestudy will help the TRAto effectively 

manage its functions and increase the management efficiency, employee’s loyalty 

and achieve higher customer satisfaction.  

ii.) Academic Contribution 

Undertaking the effectiveness and role of the motivation on employee performance 

can enrich the research centre ofMzumbe Business College and Tanzania in general. 
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The study will contribute standard of research that could receive wider recognition, 

further through the findings and analysis of this study, new knowledge andinsights 

will be gained on management of employees for better performance, the findings of 

then be used as initiation for those who are interested to conduct a detailed and more 

comprehensive study in factors that promote the performance of the employees. 

iii.) Policy Development 

In terms of policy development, the study will assist the government and their 

agencies including politicians in determining better strategies for managing civil 

workers. Further, due to the rapidly changing world, this study will informs policy 

makers about the importance of investing in employees for improved institution 

performance. 

1.6 Scope of the Study 

This study focused on assessment of the effectiveness of staff motivation on their 

performance in Tanzania Revenue Authority. The specific area covered by the study 

was Temeke Tax Region in Dar es Salaam.  

1.7Limitations and Delimitations of the Study 

The following limitations characterized data collection and report writing in this 

study; 

i.) Bias of the Respondents 

Some of the respondents in the study were reluctant to provide their personal 

information such as salary and bonus. Received for the considered such information 

as personnel confidential  

Scope 

In order to address the problem of respondents non-responsiveness researcher 

developed general questions that needed general information from the respondents. 

 

ii.) Time 

During the whole processes of data collection and analysis there was the problem of 

time management there was limited time provided by the University calendar to 
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complete the study., the time was too short due to the fact that some respondents did 

not respond in time and the researcher was busy at regular employment and so it 

became difficult to manage all things at once. 

 

In order to deal with the challenges the researcher appointed four persons to serve as 

research assistance to push therespondents to fill the questionnaires in time. In 

additional, in order to comply with submission time, the researcher worked extra 

time including at night in order to finish the report.  

 

iii.) Financial Problem 

At some point the researcher faced financial problems to meet the costs of data 

collection, there were extra cost for transport, printing and paying the research 

assistance and indeed language editor   . 

 

In solving this problem the researcher was forced to reduce the study area, covering 

only Temeke Tax region and reaching out to only 50 respondents. 
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CHAPTER TWO 

 

LITERATURE REVIEW 

2.0 1ntroduction 

In this chapter, the researcher review literature relating to the research topic. The 

literature review was useful since it helped to better understand related concepts and, 

theories, and provide an overview of the study area,  local (Tanzania) and global staff 

motivations and their effect on productivity. The therefore comprises theoretical 

arguments; issues of empiricism, theoretical framework and conceptual frameworks; 

and research gap. 

2.1 Conceptual Definition and Theoretical Overview 

2.2 Motivation 

The word motivation originated from Latin word ‘movere’ that means ‘to move’ 

(Rajput, 2011). He furtherpostulates that motivation is the process that a person 

demonstratesbehaviour and desire, which indicates state of willingness to 

increasemore efforts on a particular task. Motivation is a process of making decision 

through which individual chooses to achieve the desired results and sets in the 

process behaviour necessary to achieve expected task (Matoka, 2011). 

 Armstrong et al., (2004) refers to motivation as how behaviour of an individual is 

preceded the needs and expectations to achieveobjectives which will satisfy the 

needs and abilities to perform particular tasks. Mullins, (2006) on the other hard 

suggests that motivation is one of the polishing factors inenhancing employee 

performance and organisational productivityhefurther argues that even when 

individuals have well definedworking objectives, adequate skills and conducive 

working conditions; in absence of motivation, work objectives cannot be achieved. 

According to the study above, motivation refers to the decision to offer employees 

extra-monetary and non-monetary rewards in order to raise their commitment and 

improve their performance.  
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Motivation can be distinguished between intrinsic and extrinsic. According to 

Intrinsic motivation refers to the motivation process originates from the work itself 

rather rewards resulting from that piece of work (Armstrong,2006). Intrinsic 

motivation is therefore related with internal factors such as; job satisfaction, 

responsibility, freedom to act, freedom to use and develop skills and abilities, 

advancement through challenging and interesting tasks. Extrinsic motivation is 

referred to the motivation behaviours thathave to dowith rewards such as praise, 

money and absence of punishment. According to Armstrong (2006), external factors 

can be determined in monetary terms such like salary increment and performance 

based benefits, accelerated promotion and less disciplinary action. The experience is 

that, extrinsic motivators enjoy immediate impact in terms of performance and 

productivity but they are not sustainable. 

2.2.1 Staff Motivation to work hard 

According to Latham and Ernst,(2006) work motivation is defined as the 

psychological process which results from interaction between an individual and his 

environment that affects choices, efforts and persistence of that particular person. 

Bailey and Clegg, (2008) further defined staff motivation as employee’s desire and 

need to perform, stay and commit his effort to an organization; to cooperate, lead and 

support; and help customers achieving desired results. Additionally, Armstrong 

(2007) arguesthat individuals are motivated doing something if that the activity will 

bring expected results, hence, well-motivated peopletends to adopt actions that lead 

to and achieving predetermined goals.  

There are many ways of motivating employees, they include increases of salary and 

other emoluments on the job, providing training, bonus, promotion and improved 

working environment; as well as participation in and many more other ways. 

However there is no consensus as to which way is the best to motivate employees 

2.2.3 Staff Performance 

The term performance is too vast and can either be categorised as employee and/or 

organisational performance. Most literatures refer employee performance as job 
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performance (Ramallah, 2008). He further arguedthat; excellent employee 

performance is crucial to any organization whereby success of organisation depends 

on the employee innovation, creativity and commitment towards work. Hunter and 

Hunter, (1984) also argued that important ingredient in employee performance (Job 

performance) is lied on the ability of the employee to deliver adequate results and 

increase productivity. This is why most organisations spend more time in assessment 

of potentialcandidate’sskills, abilities and level of knowledge during the recruitment 

process. Daniel et al., (2002), defined job performance in terms an employee’s 

behaviour in concurrence to attainment of organizational goals. They argue that, 

performance can be seen as the individual, group or organizational performance. It is 

therefore important for are organizations management to understand how best to 

improve employee’s performance by always monitoring and finding why employees 

fail to perform to expected levels. 

2.2.4 Determinants of Staff Performance  

Various researchers in the field of management have been debating on measurement 

of employee performance (job performance). A job consists of a number of 

interrelated duties, tasks and responsibilities which a job holder is required to 

perform. Performance on its part refers to the behaviour or action that is required for 

an attainment of organisation objectives and that can be determined in terms of level 

of contribution to objectives indicated by particular action or set of actions. Factors 

that affect an employee’s performance involves knowledge, feedback, leadership and 

personality (Kohl,2008). 

i. Knowledge 

Employees ‘level of knowledge in organisation acts as important tool to perform 

daily tasks and duties in the organisation. Holding knowledge or ability to perform a 

given high performance and productivity may not guarantee job performance if there 

is no employee’s motivation to perform. Employee’s knowledge level can be 

categorised into a declarative, which means what employee knows, or procedure 

related knowledge, which relates to what individual can perform. 
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ii. Feedback 

Feedback to an employee on his performance is crucial especially in monitoring day-

to-day activities of an organization. An effective feedback has be constructive and 

meaningful in highlighting areas of improvement in such a way that the performance 

of employee will continuously be improved Adeola, et al (2016)  

 

iii. Leadership 

Leadership influences employee performance through praise, risen morale and 

sustained worker friendly organizational culture. Effective leaders tend to motivate 

employees through encouraging comments suggestions, trust, taking risks and 

eliciting full participation of employees in planning for one improving organizational 

performance (Bernadin, 2001). 

 

iv. Personality 

Personality is important measure of employee behaviour; employee’s performance is 

largely contributed by his personality. Personality is a combination of endogenous 

and exogenous factors that influence their behaviour and impact their job 

performance Adeola, et al (2016)  

2.2.5 Tanzania Revenue Authority (TRA) 

Tanzania Revenue Authority (TRA) is asemi-autonomous organisation that has 

responsibility of assessing, collecting, and accounting forgovernment’s Tax and non-

Tax revenue. Tanzania Revenue Authority (TRA) was established by Parliamentary 

Act No.11 of 1995 and become operational in July 1996 to; core functions of TRA 

includes; assessing, collecting and accounting for all central Government Revenues; 

administration of all government’s revenue laws; advising government on fiscal 

policies; promotion of voluntary tax compliance; improving quality of services to 

taxpayers and other stakeholders; control fraud and any other forms of tax and fiscal 

evasion; and produce tax collection statistics and publications (URT, 2008). 
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2.2.6 Staff Rewarding System 

The employee reward system of an organization is referred to the overall systems 

which consist of processes, policies and practises that recognise effort made by 

workers proportionate to their ability, skills and competencies. Reward system of 

employees are often provided in the form of procedure, process, practices, and 

structures that maintains appropriate types and scale of salary, benefits and other 

rewards (Armstrong, 2002). The system consist of monetary rewards which 

arecategorised into fixed and variable monetary rewards and employee’s benefits that 

together compose of total compensation that employees are entitled; and subjected 

to. Reward systems may also consist of non-monetary rewards, includes; recognition, 

praise, achievement, responsibility and personal growth.  

For success of the organisation Griffin, (2009) argue against an attempt to provide 

monetary and non-monetary rewards to employees or groups that are innovative. It is 

equally important to avoid discrediting creativity when it does not lead to fruitful 

innovation. 

i.) Financial Rewards 

These are monetary type of rewards offered by organizations to employees. Most 

organizations opt for monetary rewards in terms of salary increment, bonuses and 

other forms of monetary compensation because this form of reward motivates 

employees quickly and induces them to perform at best level. 

 

ii.) Non-Financial Rewards 

Non-monetary rewards are provided by organisations inform of appreciation, 

recognition, learning and development opportunities. Many organizations providing 

high levels of motivation realise their high productivity based on non-monetary 

rewards. Personal management skills has important role in motivating individual 

employees to give their best performance. 

Managers do not motivate employees by providing them with higher wages and 

increased benefits; employees may be self-motivated by their readiness to 

accomplish challenging tasks (Marchington& Wilkinson, 2005). Managers should 
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therefore not motivate their employees to achieve their tasks; rather they should 

provide opportunity for employees to accomplish them. This is more relevant to the 

situationswhere employees who have been in a particular job for a long time with no 

challenging tasks, are provided with new challenges to let them ask in new ways. 

This creates an environment where greater motivation leads to higher performance in 

an organization. 

2.2.7 Factors that motivate Staff 

Apart from the factors that can motivate employees, there are factors that can de-

motivates and prevent employees to archive their target or goals. Those de-

motivating factors include the following: 

I. Abundance of Choices; this is applicablewhenoptions are plenty, and can 

overwhelm employees to inaction. The feeling of moving ahead of such task 

becomes tiresome. This can be avoided by narrowing the choices to only two 

or three options.  

II. Fear of Failure;Perfectionism or the tendency to be scared of not performing 

particular duties correctly, these hinder employees from advancing and can be 

avoided by realizing that perfectionism is not possible; and consider that 

failing is within the progress ofone’s journey in life, and such that we gain 

more through trial and error 

III. Fear of Success where low self-esteem comprises ofsuccess; employees 

might doubt that success is possible, and remain fearful. Employees must 

always reflect on the past, little acknowledge and large successes. Examine 

the present and aim for currentand future successes. In all, workers must 

appreciating the win and build on them in reducing fears and boosting 

confidence Adeola, et al (2016)  

IV. Lack of Clarity – When an employee does not know what step is next or 

why an establishment in conducting business as it is, then is easy to get de-

motivated. Employees should periodicallygo back and get time to reviseand 

evaluate his/her projects, goals and values at hand. On such basis there might 

bechanges in parameters andmake necessary adjustments (Robbins, 2005). 
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V. Exhaustion – when an employee is exhausted it is hard to get him/her 

motivated, as a result they need time to sleep for perfect functioning of brain 

and their bodies. To deal with this de-motivation factor employee should 

review current rest and sleep patterns; it is important to establish that, if lack 

of sleeping time contributes to de-motivation and hence call an alert the 

necessity for adjustment. 

VI. Excuses – We all make excuses, but when they are repeatedly may cause 

negative messages which can prevent action, for instance some people say 

things like, “I would like to do particular job, but I am not smart enough or 

tired of doing it”. In order to deal with this it is important for every worker to 

remain alert against non-useful excuses, which are not realistic or true. Every 

worker should challenge excuses when they emerge and when they should 

reframe each such relevant. 

VII. Drudgery – routines are very useful, but since they are done repeatedly may 

lead to de-motivation. If there is a feeling of bored, on one should find ways 

to have their fun back into the process like; dancing and listening to music, 

painting new colors, or bringing enervating scents a work placecan enable 

one to feel refreshed (Robbins, 2005). 

VIII. Patience – individuals tends to expect much from them and expect for instant 

results. In the event results are not as fast as one expects a de-motivation is 

activated. To deal with their factor employees should strive to time persevere 

to achieve, undertaking any activity one should always deploy the gift of 

patience Maslow, (1954). 

IX. Distractions – when managers provide too much directives to employees; 

those employees will lose focus and ultimately their motivation will be 

down.To deal with this situation, one should pay attention to andremove 

distraction-makers (Armstrong&Murlis, 1998). 

2.3 Staff Motivation Theories 

Various theories of motivation that are relevant and relating to employee 

performance were discussed under this section. Theoretical framework is the 
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collection of combinations of concepts and ideas.  It is a process whereby things are 

clarified based on agreed theories. Theoretical framework is therefore the overall set 

of assumptions in relation to nature of phenomena (Kombo& Tromp, 2006).   

2.3.1 Maslow’s Hierarchy of Need Theory 

This theory was developed by Abraham Maslow in 1954 on his book about 

motivation and personality. According to him individuals are motivated to satisfy 

lower needs before moving to higher needs. This theory describes needs from most 

basic ones like physiological, safety, social ego or esteem, and self-actualization 

needs. 

i.) Physiological Needs 

This is primary level of human needs, they are most important for one’s survival and 

includes; air, food and water. The primary desire for each individual including 

employee in the organisation is to satisfy these needs first than any other type of 

needs. Many organisations in the process satisfy these needs through salaries and 

wages payable to employees. When these needs are satisfied accordingly, employees 

will tend to go to another level of needs, which Maslow described them as higher 

order of needs. 

 

ii) Safety or security Needs 

These are second level of needs which includes; health insurance, job security and 

retirement plans. When these needs are satisfied employeesmove to higher levels of 

needs which are social needs (Adeola, et al 2016). 

 

ii.) Social Needs 

In this class of needs when employees feel that they are secured and safe, they come-

up with a feeling of belongingness and lovesuch needs come from huge social groups 

such as professional organisations, office culture, family members, sports, partners, 

mentors and supervisors. TRA may satisfy these needs by creating friendly work 

environments, appropriate workplaces and encourage communication between 

subordinate and their leaders (Maslow, 1954). 
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iii.) Self-esteem or Ego Needs 

This is level of needs where all individuals need to be respected but it begins 

withself-respect. Employees have to engage themselves in activities that give each 

individual feeling of belongingness, to contribute, to be recognised and feel to be 

valued by others (Robbins, 2005). 

 

iv.) Self-actualization Needs 

Self-actualization needs are best described as ones desire to become everything and 

to poses every what he/she is capable of possessing. To an employee this is possible 

if he/she can master work environment and set personal goals to be achieved.  

From the theory several contributions can be made, for instance: theory can help 

managers to enhance efficiency and positive reinforce the results. The theory  is 

alsohelps to categorise needs based from lower to higher onesand that the lower 

needs has be satisfied before the higher needs,Lastly, the theory emphasizes the 

importance of personal growth and self-actualization of each employee before thetop 

managers(Maslow,1954). 

Maslow’s theory has some setbacks as someone might be deprived by lower needs 

while in the progress of achieving self-actualisation needs. In addition, in 

organisation’s context there is disordering of physiological, safety, social and esteem 

needs hence may not be suitable to guide this study (Maslow,1954). 
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Figure 2.1: Abraham Maslow’s hierarchy of need 

 

Source: Srivastava (2005) 

2.3.2Taylor’s motivation theory 

Taylordeveloped the idea of work, time and motion study in 1880s. His study on how 

tasks are performed influenced him to break tasks into components while designing 

jobs to be done. According to Taylor, employees perform their gives tasks much 

better when responsibility of planning and making decision is waived from them in 

such tasks, workers should not think of how to do the work, rather they should 

simple act and do. He concluded that consistent of workers is the best way to achieve 

desired outcome.  

At the workplace methods applied by most efficient workers in the organisation 

should be adopted by all workers (Taylor, 1920). Workers should be mentored to 

those mates who can produce most output. This is scientifically referred to task 

cantered” approach of managing employees. Taylor’s (1911) concepts of scientific 

management consider employees to be motivated largely by financial rewards.  He 
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commented that worker should be paid based on tasks they perform, and not 

otherwise. In this situation, employers should rely on worker’s superiors of 

supervisors to plan ideas and manage them, while workers sole task is to perform 

their tasks in connection to ideas developed by their supervisors.  

This theory was not suitable to guide this study due to the fact that it tends to 

consider human being like machines. The theory ignores sense of humanity and does 

not take into account natural behaviour of human beings. The theory limits sense of 

innovation in human by ignoring worker’s ability to thinks and instead, exerts the 

power to the hierarchy within the organisation. Allowing workers to freely apply 

their knowledge and skills in performing their duties is probably a best method of 

work in a bid to encourage innovation. Moreover; pay is not the sole factor that 

motivates employee to work; others factors like good working environment; 

recognition;collaborative decision-making;good interpersonal communication 

between supervisor and subordinates; and job satisfaction in general are crucial in the 

process of motivation. Group dynamics were more important than other financial 

forms of motivation, since people liked to be part of decision making process, which 

later improved quality of works, as realised by Mayo and his team mates during 

1920-1930s work in general electricity Company (Taylor, 1920). 

2.3.3 McClelland’s Achievement Theory 

Theories of motivation were further developed by David McClelland in 1961, in his 

study; he came up with three types of basic needs that people develop and earn from 

entire life experience. 

i.) Need of Achievement 

Employees in organisations that set needs for higher achievement are more motivated 

by accomplishing challenging tasks or goals. There is positive relationship between 

achievement, progress and agreed corporate desire for high accomplishment David 

McClelland (1961) 

 

 



19 
 

ii.) Need for Affiliation 

In an organisation that has high need of affiliation, its employees will always be 

motivated to have good relationship with others and see that they are accepted by 

other employees. He further suggests that people with higher need of affiliation are 

motivated by desire to have strong and good relationships (McClelland, 1961). 

 

iii.) Need for Power 

Employee who has high need for power feels motivated to shoulder roles that have 

persuasion and want to exert command over others in the organisation. They 

normally tend to take personal responsibilities in efforts of obtaining solutions to 

problems arising, and are desired by feedback on their performance. They do not like 

to work in teams and never emphasize others (McClelland, 1961). 

2.3.4 Vroom’s Expectancy Theory 

Vroom expectancy theory was developed by Peter Vroom in 1964 using the 

following assumptions;firstly, employees expectparticular outcomes that are derived 

from what they do. Secondly, employees prefer differently from different outcomes.  

According to Vroom motivated employeesbelieves that best performance brings in 

desired outcome, three variables were developed from this thinking,includes 

expectancy, instrumentality and valence. The theory therefore postulates that the 

motivation of individual is a function of above mentioned three factors. The three 

factors can be briefly elaborated as follows: Expectancy refers to the efforts made by 

a person to realise outcomes of an activity, the strength may be negative in the form 

of fear of demotion or positive in the form of expectation for being promoted; 

Instrumentalityis a means adopted to attain or reach another level as an outcome or 

reward and Valenceis referred to the expectation of satisfaction that follows outcome 

rather than immediate satisfaction..  

 

Motivation (force) = Expectancy x Instrumentality x Valence 

According toVroom relationship between employee and goals of the organisation 

realise differences between the employees in increased productivity as a result of 
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motivation. This theory is correlates with the fact that, manager’s role is to design 

good working environment  that influence employee’s performance. Vroom’s ideas 

are therefore consistent with the concept of management by objectives. However, 

this theory is not suitable to deploy in research, due the fact that it is borne with 

difficulties in its application (Bose 2004). 

2.3.5 The Equity Theory 

The equity theorywas advanced by Adams (1963); the theory is based on the 

notionthat individuals are subjectively motivated to achieve perceived fairness. It 

tends to find a balance between employee’s inputs in terms of (working hard, level of 

skills, level of tolerance, and enthusiasm) with her output in terms of (salary, wages, 

benefits and intangible motivation). Core strength of this theory is based on both 

employers and employees agree with value of outputs to the inputs in the 

organisation. 

2.3.6Herzberg Motivation Hygiene Theory 

Herzberg (1959) came up with the Motivation Hygiene Theory, which is also 

referred to the Two-Factor Theory. According to this theory, work satisfaction is a 

result of intrinsic factors thatincludesrecognition of employee’s contribution towards 

achievements of organisational goals andcarrying of responsibilities, promotion 

opportunities, and recognition by management for work performed, and chances to 

improve one’s ability and skills. Factors that causes dissatisfaction are referred 

extrinsic factors, which includes; poor working conditions, inadequate salary or 

wages, lack of recognition and job security, bad relationship with management, 

supervisors and fellow workers.  Motivators are referred to factors that cause 

motivation of employee, while hygiene factors results into employees’ 

dissatisfaction. This is relevant theory because is stresses on the motivating factors 

for employees’ job satisfaction which improves their performance, rather than those 

factors that may result into dissatisfaction. The work of employers is therefore to 

provide non dissatisfaction workplace conditions.  
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Herzberg (1959) further argued that employees should be emphasized and induced to 

issues that attract high level of motivation in place. Factors that influence motivation 

are directly linked to training and communication.  In this way, employers should 

recruit individuals and train them on jobs which they were not capable of performing 

before they were employed. Job enrichment should be done progressively to allow 

motivating factors to flourish. Effectively designed jobs may allow workers to 

achieve desired goals at their work place. Management should be able to realise what 

has been achieved, and thoroughly communicate it to workers. Furthermore, jobs 

should be designed in such a way that decision-making may take place.  

 

Additionally, the structure that allows for career advancement and/or promotion has 

to be in place. Competitive salaries must be provided based on job done by a worker, 

not in relation to what is capable of being done prior to training. Working conditions 

has to be improved such that employees should be secured when performing their 

tasks. Management should therefore enhance retention strategy and improve 

performance through a combination of intrinsic and extrinsic factors. The 

contributions of this theory are very relevant on this study. 

 

2.3.7 Theoretical Base of the Study 

Motivation comes as a result of challenging job or task. The importance of job 

requirement and the way job is performed in the organisation has to be recognised. 

Combination of hygiene factors like company policy and the motivating factors such 

as need for professional growth leads to improved working environment and enhance 

better performance. TRA recognise importance of her employees in performing her 

operations by recruiting talented local individuals and experts, if need arises, to 

improve tax collection in efficiency and effective way. Performance of these 

individuals is influenced the nature of the work (challenging, interesting and 

meaningful) as well as the work is performed by them.  

In measuring performance of the organisation, one should assess level of employees’ 

job performance against efforts of the organisation to motivate them. Organisations 

motivates her employees through financial and non-financial rewards; also 
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motivating and hygiene factors. Other measures are improved working environment, 

interpersonal communication, job security and recognition of employee’s efforts. 

This study assessed why performance level of employee is not solely affected by 

monetary and non-monetary rewards– Herzberg's motivating factors and hygiene 

factor affects employee motivation and organization performance (Herzberg, 1959). 

2.4 Empirical Literature Review 

2.4.1 Overview of Staff Motivation outside Africa 

Study on factors motivating employees in the banking sector in Northern Cyprus was 

conducted by(Safakli&Mustafa 2012). The study findings revealed that;factors that 

mostly motivate employees includes competitive wages and promotion; health 

benefits and improved working conditions. Similar study in Finland found 

thatimportant factor motivating employees in both countries is wages.  

Study by Ghaznav, (2011) on the impact of employee’s motivation in performance of 

the organisation (Faysal Bank in Karachi). Findings suggested that; 50% of her 

workers were not satisfied with salary and wages paid to them. While others who 

were satisfied with job security did not lament on salary increment. 

2.4.2 Staff Motivation in Africa 

Owusu, (2012) studied on the impact of employee motivation on performance of 

Commercial Bank in Ghana. The study was designed to obtain motivational package 

that enhance performance of employees in an organisation. The results revealed that; 

intrinsic motivation in terms of salary increments, associated benefits and job 

promotions are important factors that improved employee’s job performance and 

attainment of corporate objectives of the bank. 

 Motivation, creativity, job satisfaction, and teamwork; were found to positively 

affect the performance of individuals in the organisation; according to the findings 

by (Silvana, 2012) whoresearched on the impact of reward system on employee’s 

performance of the cooperative bank of Kenya.  



23 
 

Insimire, (2011) studied on motivation and sales performance of employees of NIKO 

insurance company in Uganda. Findings of the study revealed that; NIKO insurance 

employed various techniques including; promotion, delegation of authority, 

participatory decision making process, commission and bonuses to employees who 

perform better. It was further obtained that increase of sales performance of the 

organisation was influenced by nature of supervision, employee’s commitments, and 

education, working conditions, the management and number of working hours.  

2.4.3 Overview of Staff Motivation in Tanzania 

Lameck, (2011) conducted a research on non-monetary motivation as a way to 

improve performance of police officers at Police headquarters in Dar salaam. Study 

findings suggested that; employees were much motivated by monetary incentives at 

work place. Study findings further suggested that; non-monetary rewards may have 

power if they are accepted by employees and management.  

MUHAS, (2012) researched on what influences motivation, job satisfaction and 

performance of the primary health care workers in Rural Tanzania, the results of this 

study indicated that the motivation, performance and job satisfaction are complex 

and varies at different levels. The study suggested complexity and different levels of 

performance and motivation and gave suggestion for improvement.  

2.5 Research Gap 

Several studies have been conducted in and outside the country as suggested above. 

The studies on how employee’s motivation and organisation performance have 

highlighted the need to investigate on how motivation positively affects employee 

performance both in developed and developing countries. The study has highlighted 

the gap as to how benefits and incentives influence organisational performance 

through individual employee’s motivation. In Tanzania studies related to employee’s 

motivation and organisation performance were obtained from banking and health 

sector (as postulated by Lameck, 2011 and MUHAS, 2012). No study has been 

conducted to assess impact of motivation and work performance in tax collection. 

Researcher therefore, sought to fill this gap by assessing effectiveness of workers 
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motivation and performance towards attaining Tax collection targets by the Tanzania 

Revenue Authority at Temeke Tax region in particular. 

2.6 Conceptual Framework 

The study has both dependent and independent variables. Motivation is independent 

variable while employee performance is the dependent variable in the study. The 

independent variable it includes monetary and non-monetary motivational factors, 

which include salaries and wages, bonuses and special and incentives. Non-monetary 

motivational factors includes;working conditions, job status and security,and job 

enrichment.  Employee’s performance is a dependent variable and it includesthe 

following; job productivity, quality, and accomplishment. 
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Figure 2.2:  Conceptual Framework 

 

 

 

 

 

 

Source; Researcher (2016) 

2.6.1 Description of Variables 

2.6.1.1 Staff Motivation Factors 

Monetary Factors 

Monetary are extrinsic factors and includes:  

i.) Salary or wages  

This is among crucial motivational factor in the organisation. Salaries and wages 

have to be estimated reasonably and timely paid and reviewed upwards from time to 

time. 

 

ii.) Bonus 

Is extra payment in addition to salary and acts as acompensation for better 

performance. It isrelated to how profitable, productive is the organization and 

reviewed upwards from time to time. 

 

iii.) Financial incentives 

Organisations may offer more incentives to her staff in a way of medical and 

travelling allowance; house rent; hard duty allowance; and children educational 

allowances 

. 
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iv.) Promotion (monetary part)  

Promotion has to do with increase in pay level and acts as a motivating factor 

towards improvement of employee’s performance. 

 

v.) Profit sharing  

Profit sharing is a company’s arrangement to distribute profits on agreed amounts to 

its employees based on performance and based on profitability of the business. 

2.6.1.2 Non-monetary Factors 

These are intrinsic rewards and include the following:  

i.) Status  

Individual is motivated by better status and designation. Organizations should offer 

job titles that convey the importance of the position. 

 

ii.) Appreciation and Recognition  

This is the act of recognising employee’s performance and compensate for their 

achievement and contributions. 

 

iii.) Work-life balance 

Employees should be able to balance between work and life. Balance ensures them to 

both enjoy life and work. Employee is motivated when has a balanced work-life 

situation. 

 

iv.) Delegation  

Delegation of authority promotes dedication and commitment among employees. 

Employees are satisfied that their employer has faith in them and this motivates them 

to perform better. 

 

v.) Working Conditions 

Healthy working conditions such as proper ventilation, proper lighting and proper 

sanitation improve the performance of employees. 
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vi.) Job Enrichment 

This provides employees with more challenging tasks and responsibilities. The job of 

employee becomes more meaningful and satisfying. 

 

vii.) Job Security 

This promotes employee involvement and better performance. An employee should 

not be kept on temporary terms of services for a long period. 

 

2.6.3 Dependent Variables 

i.) Motivational Effectiveness and Employee’s performance 

Employee performance relates to activities expected of a worker and how well those 

activities are executed. Human resource personneldo assess on employee 

performance on an annual or quarterly basis in order to help them identify areas of 

weakness and plan for improvement.  
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.0Introduction 

This chapter described study area and methodology used in the research.It covers 

population of the study, sample size, sampling technique, data collection and data 

analysis techniques. 

3.1 Research Design 

Research design is referred to the arrangement of conditions for the collection and 

analysis of data in a meaningful way that combines research objectives with 

economy in procedure (Kothari, 1990). A Research design is basically described as 

the structure of the study. Rodham (2003) defined research design as plan, outline or 

scheme through which research problems are answered. In consist of the blue-print 

through which data are collected, measured and analysed. Research design is a 

scheme, plan, or outline used to respond to research questions (Kothari, 2003). 

There are two types of research approaches which are basic and applied research. 

Applied research is purposely for solving existing problems whereas basic research is 

basically from finding insight, new knowledge and generating theories (Churchill, 

1999). Primary data in the study were gathered through questionnaires. Secondary 

data were obtained through books, journals and reports. This study used a case study 

research design. This design was preferred in order investigate an unknown 

phenomenon. A descriptive study helps to paint a portrait of the state of affairs as it 

exists (Fink et al, 1985). 

3.2Area of Study 

This study was conducted in the TRA Temeke Tax Region which was located in Dar 

es salaam City. Dar es Salaam Region had three Tax regions according to TRA 

structure. They include; Temeke Tax Region, Kinondoni Tax Region and Ilala Tax 

Region. Temeke tax region is selected for the study because of its large size among 

the three tax regions in Dar es Salaam and Tanzania in general. The region was 

endowed with many TRA branches including some of unit headquarters with many 
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employees when compared with the rest of the Regions. Responses from both senior 

staff and supporting staff wereexpected to describe motivational strategies employed 

by TRA available at Temeke tax region and showing its effectiveness. A sample of 

50 staff members in different departments of the TRA Temeke region have been 

selected to participate in the study. 

3.3Study Population, Sample and Sampling Techniques 

Sampling is the scientific way of drawing obtaining views about a population 

without studying the entire population (Kothari, 2007).   

In this study, entire population consisted of about 200 staff at the TRA Temeke tax 

region in Dar es Salaam from which a sample size of 50 respondents was drawn to 

represent others.  

The sample size of 50 workers was used to represent different departments. 

According to Sekaran(1992) a sample size of larger than 30 respondents and not 

more than 500 respondents is appropriate for most researches. The study deployed a 

simple random sampling technique to obtain its respondents and questionnaires were 

used to obtain desired information. Random sampling enables researcher to obtain 

respondents through use of statistical approaches (Michael, 2006). (Purposive 

sampling was used to obtain respondents from management team; they were few in 

number but strategically placed to offer meaningful information).Depending on 

the confidence level of 95% and the margin of error of 5%, the sample size calculator 

was used to get researched pupation. Also within sample size purposive sampling 

was used to get sample for specific department of which each researched department 

have got not less than 20% of representative population. Therefore, Human resource 

was 10 out of 50 sample sizes, general officers were 30 out of 50 respondents and 

lastly management position were 10 out of 50 respondents to make total of 50 sample 

size. 
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Table 3.1: Sampling Distribution Table 

Types of Staff  Sample size Quantity  Percentage % 

Human Resource  50 10 20% 

Officer  50 30 60% 

Management 

Position  

50 10 20% 

Researcher data (2017) 

3.6 Types of data 

Primary and secondary data were both collected in this study. 

3.61 Primary datawere obtained due to their importance in the study. It focused on 

specific aspects of the study, and it provided original and unbiased data directly the 

respondents (TRA officers). 

 

3.62 Secondary datawere obtained throughvarious literature sources. The data 

provided additional information both raw and published ones. Secondarydata was 

collected through newspapers, journals and textbooks (Saunders et al, 2000). 

Kothari, (2004) described secondary data as data that has been collected, analysed 

and reported by other researchers.  

3.7Data Collection 

This study applied various methods of data collection to provide multiple dimensions 

of the research problem. Both primary and secondary data were collected as follows:- 

3.7.1 Data Collection Instruments 

Data is in this study were collected through questionnaires, interview and 

documentary review. 

 

3.7.1.1Questionnaires 

Questionnaires were chief functional instrument for data collection under this study.  

They contained both close and open-ended set of questions. Closed-ended questions 
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made the respondents to answer question were designed in line with the objective of 

the study whereas open-ended questions allowed the respondents to respond 

subjectively. 

3.7.1.2 Documentation Review 

Researcher used documentary review to obtain information that was available in 

various literature sources. The main source of secondary wasofficial reports and 

publications from the TRA and the Ministry. Researcher visited various reports and 

publications to obtain more data and validating data collected from other sources.  

Thereafter, coding and quantification of the information from documentary review 

wasdone for the purpose of analysis and discussion. 

3.8 Research Quality 

Data scanning and scrutiny technique was used for questionnaires and respondents. 

This aimed at validating the data collection instruments and ensuresdata validity and 

reliability is ascertained before entering into computer software. 

3.8.1 Validity 

Triangulation technique was applied in this study to ensure data validity whereby an 

interview guides, questionnaires and secondary data analysis was tested concurrently. 

Piloting of data collection instruments was administered. Data collection instruments 

were designed to show the true picture on the effectiveness of motivation strategies 

on employee’s performance at TRA Temeke Tax Region. 

 

3.8.2 Reliability 

Data reliability was done through a participatory approach between researcher and 

supervisor, where interview guide and questionnaires were elaborated and revised to 

ensure quality and meaningful information are collected. Interview quotes and 

description from questionnaires were used as references to ensure reliability of data 

collected.  
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3.8.3 Data Cleaning and Management 

Data cleaning was done by inspecting questionnaires and correcting errors that 

occurs before coding into computer software. The process was carried as follows;by 

eliminating obvious omission and inaccuracy data. Respondents were also asked to 

provide accurate information. Inspection was done before entering into computer by 

controlling instruments that had incomplete or wrong information. All above has to 

be done to ensure quality research information (Churchill, 1996) 

3.9 Data Presentation and Analysis 

Compiling and analysis of qualitative and quantitative data began after data 

collection from the field. Data analysis and processing are steps involved in editing 

schedules and interview responses, coding and classification, and entering data into 

the computer(Kothari, 2005). 

This study mostly contained quantitative data through which qualitative analysis was 

done using excels and in determining data relationships the researcher used cross 

tabulation from SPSS version 20. Researcher sorted, edited and coded qualitative 

data and by using various computer applications such as Microsoft Excel, Statistical 

Package for Social Sciences (SPSS) version 20 and Microsoft office word 2010. 

These methods were used to process data and running the tabulation to make figures 

and tables. The methods provided listings, charts, graphs and tables. All of these 

providedclear pictures of the effectiveness of staff motivation strategies on their 

performance as outlined in the following chapter. 
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CHAPTER FOUR 

PRESENTATION OF FINDINGS 

4.1 Introduction 

This chapter presents the findings. The first part gives the summary of the study 

population characteristics followed by the interpretation of those characteristics. The 

chapter served as a baseline for following chapters in making detailed discussion, 

conclusions and recommendations. Data was presented and discussed with the help 

of tables and figures as means of summarizing and clarifying on the matter discussed 

for each finding with regard to the study objectives. 

 

4.2 Demographic Analysis 

For the purpose of this research a total of 50 respondents from TRA Temeke Tax 

Region wereinterviewed from TRA Temeke Tax region. The general characteristic of 

the respondents included their age, gender, marital status, work experience, job status 

and education level. 

4.2.1 Age 

Figure 4.1 below showed the age profile of the respondents, twenty two percent 11 

(22%) of the respondentswere of less than 25 years, while the age group of 26 to 36 

years consisted of (22) 44 percent, 4 (8%) were of age category of 37-47 while those 

of age 48 and above requested 13 (26%) of all respondents. This distributionshowed 

that most of the population studied fell between the ages 26 to 36. This showed that 

the majority of TRA staffs are young and between 26-36 years of age.The position 

surveyed was mainly from human resource and small tax payers department which 

needs young people who are energetic and with fresh minds to aggressively collect 

taxes from all areas of the national economy. 
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Figure 4.1: Age of the Respondents 

 

 

Source; Research (2017) 

4.2.2  Marital Status 

Findings in table 4.1 aboveshowed at most of the TRA officers were 26(52%) 

married and were single (36%). Divorced and widowed staff were veryfew, and 

contributed only 5 (10%) and 1 (2%) respectively of all the respondents as shown in 

figure 4.2. This could be explained by the fact that most of the employees wereof age 

between 26-36 who recently completed university education and started their 

families 
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Figure 4.2: Marital Status 

 

Source; Research, (2017) 

4.2.3 Education Profile 

The study established that the population was of satisfactory literacy.22 (44%) of the 

respondents had post graduate degree qualifications 36% had first degree and only 

20% had diploma as showed in figure 4.3 below. This was to say that out of 50 

respondents 40 (80%) had university education as shown in figure 4.3. The job 

position held need qualified personnel with university education. This had been 

enabling by the development of education in Tanzania. Generally all TRA staff in 

Temeke Tax Region hadcollege education and above. 
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Figure 4.3: Education Status 

 

Source; Research, (2017) 

Even so, successful development of any institution,including TRA,is influenced by 

capability of human resources. The educational level of the people determinesnature 

of expected responses and their understanding ability with regards to matters on 

discussion. The ability of workers to combine various modern technology methods 

improves their work performance and organisational output.  

Jobs should be challenged enough to demand full ability of employees in doing them 

(Herzberg, 1959).  

4.2.4 Work Experience 

The figure 4.4 below showedthe work experience of the respondents. most of the 

respondents that was 18 (36%) had below 2 years of working experience with TRA 

Temeke Tax region, 16 (32%) had 3-6 years of experience, 10 (20%)  had 4-7 years 

of experience and 6 (12%) more than 8 years of experience working.  This 

investigation was undertaking to ensure validity of the data collected as coming from 

a fall range of experienced and qualified personnel. Generally, the study had 

established that TRA staffs were both qualified and experienced. 
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Figure 4.4: Work Experience 

 

Source; Research, (2017) 

4.2.5 Employment Status 

Figure 4.5 below showed the employment status of the respondents. 36(72%) of the 

respondents had permanent employment, 11 (22%) had contractual employment and 

3 (6%) were of had temporarily employment. This investigation was done as a 

measure of employment status as factor of motivation to remain working for TRA.  
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Figure 4.5: Employment Status 

  

Source; Research, (2017) 

4.3 TRA Management Facilitated Motivation Strategies 

Figures below showed motivation strategies used by TRA. They are identified and 

based on the Likert scale of agree, strongly agree, neutral, disagree and strongly 

disagree such sculling was intended to show to what extent the motivational 

factorsisapplicable to TRA Temeke Tax Region. The example of motivational 

strategies includedfreedom of speech, working conditions, reward system, balance of 

work and life, other allowances, salary, recognition, in services training, promotion 

practice and training.  

4.3.1 Freedom of Speech and Expression Opinion 

Figure 4.6 below showed extent to which freedom of speech and expression opinion 

applies to TRA Temeke. 13(36%) respondents strongly agreed that there was 

freedom of speech and opinion in the institution, and 8% they agreed while 17 (34%) 

were neutral; 11 (22%) disagree that they had freedom of speech and opinion in TRA 

Temeke. Generally, there was freedom of speech and expression of opinion by way 

of staff providing their suggestions which were considered by the management. 
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Figure 4.6: Freedoms of Speech and Expression Opinion 

 

Source; Research, (2017) 

4.3.2 Participation in Decision Making 

Figure 4.7 below showed on the issue of staff participation in decision making 

whereby were 28% strongly agreed that they were  involved in decision making, 

10(20%) agreed, and 13 (26%) stayed neutral while 12 (24%) disagree and 1(2%) 

strongly disagreed that, were involved in decision making on matters concerning the 

institution and staff wellbeing. Generally, it was revealed that majority of the 

respondents participated in decision making. The respondents were of the view that 

that decentralization provided freedom to employees to air their grievances as well as 

to advise management on how best to improve performance at. This data was in 

agreement with the study conducted by (Lazear 1998), which indicated performance 

that of employees was motivated by involvement in decision making and planning 

for future development of the organization, this was viewed as a positive motivation 

to employees.  
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Figure 4.7: Participation in Decision Making 

 

Source; Research, (2017) 

4.3.3 Job Promotion 

Figure 4.8below showedthe extent to whichthere isjob promotion of staff in TRA 

Temeke Tax Region, the study found that, 33(66%) of the respondents agreed that 

there are staff promotions in their institution; 11 (22%)strong disagree while 4 

(8%)were neutral;1 (2%) disagreed and strongly disagreed respectively. Generally 

the study found that  there were policies of promoting staff who meet required 

conditions. 
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Figure 4.8: Job Promotion 

 

Source; Research, (2017) 

 

This data were  also supported by other studieslike the study by Gibbons  (1997)  

who pointed  that talented workers were  more productive and were  subject to be 

promoted in the organisation. Promotions induce workers to do jobs that were 

challenging and suit their ability. Promotion could be used to reward past employee 

efforts, promote investments in specific human capital and lower staff turnover. 

 

Savych(2005) argued thatthe easiest way of incentive pay of through promotion 

whereby newrecruits should accept lower paid jobs at entry point. This was referred 

to screening stage of employment service where better performance leads to 

promotion. If promotion ladder is applied as compensation, junior staff will 

immediately prove to be suitable for promotion (Savych 2005). The expectationof 

being promoted encourages good workers to stay and serve as investment as 

potential human capital.  

4.3.4 Provision of Safe Working Condition 

Figure 4.9below showedstaff if views on safety of their working conditions as a 

factor of motivation. 20 (40%) of the respondents agreed that there was  provision of 
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safe working condition in the institution, 34% strongly agreed with this while 18% 

were neutral. 3 (6%) disagreed and 1 (2%)were strongly disagreed respectively 

labourprovision of safe working conditions. Generally, this study found that, there 

were safe working conditions at TRA Temeke Tax Region making it a comfortable 

environment for workers. 

Figure 4.9: Provision of Safe Working Condition 

 

Source; Research, (2017) 

4.3.5 Reward System 

Figure 4.10below showedstaff agreement with the reward system at TRA Temeke, 

12 (34%) of the respondents agreed that there is good reward system in the 

institution; 13 (26%) strongly agreed while 16% stayed neutral. Further 10 (20%) 

disagree and 2 (4%) strongly disagree with the TRA reward system. Conclusively, 

there is good reward system used by the institution to motivate employees.  
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Figure 4.10: Reward System 

 

Source; Research, (2017) 

 

During an interview, one of the respondents explained that, “the main purpose of 

reward system is to attract, retain and motivate qualified employees”. This ensures 

equality and fairness in the rewardssystem, which is primarily based on staff 

performance and contributions to TRA. The reward system is composed of all 

organizational components, which include people, processes, rules and procedures, 

together with the decision-making activities, in allocating compensation and benefits 

to employees, in appreciation exchange for their contribution to the TRA. 

 

These findings comply with the study conducted byAgrawal, (1995) which found 

that without reward as one of themotivation strategies, employees might not 

adequately contribute towards increase productivity and success of overall 

performance of the organization. Even so, every member of staff needs skills, 

knowledge and capabilities to match the organisational requirement. It is also 

important for staff to have the desire to achieve significant results in their work. 
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4.3.6 Enabled to Balance Work and Life 

Figure 4.11below showedthe extent to which employees of the TRA Temeke Tax 

Region have the chance to balancetheir work and life demand, the study found that, 

respondents 23 (46%)agreed that the institution enables them to balance their work 

and personal life,13 (26%) strongly agreed while 15 (30%) stayed neutral. In the 

same connection 8% disagreed and 4%strongly disagreed with this. In total the study 

found that; TRA enables its employees to balance their work and the demands of 

daily of live. 

Figure 4.11: Enabled to Balance Work and Life 

 

Source; Research, (2017) 

4.3.7 Provision of Allowance 

Figure 4.12below showed TRA plan to provide staff with allowances at their work. 

The linkert scale was used and most of the respondents strongly disagree that they 

get allowances such as house allowance; 11(22%) disagree while 10 (20%) stayed 

neutral and 10 (20%) agreed and 7 (14%) were strongly agree that they getallowance 

such as house allowance.  Generally, this finding explains that; not all staffs are 

getting allowance but only some of them get such fringe house allowance, which 

applies only to management level and not all staff. 
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Figure 4.12: Provision of Allowance 

 

Source; Research, (2017) 

4.4 Effectiveness of three Staff Motivation Strategies 

In improving performance of TRA staff views on acceptability  

Figuresbelowshowedstaff views on acceptability of motivational strategies employed 

in TRA. The Likert scale is applied to show applied to show extent to which staff 

agree, strongly agree, neutral, disagree and strongly disagree with indicated 

strategies. The findings are presented in the figure below; 

4.4.1 Freedom to interact at the Work Place 

Figure 4.13below showed the extent of staff freedom at the work place, By using 

Likert scale 18 (36%) of the respondents agreed that there is freedom at their work 

place, 12 (24%)strongly agreed while 9(18%) stayed neutral and 9 (18%) and 2 (4%) 

disagree and strongly disagreed respectively about freedom at the work place. 

Generally,60% of the respondents agreed that there is freedom at work place. This 

implies that, motivational strategies employed by TRA are effectives. 
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Figure 4.13: Freedom to interact at the Work Place 

 

Source; Research, (2017) 

4.4.2 Sufficiently of Salary 

Figure 4.14below showed staff opinion on the adequacy of their salariesto meet their 

basic needs. By using the likert scale 14 (28%) of the respondents strongly agreed 

and 16% agreed that they got sufficient salaries to meet their basic personnel or 

family needs while 10% were neutral and 11 (22%) disagreed and7 (14%) strongly 

disagreed that their salary sufficient to meet basic family needs, These findings 

implied that there were some staff who are paid better than others..  
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Figure 4.14: Sufficiently of Salary 

 

Source; Research, (2017) 

 

This finding also complied with the results of astudy conducted byWirralmet, (2007) 

which revealed thatincreases in salaries and other fringe benefits enabled staff to 

increase good performance at work on this basis, one of the things that employees 

looked  for before accepting an employment contract is the salary level being 

offered. This was because; moneyis a common staff motivator. In most public 

organizations employees are satisfied with the salary they receive. Therefore, salaries 

still should be restructured comprehensively in order to enhance transparency and 

improve government’s ability to recruit and retain skilled staff. 

4.4.3 Recognition in the Community 

Figure 4.15below showedstaff feelings on job provision recognition in the 

community. Based on the linkert scale 16 (32%)agreed and 14 (28%) strongly agreed 

that their job gave them recognition in the community and most of the people 

consider TRA staff  as were  working with the most highly paid organisation 14 

(28%)of the respondents were neutral and 10% disagreed with this item.     
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Figure 4.15: Effectiveness of Motivational Strategies 

 

Source; Research, (2017) 

4.4.3 Recognition in the Community 

In the figure 4.16 below showed to what extent the job gives staff recognition in the 

community as a measure of being in good job. By using linkert scale most of the 

respondents 16 (32%) they were agreed 14 (28%) were also strongly agreed that their 

job gave them recognition in the community and most of the people perceive them as 

there are working with the most highly paid intuition. While 14 (28%) stayed neutral 

and 5 (10%) they were disagree with that fact. Therefore this could be concluded that 

total of 60% staff had recognition in the community  
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Figure 4.16: Recognition in the Community 

 

Source; Researcher, (2017) 

4.4.4 Satisfied with In Service Training 

In the figure 4.17 below showed the feelings of the respondents on their satisfaction 

with training such as in-service training offered by TRA as a motivational factor for 

job satisfaction and performance. The study used the Linkert scale where 16 (32%) 

respondents agreed and 6 (12%) were strongly agreed that, training including  in-

service training was  provided while 17 (34%) were neutral that means they neither 

agreed or disagreed and 12% disagree and 10% strongly disagreed and alleging that 

there were not enough training opportunities for staff. Therefore this could be 

concluded that, there are different training opportunities at TRA Temeke Tax region 

even though it was not all the staff that getting the training. 
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Figure 4.17: Satisfied with In Service Training 

 

Source; Research, (2017) 

4.4.5 Good Promotional Practice 

In the Figure 4.18 below also showed the extents of good promotional practices were 

used by TRA Temeke. This study measured promotional practice by using Linkert 

scale where 14 (28%) of the respondents agreed and 12 (24%) strongly agreed that 

there are good promotional practise in TRA, while 14 (28%) were neutral and 4 (8%) 

disagreed, 6 (12%) strongly disagreed and alleged that promotional strategies 

employed at TRA were not good enough and not fairly given to all staff. 
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Figure 4.18: Good Promotional Practice 

 

Source; Research, (2017) 

4.5 Staff Feelings about Motivation Strategies 

TRA employee’s feelings about motivational strategies employed byTRA 

management for their staff. Based on the Likert scale, strongly agreed neutral, 

disagreed  and strongly disagree as respondents staff showed  their feelings about a 

range of motivations provided by the institution as follows. 

4.5.1 Working with TRA is a Challenging Job 

Figure 4.19 below showed the extent to which respondents feel that working with 

TRA was  a challenge, 15 (30%) of the respondents disagreed while 13 (26%) 

strongly agreed that working with TRA was  a challenge and 4% were neutral while 

10 (20%)  agreed and strongly agreed respectively.This findingcould conclude that 

workers are comfortable working in TRA and it was not a challenging job for them. 
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Figure 4.19: Working with TRA is a Challenging Job 

 

Source; Research, (2017) 

4.5.2 Satisfied with Regulations Employed 

Figure 4.20Belowshowed the extent to which respondents felt satisfied with 

regulations employed in their working place, 26 (52%) of the respondents agreed and 

32% strongly agreed that the TRA had a good regulation and 2 (4%) were neutral 

while 3 (6%) agreed and strongly agreed respectively. Therefore this could be 

concluded that workers were satisfied with the regulation employed by the 

management. 
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Figure 4.20: Satisfied with Regulations Employed 

 

Source; Research, (2017) 

4.5.3 Desire to Change the Job 

Figure 4.21 below also showed TRA staff feelings about their satisfaction with their 

job. The questionnaire aimed to finding out whether employees were ready to change 

their jobs. The Likert scale finds that, 16 (36%) respondents disagreed while 12 

(24%) strongly disagreed that they do not think about changing their jobs because are 

satisfied. 12 (14%) were neutral while 6 (12%) agreed and 7 (14%) strongly agreed. 

Generally, the study has established that most of the TRA staff did not want to 

change their job and they were comfortable working with the organization 

comfortably. 
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Figure 4.21: Desire to Change the Job 

 

Source; Research, (2017) 

4.5.4 Working with TRA, the Job of My Choice 

Figure 4.22 below showed staff feelings about their job choice, By the 

Linkertscale,27 (54%) of the respondents  agree and 18 (26%) strongly agree with 

TRA as the job of their choice while 4% neutral and 14%  disagree and 1 (2%) 

strongly agreed. The study revealed that 40 (80%) of the respondents said working 

with the TRA is the job of their choice. 
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Figure 4.22: Working with TRA, the Job of My Choice 

 

Source; Research, (2017) 

 

4.5.5 Whether Would Recommend Others to Join TRA 

Figure 4.23below also showed whether TRA staff think it was  right for others to join 

TRA, By the Likert scale,27 (54%) of the respondents agreed and 44% strongly 

agreed  while 1 (2%) were neutral. So, generally TRA employees had good attitude 

toward their job that they would recommend others to join TRA.   
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Figure 4.23: Whether Would Recommend Others to Join TRA 

 

Source; Research, (2017) 

4.6 Challenges Experienced by TRA in Implementing staff Motivation 

Strategies 

During data collection through questionnaires and this finding could be concluded 

that respondents were asked to mention and discuss challenges that TRA experiences 

in implementing staff motivational. Most staff mentioned and discussed the 

challenges as follows 

4.6.1 Inadequacy of Operational Budgets 

Most of the respondents from TRA management level said that  there were problem 

with budgetary allocation of TRA to facilitate and monitor motivations such as 

provision of house allowances, payment for overtime and good salaries to meet all 

domestic expenses. The budget provided by the government is not enough, Most of 

the financial decisions in TRA are centralized hence a regional tax authorities such as 

Temeke do not have room to initiate anything relating to budgetary allocations. 
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The Managers of Tax Regions should have mandate for financial management 

decisions that they can have enough operational budgets to motivate employees and 

help to achieve the organization’s overall objectives.  

4.6.2 Low Staff Morale 

Another challenge which was experienced by TRA at their regional level was low 

employee morale Most of the respondents in this study expressed their opinions 

about their jobs. Most of them had low morale and expressed their feelings about 

how would fulfilled their worker’s needs. The study found that there was poor 

communication between employees and management. Employees did not meet work 

target and leading to increased customer complaints including staff complaints about 

small matters. Staff demands good internal communication, to reduce work load, to 

have good pay and to have room for growth. 

 

4.6.3 Political Interference 

This study has found that there were political and government interferences in most 

of the TRA decision both at central and regional levels. As the result it became 

difficult for the organization to achieve its goals including implementing staff 

motivation strategies. Generally, political and social factors created additional 

challenges in devising tax policies for developing countries including motivational 

policy. However, according to a TRA officer “lack of political will to support tax 

reform policies in developing countries including Tanzania had often led to 

unsuccessful reforms”. Lessons learned from successful reform programs suggested 

that one of the key factors was strong political will, demonstrated by a commitment 

from leaders at all levels of government. 

 

4.6.4 Organizational Culture 

Organization culture of TRA is another challenges experienced by the organization 

in implementing motivational strategies.  Organizational culture provided a 

framework with respect to the behavior of management and employees in their 

workplaces. In respect of organization culture of TRA, the respondents were of the 
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view the TRA culture had been due to the difficulties in implementing staff 

motivational strategies. The culture had   placed employee’s especially normal staff 

outside the integration of the growth process of the organization and hence reducing 

employee’s commitment. Staff would like to align their goals and objectives with 

those of the organization and so feel responsible for the overall well-being of the 

organization.  

As their efforts were in turn appreciated by the management and suitably rewarded, 

staff gets immense job satisfaction. In such organizational cultures, employees were 

committed to achieve their goals and thus have a positive effect on the overall 

performance of the organization. But according to the respondents in this study that 

had been not the case in the TRA especially on Tax regions such as Temeke Tax 

Regional officers. Most of the time managers were not serving as facilitators but 

taskmasters. Since staffs are not involved in the overall organizational goals and 

decision making, they did not understand the implications of their tasks and hence 

may not be committed to achieving them. According to one employ “It  happened 

sometimes that there was  no cooperation between different departments and this led 

to employees working in silos or undermining the efforts of the other departments a 

situation  which was detrimental to the overall health of the organization”. 

If any organizational culture can support the role of employees, this by itself is 

motivational for staff and helps to facilitate other motivation factors. Therefore, it is 

in the interest of organizations to eliminate negative factors that act as hindrance to 

implementing motivational strategies which can slow down employee performance, 
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CHAPTER FIVE 

DISCUSSION OF THE RESEARCH FINDINGS 

5.1 Introduction 

This chapter concentrates on discussion of the findings of the study. It discusses the 

relationship between the objectives and research findings in relation to studies which 

had the same or equivalents findings. The discussion is based on boththis finding 

could be concluded thatand specific objectives of this study. 

5.2 Discussion of Research Findings 

This study was guided by a number of objectives and research questions Collection 

of data and its presentationand analysis. Generally, it had been realized that different 

respondents have got different opinions even though in some cases there was 

majority who agreed with a certain matter related to the study. 

 

As regards to objective number one which aimed at  identifying  the motivational 

strategies employed in TRA Temeke Tax Region, it had  been found that there were  

staff motivational strategies which could  be used by the TRA for their staffs. Some 

of motivations were shown in figures 4.6 and 4.7. That included freedom of speech 

and opinion, provision of safe working conditions and good reward system. The 

study also found that TRA motivational policy helped employees to balance the work 

and their normal life. Monetary motivation such as allowance was also crucial for 

staff performance.  Even though most of the respondents agreed motivation strategies 

were in use there are respondents who strongly disagree as is shown in figures 4.6 

and 4.7. Their main concern was that the motivation strategies do not consider all 

employees and most of the decision came from the headquarters.  

 

Objective number two aimed to determine whether the motivational strategies 

employed by TRA are acceptable to all staff or not. Most motivational strategies 

were employed so as to increase staff morale, still TRA did not get enough from its 

employees, and many staff did not meet work target and some complain of 
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overworking and with no overtime as reflected in findings under objectives number 

four. 

The study had  established that despite a few complains about the effectiveness of the 

motivation strategies employed by TRA generally the motivation had  been good and 

have increased employees morale and provided positive attitudes for employees 

toward working with TRA.  

In figure 4.8 above which presented those findingsshowed that most of the 

respondents agree their monthly salaries were sufficient to meet all basic expenses. 

They also agreed that they had training such as in-service training, and they did  

enjoyed good promotional practices while most of the staff agreed that they enjoyed 

recognition in the community as the results of being employee of TRA. Therefore, 

according to the findings motivational strategies employed by TRA are effective and 

increased employee morale and pride in working with TRA. 

 

Objective number three intended to assess the impact of staff motivation on 

increased productivity of TRA Temeke. The study found that, most of the 

respondents had positive attitudes toward the motivation strategies employed by the 

management. This had been so as most of the respondents strongly agreed on their 

intention of continue working with TRA. Most of the respondents also recommend 

others to join TRA as employees. Also most 52% of the respondents agreed that they 

were satisfied with the TRA regulations and laws that protected staff from being 

fired or dismissed from work.  Most 72% of the staff had permanent contracts as 

shown in figure 4.10. Further 60% or most employees disagree that they did not 

prefer changing the job as to shift to another employer. They also agreed that it was 

always their dreams to work with TRA and now their dreams had come true. 

Therefore, most of the employees had showed positive attitude towards existing 

motivations employed by the TRA managements and they would prefer continuing to 

work with TRA.  

 

The last objective was to determine the challenges experienced by TRA in 

implementing staff motivational strategies. Based on findings from questionnaire and 
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questions duringthis finding could be concluded thatdiscussion, the respondents 

pointed the  out number of challenges that TRA was facing in implementing staff 

motivation strategies to its employees. The findings indicated that there  was limited 

budget as challenge that has been the case due to the fact that, the budget provided by 

the government as TRA operational budget was not enough to meet all management 

costs and including to cover staff  motivation schemes such as allowances, overtime, 

increase in  salary and employing enough staff according to the demand. 

Organization culture was another challenge for TRA. Employees at the regional level 

were not an integral part of the growth process of the institution and this reduces the 

voice of most employees in regional offices in decision making.  In such an 

organization culture employees were regarded as receiver of what has been planned 

by the TRA management. Most of such decision might not be in the agreement with 

the need of all staff especially those who are not in management or decision-making 

circle. Further TRA faces challenges from politicians who sometimes force them to 

decide according to what they wanted and not according to the need of 

professionalism. Another challenge was low employee morale. Therefore, apart from 

successful in implementation of the motivations schemes there still were also some 

areas which TRA staffs needed to be motivated further for their better performance. 
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CHAPTER SIX 

SUMMARY, CONCLUSION, AND RECOMMENDATIONS 

6.1 Introduction 

This chapter presents the summary of the study findings and issues presented in 

chapter four including conclusion and recommendations. The recommendations have 

been developed in line with the issues addressed and noticed from the study. The 

recommendations will help TRA and other related institutions to address challenges 

in working places. Further research is needed related to this study but in these 

specific areas which have not been specifically touched in this study  

6.2 Summary of the Study 

This study assessed the effectiveness existing staff motivation on their performance 

in Tanzania Revenue Authority with a case of Temeke Tax Region. With the 

following specific objectives, To examine the motivational strategies employed in 

TRA Temeke tax region, to assess the employees attitude on motivational strategies 

adopted by TRA Temeke, To determine whether the motivational strategies 

employed by TRA are effective or not and lastly to determine the challenges 

experienced by TRA in implementing motivational strategies. 

The study used a case study approach and both primary and secondary data was 

collected through questionnaires, interview, documentation review, observations and 

group discussions.  

 A total of 50 respondents from Temeke Tax Regional provided information on 

different matters according in response to set questionnaires and interview schedules. 

The results of the study showed  that most of the respondents, specifically (44%) 

were between  26 and 36 years of age, most of them (52%) were married and 

educated and about  44% they had post graduate degrees and 36%  had first degree 

and the rest were diploma holders. Data was collected from experienced employees. 

About 64% of respondents had more than 3 years working experience with TRA and 

about 72% were permanent employees. Generally, the samplesizes were adequate to 

this study as they met all requirements that can help to provide needed information.  



63 
 

The findings revealed that there were specific motivation strategies employed by 

TRA Temeke Tax Region. Most of employees were positive about to working with 

TRA. The study further revealed that most of the motivation strategies employed by 

TRA were effectives since its impact were seen in most of the staff as they perceive 

positive about their job and they feel that feel motivated to work for institution.  

6.3 Conclusion 

From literature review and data analysis this study concluded that; TRA has 

implemented to encourage their staff to prefer their work places. As the result most 

of the employees enjoy and are satisfied working with TRA. Most had positive 

attitude towards motivational strategies. Even so there are some employees who 

complain that they do not enjoy some of the motivations and are not effective in the 

performance. The main reason is most of the motivation strategies are applicable to 

the headquarters and not for those in the regional and lower position. Also TRA is 

facing some challenges in implementing those motivational strategies include as lack 

of enough operation budget, hence there should be a clear policy for TRA in 

managing its motivation strategies to be equal for all, also lobbying in the 

government so that they can enough operating budget to run the institution. 

According to Bowen and Radhakrishna (1991) motivated employees are more 

productive. In that case TRA should invest in motivating its employees so that they 

can meet their goal and objectives in time. Kovach (1987) suggests that as employee’ 

income increases, money becomes less of a motivator and, as an employee gets 

older, interesting work becomes more of a motivator. 

6.4 Recommendations 

The following recommendations are made based on reviewed literature, data 

collected and researcher observations. These can help TRA to have more effective’s 

motivational strategies that can help to increase employee’s morale and performance 

of the organization. 

Firstly; TRA should raise staff salaries to match with standard of living that changing 

year after year. This will boast morale of employee and increase job performance. 
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Also in connection to that organization should improve working conditions, provide 

various programs of training and promotion periodically revising schemes of services 

and various allowances such as medical allowance, house allowance, and transport 

allowance. A stable and secure working environment includes job 

security/continuity, flexible benefits, child-care and exercise facilities. 

 

TRA should a have an all staff promotion Policy to all staff covering from 

Headquarters to the regionallèvel.The study recommends TRA to implement the 

policy of promotion based on staff merit, in the sense that promotion should be for 

those who deserve and that will encourage others to increase their effort in their work 

place.  

 

 TRA should also have the culture of delegating responsibility and authority to an 

employee so as to build staff capacity and a sense of ownership and engaging them in 

decision making and determine the best alternative. 

 

 TRA should build the culture of encouraging their staff to see how their roles bring 

big results to the institution. Giving employee feedback on their job performance to 

increase their performance. 

  

TRA should extend training period so as to increase employees competence and also 

it should make easy to get permission of going for more studies including provision 

loan to facilitate the study.  

 

The study further recommends that, in order to increase and improve efficiency there 

is a need to encourage the provision of incentives to all workers so as to increase 

workers morale through improved working environment such as modern working 

tools for efficient in their work. There should be provision of training opportunities 

to increase competence in their duties. The study has shown that most of the 

respondents were not satisfied with the salary increments that they obtained. The 
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major reason was that the standards of life keep increasing compared to the salary 

that was being paid to the employees 

6.5 Recommendations for Further Research 

Additional research should be carried out to gain more insights and knowledge on 

what motivates employees to perform best. Employee motivation even after some 

50years of research continues to be one of the problems and challenges facing 

organisations today. Further factors such as technological advances globalisation, 

retrenchments etc. Leave employees with uncertain futures organisations today do 

not guarantee life employment’s for life. Therefore, there is the need for researchers 

to continue carrying out employee surveys in order to determine what motivates staff 

to go extra miles and thus put in 100% their energies to enhance performance at 

work.  

Some areas which need more research includes; balance between monetary and non-

monetary motivation an also alternatives to staff motivation without affecting 

enterprise performance. 
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APPENDICES 

Questionnaire 

Questionnaire for staffs 

I am Nuru Francis Luambano a student of Mzumbe University Dar es Salaam 

campus pursuing a Master Degree of Business Administration major in Corporate 

Management. Currently, I undertaking a research titled "Assessment of 

Effectiveness of Existing Staff Motivation Strategies on Their Performance in 

Tanzania revenue Authority: A case of Temeke Tax Region". I request your help 

for filling my questionnaire. Please note that all information gathered from you will 

be treated confidential and will be used for academic purpose only. 

 

Questionnaire for employees   

Section 1: Demographic profile of the respondent 

Kindly please, tick   

  

1. Sex of the respondents: male   Female   

2. Age of the respondents: Below 25    26-36  37-47  above 

48   

3. Marital status of respondents: Married               Single   

4. Educational level: Certificate          Diploma       Degree       

Postgraduate  

5. For how long have been working with TRA? Less than 2 years       2-4 years    

5-7 years  over 8 years    

6. Employment status: Permanent   Contractual   Temporary    

 

 

 

 

 

 

 

� 
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Section II: Motivational Strategies employed in TRA Temeke Tax Region 

The attributes below are motivational factors employed by TRA Temeke Tax 

Region. Please indicate your position by tick ( �) the number against each statement 

provided (1= Agree, 2= Strongly Agree, 3= Neutral, 4= Disagree, 5= Strongly Agree. 

NO Motivation Attributes 1 2 3 4 5 

1 Does TRA provides opportunity to participate in decision 

making 

     

2 Does Institutions have a policy (apply it) of job 

promotion 

     

3 Does TRA offers required support to an employees as 

well as safe working conditions 

     

4 TRA have clear and open reward system for the 

employees 

     

5 Does TRA allow employees to balance work and life      

6 TRA provides allowances for example accommodation 

and transport allowance  

     

 

 

 Section III: Effectiveness of Motivation Strategies Employed by TRA Temeke 

Tax Region 

Kindly, please respond to all attributes given below by putting a tick ( �) in the 

suitable space using the following scale below: (1= Agree, 2= Strongly Agree, 3= 

Neutral, 4= Disagree, 5= Strongly Agree. 

NO Attributes 1 2 3 4 5 

1 I  satisfied with my job       

2 I satisfied with my current salary I receive at TRA      

3 I satisfied with TRA promotion practices       

4 I appreciated and satisfied with in-services training 

opportunities  

     

5 I have enough freedom in my work place      

6 I satisfied with recognition I have in the society      
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7 My monthly salary is enough to meet all essential 

expenses 

     

8 I satisfied to attend different seminars within and 

outside Temeke Tax Region 

     

9 To work with TRA Temeke Tax Region is challenging 

to me 

     

 

Section IV:Staffs acceptability of motivation strategies employed by TRA 

Temeke Tax Region. 

The statement below indicatesStaffs acceptability towards motivation strategies 

employed by TRA Temeke Tax Region. Please indicate your position by putting a 

tick ( � ) the number against each statement provided (1= Agree, 2= Strongly Agree, 

3= Neutral, 4= Disagree, 5= Strongly Agree. 

NO Attributes 1 2 3 4 5 

1 I am recommend others not join TRA Temeke Tax 

Region 

     

2 I satisfied with the law and rules that protect me from 

being dismissed from the job for example Employment 

contract  

     

3 I like to change organization with different employers       

4 T o work with TRA is a job of my preference       

5 I advise other to join TRA      
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Part V: Guiding Questions. 

In your opinion what are the challenges experienced by TRA Temeke tax region in 

implementing motivational strategies?  

1. ………………………………………………………………………………… 

2. ………………………………………………………………………………… 

3. ………………………………………………………………………………… 

4. ………………………………………………………………………………… 

5. ………………………………………………………………………………… 

Thank you. 

 


