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ABSTRACT 

This study aimed at investigating the role of compensation on job satisfaction. The case 

of Tanzania Breweries Limited, Dar-es salaam. Specifically, the study addressed the 

following three objectives, the role of compensation on job satisfaction,the effects of non-

monetary factors on job satisfaction and  ways can be used to solve the problem of job 

dissatisfaction.The sample of the study comprised of 164 respondents from two 

categories of employees; management and non managerial. The case study research 

design was used in this study. Interview method, questioners and documentary review 

were use in data collection. 

The study revealed that compensation had influence on job satisfaction at TBL. It can be 

concluded that salary, annual leave allowance, overtime allowance and pension had 

positive role to employees’ job satisfaction. Also, housing allowance had negative effects 

to employees’ job satisfaction. Also, good working environments and participative 

leadership style had affected positively the job satisfaction of employees at Tanzania 

Breweries Limited. However, promotion is the only non-monetary factor which had 

affected negatively the job satisfaction of employees at Tanzania Breweries Limited. 

Moreover, TBL can solve the problems of job satisfaction if it will provide employees 

with housing allowance, reform promotion policy, better working condition, increasing 

participation of employees representatives in decision making, recognising employees’ 

hardworking at workplace, also if the management at TBL will use appropriate leadership 

styles in leading  and managing the employees who have different social and economical 

background. It is recommended that management of Tanzania Breweries Limited should 

reform the promotion policy so as to enable more employees to be promoted. Moreover, 

TBL should continue to improve working environment that will make TBL to be safer 

place for working. Overtime allowance should be increased and provided to every 

employee, this will serve the company from hiring new employees and raise the job 

satisfaction of employees at TBL.  
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CHAPTER ONE 

INTRODUCTION 

1.0 Introduction   

This chapter consists of the following parts: background of the study,   statement of the 

problem, objective of the study, research questions, scope of the study, significance of the 

study, and limitations of the study. These aspects are covered hereunder.  

1.1 Background of the Study 

Compensation is the systematic approach of providing monetary value to employees in 

exchange for work performed (SHRM, 2012). Compensation may achieve several 

purposes, assisting in recruitment, job performance, and job satisfaction. It can be said 

that compensation is the “glue” that binds the employee and the employer together in the 

organized sector (SHRM, 2012).  Appropriate rewards and benefits are also type of 

compensation program that are important for employees (Bowen, 2000). Financially, the 

salaries must be fair according to employees' contribution. This gives a great sense of 

ownership and an interesting financial advantage for the employees. Non-financial 

reward should also be provided to employees for their contributions (Bonner, 1997). 

Armstrong (2006) defined job satisfaction as the attitudes and feelings people have about 

their work. Positive and favourable attitudes towards the job indicate job satisfaction. 

Negative and unfavourable attitudes towards the job indicate job dissatisfaction. Morale 

is often defined as being equivalent to job satisfaction. Thus Guion (1958) defined morale 

as the extent to which an individual’s needs are satisfied and the extent to which the 

individual perceives that satisfaction as stemming from his total work situation. Morale 

and job satisfaction are affected by compensation. Often there is a balance (equity) that 

must be reached between the monetary values, the employer is willing to pay and the 

sentiments of worth felt be the employee. In an attempt to save money, employers may 

opt to freeze salaries or salary levels at the expense of satisfaction and morale; conversely 

an employer wishing to reduce employee turnover may seek to increase salaries and 

salary levels (Bowen, 2000). 
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Compensation is a useful instrument in the hand of management to contribute to the 

organisational effectiveness and can impact positively on employees’ job satisfaction 

(Bustamam et al. 2014;Greene 2014). Compensation determines the hiring retention of 

employees to attain the objectives of an organisation, and is the basis of reinforcing 

performance of employees (Bustamam et al. 2014; Shaw 2014; Terera and Ngirande 

2014;Xavier 2014). 

 

Compensation is therefore, a major factor in attracting and retaining staff. A skilled and 

stable workforce enables organisations to successfully implement their strategies to gain 

competitive advantage over competing organisations (Heneman et al. 2000; Ivancevich 

2004). Human resources model of compensation generally assume that higher 

performance requires greater effort or that is in some other ways associated with disutility 

on the part of workers. In other to provide incentives, these models predict the existence 

of reward systems that structure compensation so that a worker expects utility increase 

with observed productivity. This reward can take many different forms including praise 

from suspensor and co-workers, implicit promise of future promotion opportunities, 

feelings of self-esteem that comes from superiors’ achievement and recognition and 

current and future cash rewards related to performance (Koln, 1993). 

 

Compensation plays a great role on job satisfaction of employees of any organisation in 

both developed and developing countries. For instance, the study by Pillay (2013) 

revealed that, in United Kingdom many teachers have been leaving the teaching 

profession due to poor compensation, and such teachers were reported to search for 

greener financial pastures in other countries. Also, the study by Khan, et al (2011) 

revealed that poor compensation in autonomous medical institutions in Pakistan had 

negative impact on employees’ job satisfaction, since the turnover rate was high; many 

employees were terminating their contracts, and joining medical institutions in other 

countries. Moreover, the study by Terera (2014) on the Impact of Rewards on Job 

Satisfaction and Employee Retention in South Africa revealed that compensation is a 

major factor that employees in South Africa consider when making the decision to leave 

or remain in an organisation. When the compensation is not reliable for sustaining their 

life, most of employees tend to leave the job for other jobs with good payment or they 
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remain in the organisation working while their morale is low which lead to poor 

performance of the organisation. 

Tanzania as other countries has been faced by the effects of compensation on employees’ 

job satisfaction. For example, the study by Tanzania Teachers’ Union (2006) revealed 

that teachers in public schools in Tanzania get poor compensation which was affecting 

their job satisfaction, as a result they are forced to engage in other activities such as 

business and agriculture so as to raise their income, and others have already left the 

teaching profession. Also, the study by Assey (2009) about factors associated with labour 

turnover in Tanzania revealed that inadequate compensation package affects the job 

satisfaction of employees in Tanzania, whereby the rate of employees’ turnover has been 

increasing in many organisations. 

The government of Tanzania has been taking different initiatives to improve 

compensation in both private and public institutions. For instance, the government is 

implementing the public service pay and incentive policy of 2008. The policy provides a 

harmonised and unified framework for determining pay while eradicating pay disparities 

across the entire public service as stipulated in the Public Service Management and 

Employment Policy.Also, the government has been arranging minimal wage pay for 

workers in both private and public institutions, more over the rights of employees to 

compensation have been protected in Employment and Labour Relation Act of 2014. This 

government intervention aiming at attracting and retaining well qualified personnel in 

both private and public services.  

1.2 Statement of the Problem 

The compensation is indispensable for employees’ job satisfaction and improving 

performance of the organisation for attaining the competitive advantage and the set goals. 

In spite of the Tanzanian government intervention for improving employees’ 

compensation in both private and public institutions through regular arrangement of 

minimal wage pay for employees, enforcing Employment and Labour Ralation Act of 

2004, and implementing public service pay and incentive policy of 2008, there is still low 

employees job satisfaction, which has been contributing employees turnover in both 

private and public institutions. Therefore, from this understanding the researcher is   
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interested to examine the role of compensation on job satisfaction, using Tanzania 

Breweries Limited as a case study.  

1.3 Objectives of the Study 

1.3.1 General objective 

The general objective of the study was to examine the role of compensations in relation to 

employee job satisfaction at Tanzania Breweries Limited. 

1.3.2 Specific objectives 

i.  To examine the role of compensation on job satisfaction. 

ii. To examine the effects of non-monetary factors on job satisfaction. 

iii.To find out ways that could solve the problem of job satisfaction.  

1.4 Research Questions 

i. What is the role of compensation on job satisfaction?  

ii. What are the effects of non-monetary factors on job satisfaction? 

iii. Which ways can be used to solve the problem of job dissatisfaction?  

1.5 Significance of the Study 

This study aimed to understand and explain the role of compensation on job satisfaction. 

The findings in this study are important to administration of Tanzania Breweries Limited 

since will help the head of departments and executive director of Tanzania Breweries 

Limited to apply appropriate compensation for raising job satisfaction among employees 

which will contribute to reduce employees. Also, the findings are useful to the 

government, particularly the Ministry of Labour, since the findings provide the 

government with understanding about the appropriate compensation. Therefore, the 

government will take necessary measures to arrange the compensation for both public 

and private institution so as to raise employees’ job satisfaction, which is very 

indispensable for the organisation to improve its performance. 
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1.6 Delimitation of the Study 

This study focused on the role of compensation on job satisfaction. The study was 

conducted in Dar es Salaam region, specifically at Tanzania Breweries Limited. Tanzania 

Breweries Limited was selected because it is one of the private companies in Tanzania 

with serious problems of compensation on job satisfaction (Kambi, 2013). Also, the study 

was conducted at Tanzania Breweries Limited for the reason that it was not easily to be 

conducted in the whole country due to time factor and the size of geographical 

distribution of the population.  

1.7 Limitation of the Study 

The study was limited by the following factors: 

i. Unwillingness of some respondents to participate in the study. Several approaches 

were used to address this limitation: first the purpose of the study was clarified to the 

respondents with view to remove suspicion of the intent of the study and encourage 

their participation. Second anonymity of the respondents was promised that the 

findings would not be displayed with their names. This helped to dispel the fear of 

participation in the study.  

ii. In sufficient time and budget constrains for conducting this study. To address these 

limitations the study focused only at Tanzania Breweries Limited. 

1.8 Definition of Key Terms 

i. Compensation- is a systematic approach to providing monetary value to 

employees in exchange for work performed. Compensation may achieve several 

purposes assisting in recruitment, job performance, and job satisfaction. 

ii. Job satisfaction- is the level of contentment employee feel about their work, 

which can affect job performance. 

1.9 Organisation of the Dissertation 

This dissertation is organised in five chapters. The first chapter presents an introduction, 

background of the problem, statement of the problem, research objectives, research 
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questions, significance of the study, delimitation of the study and limitation of the study; 

The second chapter reviews theoretical literature, empirical literature and conceptual 

frame work; The third chapter discusses the methodology of the study; The fourth chapter  

presents and discusses the findings, and The fifth chapter provides summary, conclusion, 

recommendation and area for further studies. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

The aim of this chapter is to review literature about compensation on job satisfaction. The 

review is important in view of the following: It helps the researcher to familiarise the 

theoretical debates and understanding with regard to compensation on job satisfaction, it 

helps to sharpen the research objectives and research questions, methodology of the study 

including research design and approaches to data analysis. The review of literature is also 

essential in identifying the gaps in research. The chapter is divided into two major parts: 

Theoretical literature review and empirical literature review.  

2.1 Theoretical Literature Review 

This section reviews theoretical literature about compensation on job satisfaction. It 

covers theories, linkage of the theory to the study, components of compensation system, 

types of compensation, dimensions of job satisfaction, non-monetary factors affecting job 

satisfaction, relationship between compensation and job satisfaction. 

2.1.1 Theories 

i. Equity theory 

Equity theory was developed by Adams (1963) explained what makes employees be 

satisfied with what they were doing. The theory argues that people perception towards 

their job is basically on the view of inputs and outputs (outcome) of that particular job. 

Normally people compare the two and see if there is a fair balance. They normally 

compared themselves with their coworkers within the same work place and sometimes go 

beyond their workplace looking at employees with similar and different expertise. So, the 

mismatch that occurred between the expected compensation and actual outcome lead to 

dissatisfaction which was likely to be a ‘push’ factor and hence caused workers 

movement .Generally, the equity theory is showing how employees seek social equity in 

the rewards they expected for their performance.  
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Its strength lies on the effect of cognitive and perceptional processes on objective work 

conditions. It suggests that managers need to pay attention to four main aspects of their 

subordinates’ perception. : 

 Focused on the crucial expectancy values (the link between effort and their 

performance.) 

 Managers determined what outcome employees value of their performance. 

 They needed to link the reward that subordinates value to their performance, and 

 Managers need to ensure that wages rates are not perceived as inevitable. 

 

ii. Maslow’s Hierarchy of Needs Theory 

Maslow’s Hierarchy of Needs Theory was developed by Abraham Maslow in 1954. The 

theory   assumes that there is hierarchy of needs that people are moved to satisfy 

themselves. The theory proposed the following hierarchy of needs:  

 Biological and Physiological needs (air, food, drink, shelter, warmth, sex, sleep). 

 Safety needs (protection from elements, security, order, law, stability, freedom 

from fear). 

  Love and belongingness needs (friendship, intimacy, affection and love, - from 

work group, family, friends, romantic relationships). 

  Esteem needs   (achievement, mastery, independence, status, dominance, 

prestige, self-respect, and respect from others). 

  Self-Actualization needs ( realising personal potential, self-fulfillment, seeking 

personal growth and peak experiences). 

Maslow’s hierarchy of need theory implies that once a particular level of need is satisfied, 

it ceases to be a motivating force. The individual then seeks a higher level of need 

satisfaction (Drummond, 2000). 
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Figure 2.1 Maslow hierarchy of needs Theory 

 

                                                                                   (5) Self actualisation needs 

                                                               (4)  Esteem needs 

                                             (3) Love and belongingness needs 

                              (2) Safety needs 

                                

               

               (1) Biological and 

           Physiological needs 

  

Source:  Cianci and Gambrel (2013:7) 

iii. Herzberg two-factor theory 

Two-factor theory suggested two factors to be considered for an individual to continue 

working in an organization. It includes the influence of Hygiene factors (environmental 

factors) and Motivational factors (the job itself). Hygiene factors include such factors 

like, Policies and administration, supervision, working conditions, interpersonal relations 

`personal life, money, status, security motivators include, achievement ,recognition, 

challenging work, increased responsibility, opportunity for advancement opportunity for 

personal growth (Ghillyer, 2009). Employees continue to work in a given organization 

not only because of motivation factors but also hygiene factors. Motivational factors and 

hygiene factors when applied together encourage an employee to continue working for 

organization (George, 1973). The implication  of  this  therefore  is  that management  

should not  rely only on  motivation factors  to  influence employee retention;  rather,  a  

combination  of  both  hygiene and motivational factors should  be  considered  as  an  

effective retention strategy. 
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iv. Expectancy Theory 

Expectancy Theory was developed by Victor Vroom in 1960s. The expectancy theory 

suggests that people are not only driven by needs but also make choices about what they 

will or will not do. Expectancy theory proposes that individuals make work related 

decision on the basis of their perceived abilities to perform tasks and receive rewards, 

Vroom established an equation with three variables to explain this decision process, the 

variables which are given probability values are as follows: 

 Expectancy: the degree of confidence a person has in his or her ability to perform a 

task successfully 

 Instrumentality: the degree of confidence a person has that if the task is performed 

successfully, he or she will be rewarded appropriately. 

 Valence: the value of a person places on expected rewards 

Because the model is multiplicative, all three variables must have high positive values to 

imply motivated performance choices. If any of the variables approaches zero, the 

probability of motivated performance also approaches zero, when all three values are 

high then motivation to performance is also high ( Bandura, 2006). 

 

v. Theory X and Theory Y 

 McGregor (1960) proposed two distinctive sets of assumptions about what motivates 

people, labeled Theory X and Theory Y. 

Theory X contended that people had inherent dislike of work and would avoid it 

whatever possible, most of people, being lazy, preferred to be directed or even 

threatened with punishment to make them work toward organizational goals. Thus, 

assumed that lower –order needed (Maslow) to dominate human behavior, money, fringe 

benefits and threats of punishment play a greater role in putting people in right track 

under this classification scheme. 

Theory Y presented a much more optimistic view of human nature .It assumed that 

people were not, by nature lazy and unreliable. They were directly themselves towards 

objectives if their achievements were rewarded. Most of the people had the capacity to 
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accept, even to seek, responsibility as well as to apply imagination, ingenuity, and 

creativity to organization problems. 

The theory gave a base of what method the manager could apply in managing and 

motivating people at workplace. Theory Y was more applicable and considerable in this 

study due its optimistic stand concerning human nature (Robbins and Judge, 2008).  

2.1.2 Linkage of the theory to the study  

The study was guided by Maslow’s hierarchy of needs theory. The theory was considered 

useful to the study because it gives a deep understanding of motivation, portrays that 

when one need of human being is fulfilled then the individual focuses on another need. 

The findings of the study was relevant to the theory, because show that despite of the fact 

that employees at Tanzania Breweries Limited were provided with better working 

environment, good salary, annual leave and overtime allowance, but they were 

unsatisfied because they were not given house allowance and the promotion based on 

employee’s competence. This implies that the same compensation cannot raise job 

satisfaction of employees all the time since their needs changes when their early needs 

are fulfilled.  

2.1.3 Components of compensation system 

According to Cascio (2003), Compensation will be perceived by employees as fair if 

based on systematic components. Various compensation systems have been developed to 

determine the value of positions. These systems utilize many similar components 

including job descriptions, Pay Structures, and Salary surveys. 

The components of a compensation system include 

i. Job Descriptions –A critical component of compensation and selection systems, 

job descriptions define in writing the responsibilities, requirements, functions, duties, 

location, environment, conditions, and other aspects of jobs. Descriptions may be 

developed for jobs individually or for entire job families. 

ii. Pay Structures- Useful for standardizing compensation practices. Most pay 

structures include several grades with each grade containing a minimum salary/wage 
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and either step increments or grade range. Step increments are common with union 

positions where the pay for each job is pre-determined through collective bargaining. 

iii. Salary Surveys -Collections of salary and market data. May include average salaries, 

inflation indicators, cost of living indicators, salary budget averages. Companies may 

purchase results of surveys conducted by survey vendors or may conduct their own 

salary surveys. When purchasing the results of salary surveys conducted by other 

vendors, note that surveys may be conducted within a specific industry or across 

industries as well as within one geographical region or across different geographical 

regions. Know which industry or geographic location the salary results pertain to 

before comparing the results to your company (Cascio, 2003). 

2.1.4 Types of compensation  

i. Base or basic pay 

According to Armstrong (2006) the base rate is the amount of pay (the fixed salary or 

wage) that constitutes the rate for the job. It may be varied according to the grade of the 

job or, for manual workers, the level of skill Developing Country. Base pay will be 

influenced by internal and external relativities. The internal relativities may be measured 

by some form of job evaluation. External relativities are assessed by tracking market 

rates. Alternatively, levels of pay may be agreed through collective bargaining with trade 

unions or by reaching individual agreements. Base pay may be expressed as an annual, 

weekly or hourly rate. Allowances for overtime, shift working, unsocial hours or 

increased cost of living (COLA) may be added to base pay. The base rate may be 

adjusted to reflect increases in the cost of living or market rates by the organization, 

unilaterally or by agreement with a trade union. The base salary is typically used by 

employees for ongoing consumption. Many countries dictate the minimum base salary 

defining a minimum wage. Individual skills and level of experience of employees leave 

room for differentiation of income-levels within the job-based pay structure (McNamara, 

2006). 

ii. Contingent (Variable) pay 

Contingent pay refers to additional financial rewards may be provided to employees that 

are related to performance, competence, contribution, skill or experience. These are 
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referred to as ‘contingent pay’. Contingent payments may be added to base pay, 

‘consolidated’.  If such payments are not consolidated (paid as cash bonuses) they are 

described as ‘variable pay’. Contingent pay schemes are based on processes for 

measuring or assessing performance, competence, contribution or skill (Armstrong, 

2006). Bonus is part of contingent pay which refers to cash payment provided to 

employees based on their performance. Steven and Loring (1996) stated that bonus is a 

single, one-off, lump-sum payment which can be in the form of cash or other creative 

monetary scheme, such as stock options. Bonus payments are generally linked to 

individual or collective performance. Bonus can be distributed randomly as the company 

can afford to pay a bonus, or the amount of the bonus pay can be specified by contract. 

Another part of contingent pay is Long-term incentives in the form of Stock options or 

stock grants which does not only provide long-term incentives to employees, but they can 

also help retain valuable team members through your organization's crucial start-up phase 

(Odunlade, 2012). 

iii. Employee Benefits 

According to Carter (2008), benefits are forms of value, other than salary, that are 

provided to the employee in return for their contribution to the organization, for doing 

their work. Zhou et al. (2009) argued that benefits provides flexible and market 

competitive health benefits to support employment brand and support attraction and 

retention. Employee's benefit includes disability income protection, pensions and 

allowances (for example, dental, and insurance, medical, transportation, housing and 

mobile phone).  

2.1.5 Dimensions of job satisfaction  

According to the Luthan (2002), there are three generally accepted dimensions of job 

satisfaction:  

i. Job satisfaction is an emotional response to a job situation. 

ii. Job satisfaction is often determined by how well outcomes meet or exceed 

expectations; for example if organisational participants feel that they are working 

much harder than others in the same organisation, but are receiving fewer 

rewards, they will probably have a negative attitude towards the work. 
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iii. Job satisfaction represents several attitudes, they are: Pay, Promotion 

opportunities, Working conditions, Co-worker relationship, Supervision and The 

work nature. 

2.1.6 Non-monetary factors affecting job satisfaction 

There are six main non-monetary factors influencing Job Satisfaction clustered as 

physical, psychological and environmental factors as below: 

2.1.6.1 Psychological factors and job satisfaction 

i.Job Security 

 Job security is the assurance that a particular employee will have their job in long term 

due to the low probability of losing it potentially. Positive job security nature also adds 

more value to the image and the reputation of an organization as job offered has the 

guaranteed security and reliable. Also, job security has a great influence in increasing job 

satisfaction of its employees where once the employee is confident about not losing the 

job, it will create no mental stress where the employee has its own freedom to fully 

concentrate on the work they perform ( Luthan, 2002). 

An employee with a high level of job security will often performs and concentrates better 

than an employee who is in constant fear of losing a job. Although this fear can increase 

motivation in certain situations, a lack of job security can be a source of distraction and 

result in excess stress and low morale that hinders an employee's overall performance( 

Luthan 2002). 

ii.  Job promotion 

 Companies provide promotion to their employees considering experience,service and 

some companies reward promotions through measuring employee’s talents and 

capabilities. Using data from the 1989 and 1990 waves of the NLSY, there is a positive 

correlation between promotions and job satisfaction ( Pergamit & Veum 1989). 
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2.1.6.2 Physical factors and job satisfaction 

i. Working groups 

Direct affect on job satisfaction makes the very nature of work groups. Working group 

serves for a single worker is a source of support, comfort, advice and enjoyment from the 

very job. A good working group foresters a gaining of a greater joy and pleasure from 

job. On another hand, when the opposite situation is observed, when it is hard to get 

along with the people, the given factor imposes negative impact on job satisfaction. ( 

(Mayuri & Mark,2005). 

  

ii. Welfare Services 

Welfare includes anything that is done for the comfort and improvement of employees 

and is provided over and above the wages. Welfare helps in keeping the morale and 

motivation of the employees high so as to retain the employees for longer duration. Labor 

welfare includes various facilities, services and amenities provided to workers for 

improving their health, efficiency, economic betterment and social status ( Pergamit & 

Veum 1989). 

2.1.6.3 Environmental factors and job satisfaction 

The factor imposing moderate impact on job satisfaction is working conditions. If 

conditions are are good (e.g. offices are neat and cozy, clean and engaging), staff could 

easier manage their job. If bad working conditions were available (e.g. it is hot or noisy in 

the office), it would be more difficult for employees to implement their work. Otherwise, 

working conditions affect job satisfaction similar to working group’s influence. If all 

were favorably around, there would not be problems with job satisfaction. Leadership 

style and culture: Organizational culture: is the organization’s pattern of beliefs, 

expectations, and values as in company and industry practices. A major organizational 

factor to which new employees must be socialized is the culture of the group they are 

joining ( Pergamit & Veum 1989). 
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2.1.7 Relationship between compensation and job satisfaction 

In today's globalized world, organizations are facing changes generated by increased 

competition, mergers and acquisitions, shifting markets and changing employee 

demographics (Chun & Hsieh, 2006). Therefore, it is crucial for organization to strategies 

their competitive and benefits plans in order to attract appropriate talent, maximize return 

on human capital and increase employees job satisfaction. A key component for a 

successful organizational intervention is the meaningfulness of the intervention to the 

employee. One intervention that may be meaningful to many employees is the amount of 

their compensation and benefits increase (Mayuri & Mark,2005). 

Compensation is a powerful communicator of organizational goals and priorities and 

companies that expect to be successful must make employees become partners in their 

success (Shuster & Zingheim, 1993). Pam (2007) observes that employee compensation 

can be a sensitive subject, and people get very passionate when trying to determine the 

most appropriate compensation plan for any business. According to the survey report 

conducted by the Society for Human Resource Management (2012), they found that 

compensation and benefits would affect employees' job satisfaction. In the survey report, 

compensation and benefits are regularly among the top three factors affecting employee 

job satisfaction. From here, it would seem that compensation and benefits have a positive 

relationship with the employees' job satisfaction. Therefore, it would be best to offer 

them a competitive salary and benefits, or reduce the gap between employees' salary 

expectations and employers' offers (IME, 2009). 

Compensation and job satisfaction are positively associated with each other; 

compensation is a predictor of job satisfaction (Souza, 2000).  Besides, employees who 

were paid highly showed a greater job satisfaction (Joanne, 1980). 

All of these are strongly proofs to prove the relationship between compensation and 

employee job satisfaction. Employee benefits are used by the organizations to recruit and 

retain talented employees. In times of economic crisis, when organizations might not be 

able to offer their employees pay raises and bonuses, benefits become one of the many 

tools employers use to increase loyalty, productivity and job satisfaction. Based on the 

survey report conducted by Society for Human Resource Management (SHRM), benefits 
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have remained among the top two most important factors of job satisfaction to 

employees. Thus, we can infer that the effect of benefits towards employees' job 

satisfaction is significant and obvious ( Pergamit & Veum 1989). 

Uppal (2005) used a measure comprised of the number of fringe benefits employees 

receive and finds that this is positively related to job satisfaction. Besides, job satisfaction 

has risen at the same time that benefits satisfaction has raised. The alignment of these two 

trends continues to suggest that benefits may help workers happy with their jobs. Of those 

who are satisfied with their benefits, 75% are satisfied with their current job, compared to 

just 25% who is satisfied with their jobs among those who are not satisfied with their 

benefits. As employers focus on retaining employees, one potential approach is to begin 

with compensation. Robust benefits offering combined with effective benefits education 

could improve workers' overall benefits satisfaction, which may translate into greater job 

satisfaction. All these are powerful proofs to prove the relationship between 

compensation and employees' job satisfaction. Generous rewards (compensation) tend to 

retain people because high reward levels lead to high job satisfaction, commitment, and 

loyalty (Chiu et al., 2002). Therefore, when employees feel they are not being rewarded 

as they expected, it will decrease their job satisfaction, motivation may suffer, leading to 

low morale and low quality performance. For example, if one perceived fairness about 

the benefits that one received from one's employer, this may lead to higher job 

satisfaction. 

Examples of components of compensation that have relationship with employees' job 

satisfaction. Base-salary is identified as a "hygiene factor" and as such this could cause 

employee job dissatisfaction if a base salary expectation is not realized (Joseph & Robert, 

1995). De Vaney and Chen (2003) proposed that pay or income as one of the main 

variable that significantly influences employees' job satisfaction. Besides, there are two 

elements of benefits which are allowances and work-life balance is more often offered to 

employees. Here, let use some examples of components of benefits to bring its 

relationship with employees' job satisfaction. Based on Bonner (1997), wellness 

programs including benefits, transport allowance, medical allowance and etc, have 

positive relationships with job satisfaction of employees. Results of the study revealed 

that availability of allowances had a significant impact on job satisfaction.  
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These results are consistent with Onu et al. (2005) study in Nigeria who observed that 

auspicious conditions of service are important aspects of job satisfaction. Work-life 

balance programs have been demonstrated to have an impact on employees in terms of 

recruitment, retention or turnover, commitment and job satisfaction, absenteeism, 

productivity and accident rates (Melissa, 2007). Moreover, job satisfaction is found to be 

negatively correlated with work to family interference. Burke and Glass (1999) found that 

the employees are more satisfied and committed to their job if organizations are 

supportive of work life balance. 

2.2 Empirical Literature Review 

This section reviews various other studies related to compensation on job satisfaction as 

follows:  

The study by Olarewaju and Fields (2014) about Compensation Management and 

Employee Job Satisfaction in Nigeria revealed that employees are not satisfied with the 

compensation they receive in the insurance industry; they regard it as inadequate and 

insufficient. The study also revealed that insurance employees’ level of job satisfaction is 

negatively affected by the fact that their remuneration is not commensurate with the tasks 

they perform and job security is not guaranteed. 

Also, the study by Ghana National Association of Teachers (2009) on its study about 

teachers Attrition in Ghana revealed that working environment and low wage for teachers 

contributed to low job satisfaction, hence high rate of teacher attrition and unequal 

distribution of teachers in Ghana. Teachers’ attrition in Ghana has been attributed to 

several factors. Key among them is poor working environment and Low wage for 

teachers. Teachers in Ghana work under very difficult social and economic conditions, 

lack all the basic necessities of life such as potable water, electricity and health facilities 

among others. The low pay lowers morale among teachers. Seventy-two percent of the 

respondents said they are either “dissatisfied” or “very dissatisfied” with their job as a 

teacher and 75% said they will not recommend the teaching profession to their children 

or their relatives. 
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The study by Rijalu et al (2014) on Effect of compensation on Employees motivation: In 

Jimma University academic staff, Ethiopia revealed that that payment, promotion, 

recognition and working conditions influence job satisfaction among employees.  

The study by Tanzania Teachers’ Union (2006) about Every Child Needs an Effective 

Teacher: What Teachers, Parents and Children Say on the Issue? The study revealed that 

teachers in public schools, Tanzania get inadequate salary, as a result their job 

satisfaction has been low, some teachers are forced to engage in other activities to 

increase their income, and other teachers have been leaving teaching profession: 

The salary that they are getting is not adequate for them to meet their basic 

requirements. Therefore, have to do other things in order to make a living, 

some have engaged in agricultural activities, whereby they grow vegetables 

for increasing the income. Other teachers have left teaching 

profession…(TTU,2006) 

Moreover, the Study by Lyimo (2014) on the Analysis of teachers’ low payments in 

Tanzania: A Case study of Public secondary schools in Moshi Rural District revealed that 

low salary has affected job satisfaction of teachers. “Teachers have engaged in other 

business and professions which provide high income.”  

The study by Terera (2014) on The Impact of Rewards on Job Satisfaction and Employee 

Retention in South Africa revealed that compensation is a major factor that employees 

consider when making the decision to leave or remain in an organisation. Employees also 

consider their happiness when making the decision to stay with an organisation. 

However, it is very clear from these results that rewards do not determine the job 

satisfaction of employees because the relationship between job satisfaction and rewards 

was insignificant. This shows that employee rewards alone do not result in job 

satisfaction among employees yet job satisfaction is a key factor when it comes to 

employee retention. 

The study by Smith (2009) about Pay Growth, Fairness and Job Satisfaction: Implications 

for Nominal and Real Wage Rigidity. The study revealed that there is positive 

relationship between changes in compensation and job satisfaction. 
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 In addition, there is a step-reduction in satisfaction with below-median earnings growth. 

Reactions to pay cuts vary, consistent with workers making comparisons with firm 

performance and the pay of similar others 

Furthermore, study by Parvin (2011) on Factors Affecting Employee Job Satisfaction of 

Pharmaceutical Sector in Australia revealed that work conditions, fairness, promotion, 

and pay, are key factors affecting pharmaceuticals companies employees’ job 

satisfaction. Money is a good motivator, actually all employees’ work for money, 

employees need the money, a good salary and good compensations are key factors in 

satisfying the employee. When the compensation  is good motivates the employee, the 

best payback can be one of the key factors affecting job satisfaction, also in this way one 

can increase the service quality and organizational performance. The factor of work 

conditions is also proven to have significant influence over the pharmaceutical 

companies. The physical design of the place does have certain impacts on job 

satisfaction. Because the work conditions in the pharmaceutical companies include the 

employee relationships and work environment, all these factors relate to employee job 

satisfaction. A good work environment and good work conditions can increase employee 

job satisfaction and the employees will try to give their best which can increase the 

employee work performance. 

The study by Henry et al (2013) on Predictors of intention to leave of public secondary 

school teachers in Tanzania: Exploring the impact of demographic factors, intrinsic and 

extrinsic satisfaction. IOSR revealed that job achievement, creativity, responsibility, 

security, social service, social status as the main concern in lower intrinsic satisfaction. 

Similarly, they highlighted advancement, existing policies, compensation and recognition 

as the main retarding factor on the part of lower extrinsic satisfaction. 

The study by Yami et al (2011) on Job Satisfaction and Its Determinants among Health Workers 

in Jimma University Specialized Hospital, Southwest Ethiopia revealed that inadequate salary and 

housing allowance affected employees’ job satisfaction. 
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2.3 Synthesis  on the Empirical Literature 

Studies by other researchers that have been reviewed focused on compensation, job 

satisfaction, employees’ motivation and employees’ attrition. But there is no study which 

specifically focused on the role of compensation on job satisfaction; this may have left 

the question of the role that compensation plays on job satisfaction. Therefore, research 

on the Role of Compensation on Job Satisfaction is still considered important to bridge 

the gap left by other studies.  

 2.4 Conceptual Framework 

This section presents a conceptual framework from which the analysis of this study was 

made. The purpose of the study was to determine the role of compensations in relation to 

employee job satisfaction at Tanzania Breweries Limited. The study developed a 

framework that indicating a relationship of variables based on the assumptions derived 

from the reviewed literature. The framework assumes that role of compensation in 

relation to job satisfaction depends on the amount of salary, bonus and allowance 

provided to employees. 

When employees are provided with a modest salary, allowance and bonuses their job 

satisfaction tends to be low since such compensations do not satisfy them with their daily 

needs. Therefore, their loyalty to the organisation, morale, job performance and retention 

of employees’ decreases, which later affect the reputation of the organisation (George, 

2013). 
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Figure 2.2: Conceptual Frame Work 
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            Source:  Author (2014) based on literature reviewed 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.0 Introduction 

In order to understand the role of compensations in relation to employee job satisfaction 

at Tanzania Breweries Limited, there was a need to make important methodological 

considerations to enable this study to realise its purpose. Methodological considerations 

included the following: research design, area of study, target population, sample size, 

methods of data collection, sampling techniques and ethical consideration. 

3.1 Research Design 

This section describes the plan, structure and strategy of investigation that was employed 

so as to obtain answers to research questions in this study (Kumar, 2002).  There are four 

research designs: the experimental design, case study, longitudinal design and survey. 

This study employed case study design due to the following reasons: first, the quest of the 

researcher to have in-depth exploration of the role of compensations in relation to 

employee job satisfaction as suggested by Yin (1994). Second, the researcher wished to 

triangulate the study through fully uses the potential of multiple methods (Shuttleworth, 

2008). Third, budget constrain made the case study approach more appropriate for this 

study since the study focused to a single case and it placed more emphasis on the full of 

analysis of a limited number of events or conditions and their interrelationship (Kothari, 

2004).   

3.2 Study Area 

Area of the study is the particular place where research is conducted (Hans, 2008). This 

study was conducted in Dar es Salaam region, specifically at Tanzania Breweries 

Limited. Tanzania Breweries Limited was selected because it is one of the private 

companies in Tanzania with problem of compensation on job satisfaction (Kambi, 2013). 
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3.3 Target Population  

Population is a well-defined collection of individuals or objects known to have similar 

characteristics that is the main focus of a scientific query. It is for the benefit of the 

population that researches are done (Hans, 2008). Therefore, this study population 

included personalities from the following departments/sections: Human Resources, 

finance, procurement, planning, Public relations and communication, information and 

technology, packaging, brewing, quality assurance, engineering, general production, 

sales, operation, distribution, legal, utilities and marketing which make up total number 

of 612 people. 

3.4 Units of Inquiry of employees at TBL 

Table 3.1: Unity of Inquiry of employees at TBL 

Department or Unit Number of staff Percentage (%) 

Human Resources  17 2.8 

Finance 12 1.9 

General production 69 11.3 

Procurement 16 2.6 

Sales and distribution 25 4.1 

Marketing 36 5.9 

Technical  11 1.8 

Corporate affairs and legal 9 1.5 

Public Relations and Communication 8 1.3 

Planning 14 2.3 

Brewing 119 19.4 

Packaging 129 21.1 

Quality assurance 11 1.8 

Engineering 16 2.6 

Utilities 68 11.1 

Distribution 37 6 

Operation 15 2.5 

Total            612                 100 

Source: Tanzania Breweries Limited (2014) 

3.5 Respondents’ Sampling Techniques 

This study used sampling techniques to draw sample size from the targeted population. 

The researcher employed purposive sampling technique and simple random sampling 

technique. 
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3.5.1 Purposive sampling techniques 

In this type of sampling techniques in which the items are selected deliberately by the 

researcher; his/her choice concerning the items remains supreme (Kothari, 2004). 

Purposive sampling technique was used to select 4 heads of departments and 2 trade 

union representatives into the study. Heads of departments were purposively selected 

because having decision making authority on the employees’ compensation at the 

Tanzania Breweries Limited. Also, trade union representatives were selected because 

having legal right to represent employees in different decision makings at TBL. 

Moreover, purposive sampling technique was used to select Tanzania Breweries Limited 

as study area.  

 

3.5.2 Simple random sampling technique 

The simple random sampling technique provides equal opportunity for every item to be 

selected into the study (Kothari, 2004).The simple random sampling technique was 

employed to select 158 employees in the study; sampling. The aim was to avoid bias in 

collecting information from employees at Tanzania Breweries Limited. Therefore, every 

employee at Tanzania Breweries Limited had an equal chance of been selected into the 

study. Sampling frame (list of employees names) was obtained from the Human Resource 

Office. Slip of papers were prepared and then numbered to present every employee at 

Tanzania Breweries Limited. To minimise the selection bias the numbered slips of paper 

were systematically shuffled in a box and then one of piece of paper was randomly 

picked at a time. The process was repeated until a required sample of 158 employees was 

obtained. 

3.6 Sample size  

The sample size consisted of 164(6 key informants included) respondents. The sample 

size of 164 respondents was selected because the researcher was interested in carrying out 

in depth investigation of the study problem which could not easily be achieved with huge 

sample of respondents. Prince (2005) argues that a sample of 30 elements and above is 

sufficient for the study. 
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3.7  Methods of Data Collection 

This section describes methods that were used to collect data. The study employed the 

triangulation approach whereby interview, questionnaire and documentary review were 

used as methods of data collection. Triangulation of data collection method ensured the 

validity of the study.  

3.7.1 Interview  

Interview method is used to collect information from two-way systematic conversation 

between an investigator and an informant, initiated for obtaining information relevant to 

as a specific study (Kombo and Tromp, 2006). The interview method was used to collect 

primary data from heads of departments about employees’ compensation. Interview 

method was used purposely because; it was easier for a researcher to obtain other 

information which was not collected through questionnaire.  

3.7.2 Questionnaire  

Questionnaire method is used to collect information through number of questions written 

or typed in a definite order which allow respondents to choose a relevant answer from the 

suggested ones or provide short explanation. In this method, a questionnaire is sent to the 

persons concerned with a request to answer the questions and return the questionnaire 

(Kothari, 2004). Questionnaire was used to collect primary data from employees about 

role of compensation in relation to job satisfaction at Tanzania Breweries Limited. 

3.8 Data Analysis Plan 

Masue et al (2013) analyses that quantitative analysis involves systematic statistical 

analysis as the only way to establish causal relationship and achieve generalization in 

social sciences research, where as some followers in the qualitative track challenge this 

claim on the grounds that social phenomena are complex and therefore, cannot effectively 

be understood through the use of quantitative approaches. Data analysis for this study 

involved number of closely related operations that were performed with the purpose of 

summarising the collected data and organising them in such a manner that they yield 

answers to the research questions.   
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The data for the 1st objective were collected through interview and questionnaire 

methods. The quantitative data were analysed by using descriptive statistics employing 

computer software of Statistical Package for Social Science (SPSS) and presented in 

relevant tables and graphs, with frequencies and percentages. Qualitative data were 

analysed by using thematic analysis technique. 

Also, the data for the 2nd and 3rd objective were collected through interview and 

questionnaire technique. Thematic analysis technique was used to analyse the qualitative 

data, while quantitative data were analysed by using descriptive statistics employing 

computer software of Statistical Package for Social Science (SPSS) and the data were 

presented in tabular forms, with frequencies and percentages being calculated for drawing 

up conclusion on particular observations.  

3.9 Ethical Considerations 

Ethical standards were observed in the planning and conducting of the study. The 

researcher secured research clearance from Mzumbe University, also researcher 

requested for research permit from Tanzania Breweries Limited Human Resource 

Officer. The study was conducted with the consent of the respondents after they had been 

informed about the purpose of the study, and it was their choice to participate. The 

researcher observed the right to privacy of the respondents and the confidentiality of their 

information. 
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CHAPTER FOUR 

RESULTS AND DISCUSSION 

4.0 Introduction 

This chapter is organised into two parts: the first part presents the results on demographic 

characteristics of the respondents of the study. The second part presents the results and a 

discussion of the findings with respect to research objectives and research questions. 

Quantitative data analysis was done by using the Statistical Package for Social Science 

(SPSS) for window software package version 16.0. Frequencies were run to determine 

the percentage of responses for various items. Qualitative data on the other hand was 

conducted through thematic analysis. The main objective of the study was to examine the 

role of compensations in relation to employee job satisfaction at Tanzania Breweries 

Limited. 

4.1. Demographic Characteristics of Respondents 

The demographic characteristics of respondents examined were sex, age and education 

level.  

4.1.1 Respondents distribution by sex  

Findings show that the majority of TBL employees are male as shown in the table 4.1 

below 

Table 4.1: Distribution of Respondents by Sex  

Source: Field data 2015 

The data above portray that the number of male respondents who participated in the study 

were larger than the number of female respondents participated in the study which were 

57 out of 164 respondents. 

  Sex Frequency Percentage 

 

Male 107 65.3 

Female 57 34.7 

Total 164 100.0 
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4.1.2 Respondents distribution by age  

Table 4.1 shows that most of the employees at Tanzania Breweries Ltd aged between 26-

35 years (23.7%) and 36-45 years (43.9%). This implies that the majority of at TBL have 

already established and maintained their career with the company. This is supported by 

Johns (1996) who argues that employees at the age of 32 to 55 have already established 

focus on achieving career goals and maintaining organisational progress, therefore will 

work with the organisation for a long period of time. 

Table 4.2: Respondents’ distribution by Age 

Age      Frequency Percentage 

18-25 years 24 14.6 

26-35 years 39 23.7 

36-45years 72 43.9 

46-55years 23 14.2 

56 and above years 6 3.6 

Total     164       100 

 Source: Field data, 2015 

4.2.2 Respondents distribution by level of education 

The findings in Table 4.2 shows that majority of respondents (35.4%) had attained 

bachelor’s degree. This implies that majority of TBL employees are knowledgeable, at 

level of bachelor’s degree, therefore they might prefer democratic/participative or laisser-

faire leadership style to authoritarian leadership style. This might have influenced the 

management of TBL to opt participative leadership style, since there would be 

misunderstanding or crash between management and employees if the management had 

opted authoritarian leadership style which excluding employees from decision making. 

This is supported by Constanta (2013) who argues that authoritarian leadership style can 

lead to crashes between employer and employees when employers putting more pressure 

on their employees, this is commonly happening when the workforce is more 

knowledgeable.  
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 Table 4.3: Distribution of respondents by level of education 

Level of Education Frequency Percentage 

Bachelor’s degree 58 35.4 

Diploma 15 9.1 

Certificate 13  8 

Secondary Education 

(Ordinary level) 

46 28.0 

Secondary Education 

(Advanced level) 

22 13.4 

Masters’ degree 10 6.1 

Total 164 100.0 

       Source: Field data, 2015 

4.2 Findings and Analysis 

This section analyses and presents the data collected in the field which attempt to address 

the three research objectives of the study.   

4.2.1 The role of compensation on job satisfaction  

The first objective of this study was to examine the role of compensation on job 

satisfaction at Tanzania Breweries Limited. The study strived to explore the roles of 

three components of compensation (salary, allowance and Pension) on job satisfaction. 

The exploration was done through the data collection methods and the respective 

analysis was carried out to bring the information pattern of the interest of the study. 

i. Salary 

The study explored the role of salary on job satisfaction at Tanzania Breweries Limited. 

The interview with heads of departments and trade union representatives revealed that the 

amount of salary paid by Tanzania Breweries Limited does not satisfy the employees, 

most employees are satisfied of the amount of salary have been paid monthly, and their 

job satisfaction has been affected positively. Head of technical department had the 

following to say:  

 

The company is also leading in paying good amount of salary to employees. 

Because we believe that an employee who is paid well works hard for achieving 

the organisation goals. There is no doubt that the success that our company has 

achieved, has been contributed by the good salary we pay to our employees. 
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Also head of financial department commented the following: 

 

I am sure that every employee is satisfied with the wage she/he earns in our 

company, because I have not heard any one complaining. Though salary is an 

agreement between employer and employee, but if one compares the amount of 

salary we pay to our employees with other companies, the answer is that ‘we are 

the best of all’. We have remuneration strategy for the company. The 

remuneration strategy is aimed at rewarding employees at market related levels 

and in accordance with their contribution to the Company’s operating and 

financial performance in terms of basic pay as well as short-term incentives. 

 

 Moreover, one of trade union representatives had the following to comment: 

The company has green pasture for its employees; all of our members 

(employees) are satisfied with their monthly earning. If the salary paid to 

employees was not good, I believe that we could have dispute of interest with the 

management, and the relationship between employees and management could 

have not continued to be good. A healthy relationship that continues to exist 

between management and trade union is a result of good caring we have on our 

employees, particularly in paying them the competitive salary. 
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Furthermore, head of human resource department commented the following: 

 

Most of employees are satisfied with the salary; I am saying this with confidence 

because the turnover rate in my company is very low; less than one in eleven 

employees left the company during the year. 

 

The similar findings were obtained from questionnaire, whereby majority of TBL’s 

employees agreed that they are satisfied with the salary paid to them monthly, 39 

respondents were not satisfied while 12 respondents were not sure as shown in table 4.4. 

Table 4.4: Workers’ attitude about whether are satisfied with the salary  

Attitude Frequency                Percentage 

Disagree      39                   24.7 

Not sure     12                  7.6 

Agree     107                   67.7 

Total     158                  100 

Source: Field data (2015) 

The findings from interviews and questionnaires imply that employees at Tanzania 

Breweries were satisfied with the salary paid monthly to them. This is reflecting that the 

company might have been experiencing low turnover rate; this has been also commented 

by the head human resource during the interview that the turnover rate at TBL is very 

low, where by less than one in eleven employees leave the company during the year. The 

same observation was done by Rijalu et al (2014) on effect of compensation on 

employees motivation. The study revealed that good salary influence job satisfaction 

among employees. Also, the study by Parvin (2011) on factors affecting employee job 

satisfaction of pharmaceutical sector in Australia revealed all employees’ work for 

money; therefore a good salary is key factor in satisfying the employees, and reduce 

turnover rate in the organisation. Moreover, the study by Tanzania Teachers’ Union 

(2006) inadequate salary lead to job satisfaction, the organisation that pays adequate 

salary raise the job satisfaction of its employees and the rate of employees’ turnover will 

be reduced. Furthermore, the findings are consistent with  Adams (1963)’s equity theory. 

According to equity theory, employees want to feel that their contributions and work 

performance are being rewarded with relevant compensation, if an employee feels that is 
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his contribution and work performance match the compensation, then his/ her level of job 

satisfaction will decrease, and he/she will work hard to meet the organisation goals.  

ii. Allowance 

The study explored the role of allowance on job satisfaction at Tanzania Breweries 

Limited in three aspects: Housing allowance, Annual leave allowance and 

Overtime allowance.  

 House allowance 

The interview with heads of departments and trade union representatives revealed 

that majority of employees are not satisfied with the company’s policy on 

providing housing allowance to only heads of departments and top management 

team. One of the trade union representatives had the following to say:  

 

 I think that the company should think about housing allowance to all employees, 

because house rent in Dar es Salaam is very expensive for our employees to 

afford. Although, our employees’ level of job satisfaction is high, but I believe that 

if will be paid housing allowance their job satisfaction will be at the highest level. 

Another head of department had similar remark as following: 

Our employees believe that is not fair for housing allowance to be provided to 

only management team, I also think that it is not fair. Probably, employees’ 

motivation would increase twice as much if had been provided with housing 

allowance, and this will be good for the company because it will have positive 

impacts to organisation performance. 

The similar findings were obtained from questionnaire, whereby majority of TBL’s 

employees disagree with company’s policy on providing housing allowance to only top 

management team of the company, 34 respondents agreed while 04 respondents were not 

sure as shown in table 4.5. 
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Table 4.5 Worker’s attitude about Housing allowance 

Attitude       Frequency           Percentage 

Disagree 120 76.0 

Not sure 04 2.5 

Agree 34 21.5 

Total 158 100.0 

Source: Field data 2015 

 The findings from interviews and questionnaires imply that employees at Tanzania 

Breweries were not satisfied/ agreed with TBL’s policy on providing house allowance to 

on top management team of the organisation. This is reflecting that the employees’ job 

satisfaction is affected by an absence of housing allowance to employees, and if there was 

another company that provided the same salary to the employees, but also providing 

housing allowance, majority of employees would like to join the particular company 

because in Dare s Salaam house rent is very expensive to afford by the majority of 

employees. The same observation was done by Yami et al. (2011) on their study about 

job satisfaction and its determinants among health workers in Jimma University 

specialized hospital; Southwest Ethiopia. The study revealed that inadequate salary and 

housing allowance affected employees’ job satisfaction. 

 Annual leave allowance 

The interview with heads of departments and trade union representatives revealed 

that majority of employees are not satisfied with annual leave allowance provided 

to them by the company.  Head of human resource departments had the following 

to say:   

We provide annual leave allowances to our employees, the annual leave 

allowance covers transport fare for an employee and his two dependents. Most of 

employees have been happy with annual leave allowance because it has been 

helping them to reduce cost during their travel for holidays. 

One of trade union representatives had the following to comment: 

Employees get leave allowance once in a year, most of employees wishing to take 

their leave in June and July. Leave allowance has been helping our employees to 

travel to different places, most of our employees travel to Moshi, Mwanza and 



35 

Mbeya. The mentioned places are very far from Dar es Salaam, and it is very 

expensive to travel, particular when employee has huge family, therefore leave 

allowance has been saving some transport expenses of our employees. I am sure 

that every employee is satisfied with leave allowance provided to them by our 

company. 

The same findings were obtained from questionnaire, whereby majority of TBL’s 

employees are satisfied with leave allowance provided to employees for transport during 

their holidays, 20 respondents are not satisfied while 08 respondents are not sure as 

shown in Table 4.6. 

    Table 4.6: Worker’s attitude about Leave allowance 

Attitude        Frequency          Percentage 

Satisfied 130 82.0 

Not sure 8 5.0 

Not satisfied 20 13.0 

Total 158 100.0 

    Source: Field data (2015) 

The findings from interviews and questionnaires imply that employees at Tanzania 

Breweries were satisfied with leave allowance provided to them by TBL to support their 

travelling. This is reflecting that TBL is obeying Tanzania Employment Act of 2004 that 

urges the employers to provide annual leave to their employees. Also, the findings imply 

that the employees are enjoying their annual leave which is 28 days in a year this has 

helped them to released work related stress which is among the serious occupational 

health issue. The same observation was done by Subha and Shakil (2013) on their study 

about impact of stress on employee productivity, performance and turnover in Pakistani. 

The study revealed that there is negative relationship between stress and job performance, 

the existence of stress among employees has been lowering the employee’s performance; 

staking organizational reputation and loss of skilled employees. 

 Overtime allowance 

The interview with heads of departments and trade union representatives revealed that 

majority of employees were not satisfied with annual leave allowance provided to 

them by the company.  Head of human resource departments had the following to say:   
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According to the Employment and Labor Relation Act of 2004 the employee is 

required to work six (6) days in any week, forty five (45) hours in any week and 

nine (9) hours in any day.  Therefore, any employee who work more than nine (9) 

hours in a day is paid overtime allowance, this amount of many is paid to 

employee direct to his/her bank account, we pay good compensation for overtime, 

and our employees have been comfortable with the compensation, this is why you 

do not hear our employees are on strike. 

 

Also, trade union had the following to say: 

The law prohibits the employee to work overtime except with the agreement by the 

employer and it should not exceed fifty (50) overtime hours in any four week 

cycle. Therefore, the company is helping to make sure that no employees working 

more than fifty (50) hours in any four week cycle. There is no complaint 

concerning overtime allowance from our members., what I know is that employees 

at TBL like to work overtime because the overtime allowance is good, and real 

make their earning better. 

Likewise, the findings obtained from questionnaire data revealed that majority of TBL’s 

employees were satisfied with overtime allowance provided to them, 56 respondents are 

not satisfied while 01 respondent is not sure as shown in Table 4.7. 

Table 4.7: Worker’s attitude about Overtime allowance 

Attitude  Frequency                 Percentage 

Satisfied 100 63.3 

Not sure 2 1.3 

Not satisfied 56 35.4 

Total 158                          100.0 

Source: Field data 2015 

The findings from interviews and questionnaires imply that employees at Tanzania 

Breweries were satisfied with overtime allowance provided to them by TBL. This is 

reflecting that Tanzania Breweries has been improving its competitive position in the 

local labor market and raising employees’ job satisfaction because so many employees 

like the extra income.  
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Also, TBL might have been saving expenses, since it is often cheaper using the same 

employees in extra hours than adding new employees that will incur extra cost of hiring, 

training, and benefits. The same observation was done by Holly and Mohnen (2012) 

about impact of working hours on work–life balance in German, the study revealed that 

compensated overtime has positive effects on employees’ job satisfaction; therefore, 

companies can satisfy their employees, even those with high workloads, if they 

compensate them for overtime.  

iii. Pension  

The study strived to explore the role of pension on job satisfaction at Tanzania Breweries 

Limited. The interview with heads of departments and Trade union representatives 

revealed that the employees are satisfied with the monthly contribution for their pension 

provided by their employer (TBL). One of the Trade union representatives had the 

following to say: 

Concerning retirement benefits….We do not have any worry with TBL, because 

the company pays the monthly contributions on time. Our members have options 

to join either the Parastatal Pension Fund (PPF) or the National Social Security 

Fund (NSSF).Therefore, in a nutshell I can say we are satisfied with TBL about 

our retirement benefits that it contributes to the social security funds, we are sure 

that our members have pension after retirement, since we normally crosscheck 

with the social security fund to see whether TBL send our contribution monthly, 

and there it is…. 

Head of human resource department commented the followings: 

We understand that Remittance of contribution is compulsory by law and 

is important for our employees after retirement; we as TBL, we remit such 

contributions every month instead of within one month after the end of 

each month as required by law, whereby our contribution as employer is 

15% and the employee is 5 percent of his/her monthly basic salary. We 

care about our employees, therefore we prepare good environment for 

them after retirement. I am sure that every employee is satisfied with our 

efforts for their retirement benefits, since there is no any retired employee 
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who had faced problem, for the reason that we did not contribute for 

his/her retirement benefit. 

 

Similarly, the results acquired from questionnaire data unveiled that majority of TBL’s 

employees were satisfied with pension contribution by TBL to Parastatal Pension Fund 

(PPF) and the National Social Security Fund (NSSF) and 10 respondents were not 

satisfied as shown in Table 4.8. 

Table 4.8: Worker’s attitude about Pension contribution by TBL 

Attitude Frequency                 Percentage 

Satisfied 148 94.0 

Not sure 0 0.0 

Not satisfied 10 6.0 

Total 158                          100.0 

Source: Field data (2015) 

The findings from interviews and questionnaires show that employees at Tanzania 

Breweries were satisfied with pension contribution by the company to Parastatal Pension 

Fund (PPF) and the National Social Security Fund (NSSF). The findings also imply that 

the employees were not confined to one social security fund, they are given opportunity 

to choose either of the two social funds (PPF and NSSF). The findings reflecting that the 

employees at TBL were satisfied with the way pension scheme is administered, this 

might have been affecting positively their level of job satisfaction because they work 

while they are sure about their retirement benefits. The similar observation was done by 

Wanjohi et al (2011) on their study about the role of pension schemes on motivation of 

employees in Tuskys supermarkets, Kenya. The study revealed that employees had high 

level of job satisfaction resulted from their satisfaction with the pension scheme. Because 

they were sure that they will have enough benefits at the time of retirement. 

4.2.2 Effects of non-monetary factors on job satisfaction 

The second objective of this study was to examine effects of non-monetary factors on job 

satisfaction at Tanzania Breweries Limited. The study strived to explore the effects of 

three factors (Working environment, Leadership style and Promotion) on job 

satisfaction. The exploration was done through the data collection methods and the 
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respective analysis was carried out to bring the information pattern of the interest of the 

study. 

i. Working environment 

The study to explored the effects of working condition on job satisfaction at Tanzania 

Breweries Limited. The interview with heads of departments and Trade union 

representatives revealed that the working conditions at TBL are good and have 

positive effect on employees’ job satisfaction. One of the Trade union representatives 

had the following to say: 

I admit that our members are working in safe environments, because the 

Company has a strong health and safety department which ensure that a 

strong culture of safety prevails at all times. A safe working environment 

is ensured for all employees by providing adequate and proper personal 

protective equipment, training and supervision as necessary.  

One of head of departments had similar comment as following: 

We are committed to releasing the potentials of our employees and 

creating a world class working environment where we motivate people to 

show exemplary performance and be the best at what they do. We have 

systems for auditing health and safety and for promoting a culture of safe 

working; we have regular training for production staff, monthly safety 

committee meetings, a system of review meetings which go up to director 

level and full involvement of trade unions and award schemes to 

encourage outstanding performance. Also, safety in all of our breweries 

and a malting plant audited by National Occupational Safety Association 

(NOSA) annually. 

Another head of department had the following to say: 

We are much concerned with our employees’ safety, we have invested for better 

working environment; there is good communication between employees and 

management, we have better and safe physical environment, also we have basic 

healthcare for our employees and where possible their dependants. For example, 



40 

we have on-site clinics with trained professionals and regular visits by doctors. 

Our employees have free or affordable access to basic healthcare for themselves 

and in some instance their families. 

The results from questionnaire data corresponds with interview findings, whereby 

majority of TBL’s employees  are satisfied with working condition at TBL and 27 

respondents  are not satisfied as shown in Table 4.9. 

Table 4.9: Worker’s attitude about working condition at TBL 

Attitude Frequency                 Percentage 

Satisfied 131 83.0 

Not sure 0 0 

Not satisfied 27 17.0 

Total 158                          100.0 

Source: Field data 2015 

The findings from interviews and questionnaires imply that employees at Tanzania 

Breweries are satisfied with working condition. The findings reflecting that there is good 

relationship between management and employees, there is team spirit among employees, 

and employees are no longer just feel that they’re working for only themselves, but also 

they are working towards attaining the organisational goals as a team. Moreover, the 

findings imply that employee might have high level of job satisfaction resulted from the 

good working environment which might have led to improvement of production at 

Tanzania Breweries Limited.  This is consistent with the study by Olarewaju & Fields 

(2014) and Ghana National Association of Teachers (2009). The studies revealed that 

working environments have impact to job satisfaction of employees, whereby the 

organisations with good working environments, have also employees with high level of 

job satisfaction.  

ii. Leadership style 

The study explored the effects of leadership style on job satisfaction at Tanzania 

Breweries Limited. The interview with heads of departments and Trade union 

representatives revealed that leadership style practiced by TBL management is 

participatory, and employees are happy and satisfied with the leadership style because 
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are involved in decision making through their representatives. One of the Trade union 

representatives had the following to say: 

The management of TBL has been involving employees in different decision 

making through their trade union representatives. For example, we have been 

involved in determining salary for the employees; actual amount of salary is 

determined by local management, usually through collective bargaining with 

trade unions. 

Another trade Union representative had the following remark: 

We are happy that TBL is committed to timely, honest and respectful 

communication and to freedom of expression of employees, also recorgnises the 

right to freedom of association of employees and further recognises that trade 

unions and collective bargaining form a normal part of labour/ management 

relations. Employee participation in problem-solving and decision-making is 

encouraged by the management. 

Head of human resource department had the following to say: 

TBL is valuing everything about its employees, including their opinion, and this is 

why we involve our employees in most of decision making through their 

representative, we need them to participate in decision making so as they know 

about their company and feel part of the decisions made. This has been helping a 

lot TBL management to avoid strike and employees’ turnover because every 

employee is satisfied by every decision by the management. For, example, regular 

training for production staff, monthly safety committee meetings, a system of 

review meetings which go up to director level, it is full involvement of trade union 

representatives. 

The findings from questionnaire confirmed that employees were satisfied by the 

leadership style practiced by TBL management, whereby many of TBL’s employees were 

satisfied with leadership style practised by management of TBL and 05 respondents  are 

not satisfied as shown in Table 4.10. 
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Table 4.10: Worker’s Attitude about Leadership Style Practiced by Management of 

TBL 

Attitude Frequency                 Percentage 

Satisfied 153 97.0 

Not sure 0 0 

Not satisfied 05 03 

Total 158                          100.0 

Source: Field data (2015) 

The study findings show that employees were satisfied with leadership style practiced by 

management of TBL, according to interview with heads of department and trade union 

representatives, it has been revealed that Management of TBL practicing participative 

leadership style. The findings imply that participative leadership style has been providing 

opportunity for employees to be part of decisions making in the organisation through 

their representatives. Also, implying that TBL might have been benefiting from the 

perceived motivational influences of employees. When employees participate in the 

decision-making process, they improve understanding and perceptions among colleagues 

and superiors which can ensure the completeness of decision-making and may increase 

team member commitment to final decisions. This imply that participative leadership 

style might have made employees to become motivated, feel they are part of Tanzania 

Breweries Limited and  have high level of job satisfaction. 

The same observation was done by Machumu and Kaitila (2013)’s study on influence of 

leadership style on teachers’ job satisfaction, the study revealed that democratic/ 

participative  leadership style if practiced in the organisation has positive effect to the 

employees’ job satisfaction compare to authoritarian leadership style, and thus help to 

reduce employees’ turnover. Also, Al-Safran et al. ( 1996) on their study about effect of 

principal’s leadership style on school environment and outcome in Kuwait and USA 

revealed that participative leadership style had positive impact on teachers’ job 

satisfaction. Moreover, the study by Mwangi (2013) on the effects of leadership styles on 

teachers’ job performance and satisfaction revealed that leadership styles have an effect 

on teachers’ job satisfaction amongst secondary schools. The schools that practiced 

participative leadership style had employees with high level of job satisfaction, low rate 
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of teachers’ turnover and good performance of students in their national examinations 

compare to schools that have been practicing authoritarian leadership style. 

iii. Promotion 

Furthermore, the study found out the effects of promotion on job satisfaction at TBL. The 

interview with heads of department and trade union representatives revealed that majority 

of employees are not satisfied with promotion at Tanzania Breweries limited. One of the 

trade union representatives said the following: 

We are not satisfied with employees’ promotion at Tanzania Breweries Limited, 

most of top management team members have been appointed from outside the 

organisation, the career development at TBL is very narrow and difficulty. 

Another trade union representative commented as following: 

Although the organisation provides regularly training to employees, but such 

training meant only to make employees efficient, but few of them are promoted, 

this is due to organisation policy which advocates promotion to employees who 

have shown excellent performance. But this is demoralizing other employees, 

since excellent performance in some of employees is ignored. 

 

Head of human resource department had the following to comment: 

The Company spent about TShs 1,175 million for staff training programmes in the 

year 2014 compared to TShs 1,270 million in 2013. The programmes are aimed at 

improving the employee’s technical skills and hence effectiveness. Training 

programmes have been and are continually being developed to ensure employees 

are adequately trained at all levels. All employees have some form of annual 

training to upgrade skills and enhance development. Promotion at TBL is not 

available for every employee but only to those who have shown outstanding 

competence and perfornace. It is true that some employees are not satisfied with 

promotion policy, but they have to know that when they show excellent 

performance, they will be promoted. 
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Similar to the findings from interview, questionnaire data show that majority of 

employees were not satisfied by employees promotion at TBL, 39 respondents are 

satisfied as shown in Table 4.11 

Table 4.11: Worker’s Attitude about Employee Promotion at TBL 

Attitude Frequency                 Percentage 

Satisfied 39 25.0 

Not sure 0 0.0 

Not satisfied 119 75.0 

Total 158                          100.0 

Source: Field data (2015) 

The findings of the study from both questionnaire and interview  indicate that majority of 

employees were not satisfied with employee promotion at TBL. This implies that few 

employees were promoted. This might be due to organisational policy that advocates 

promotion on basis of excellent performance.  Also, the findings reflect that job 

satisfactions of the majority of employees have been affected for long period of time, 

since majority of them are not yet promoted, and if the management won’t work on it can 

also affect the performance of the organisation in the near future. The similar observation 

was done by Mustapha and Zakaria (2013) on his study about the effects of promotion 

opportunity in influencing job satisfaction among academics in higher public institutions 

in Malaysia, the result indicated that there was a positive significant relationship between 

promotion opportunity and job satisfaction. Those employees whom were promoted had 

high level of job satisfaction than those whom were not promoted. Also, Kosteas (2011) 

study about Job Satisfaction and Promotions revealed that employees who received a 

promotion in the past two years had increased job satisfaction and Workers who believe a 

promotion is possible in the next two years also reported to  higher job satisfaction.  

4.2.3 Ways for solving problem of job satisfaction  

The third objective of this study was to find out ways that could solve the problem of job 

satisfaction at Tanzania Breweries Limited. The exploration was done through the data 

collection methods and the respective analysis was carried out to bring the information 

pattern of the interest of the study. The study strived to explore the ways that can be used 

by TBL management to solve the problem of job satisfaction.  
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The interview with heads of departments and trade union representatives revealed that the 

best way to solve the problems of job satisfaction is to improve motivation for employees 

by providing employees with housing allowance, better working condition, increasing 

participation of employees representatives in decision making and recognising 

employees’ hardworking at workplace. Head of human resource had the following to say: 

I believe that motivation is the best way to solve problems related to job 

satisfaction in our orgnisation. Our company has ability to provide more 

motivation to our employees, I think that building staff houses or providing 

housing allowance for all employees it will increase job satisfaction among 

employees; it is true that housing rent is very expensive in Dar es Salaam. It is the 

matter of making recommendation by employee. 

Head of corporate affairs and legal department had the following to comment: 

Toraise job satisfaction of our employees, we need to give more opportunities to 

employees in discussing and making decision together of different issues which 

affect their rights, also to continue providing them with the very competitive 

remunerations.  

One of the trade union representatives had the following to say: 

 I think that the best alternative is to provide housing allowance to every 

employee, to provide employees with better or the best working condition and use 

more appropriate leadership styles… It will help to solve problem of employees’ 

job satisfaction. 

The findings from questionnaire revealed that majority of respondents strongly agreed 

that improvement of motivation and working condition respectively will help to solve the 

problem of job satisfaction at TBL. Also, some of respondents agreed that if management 

meets employee expectations and use appropriate leadership styles respectively will solve 

the problem of job satisfaction at TBL as shown in table 4.12 
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Table 4.12:  Ways for Solving Problem of Job Satisfaction in percentage 

Source: Field data (2015) 

The findings for the study show that TBL can solve the problems of job satisfaction if it 

will provide employees with housing allowance, better working condition, increasing 

participation of employees representatives in decision making, recognising employees’ 

hardworking at workplace, also if the management at TBL will use appropriate leadership 

styles in leading the employees who have different social and economical background. 

The findings imply that improvement of motivation for employees at Tanzania Breweries 

Limited will increase the employees’ job satisfaction. The same observation was done by 

Al-Safran, et al (1996)’s study which revealed that leadership style had positive impact 

on employees’ job satisfaction. Also, the study by Ololube (2006) that employees’ 

dissatisfaction with working conditions has effect on employees’ turn over in the 

organisation. Moreover, the study by Olarewaju & Fields (2014) and Ghana National 

Association of Teachers (2009) revealed that working environments have impact to job 

satisfaction of employees, whereby the organisations with good working environments, 

have also employees with high level of job satisfaction.  

 

 

 

 

 

 

Alternatives Strongly 

disagree  

 

Disagree 

 

Not sure  

 

Agree 

Strongly 

agree 

If management improve 

motivation aspects 

09.0 12.0 05.0 10.0 64.0 

If management improve 

working conditions to its 

employee. 

03.0 06.0 01.0 15.0 75.0 

If management recognizes 

employee at workplace 

54.0 1.0 01.0 11.0 34.0 

If management meet employee 

expectations  

01.0 04.0 13.0 67.0 15.0 

If management use appropriate 

leadership styles 

15.0 06.0 11.0 45.0 23.0 
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.0 Introduction 

This chapter presents a summary for the study, conclusion and recommendations based 

on the findings presented and discussed in chapter four. 

5.1   Summary of the Findings 

The research was intended to explore the role of compensations in relation to employee 

job satisfaction at Tanzania Breweries Limited. Three research questions used to 

accomplish the study objectives were: What is the role of compensation on job 

satisfaction at Tanzania Breweries Limited? What are the factors affecting job 

satisfaction at Tanzania Breweries Limited? Which ways can be used to solve the 

problem of job dissatisfaction at Tanzania Breweries Limited? 

 A case study research design was applied; both primary and secondary data collection 

methods were employed in order to achieve the study objectives. Data collected were 

analysed by using various statistical techniques and presented in tables, percentages and 

frequency distribution. In the first objective, the study aimed at determining the role of 

compensation on job satisfaction at Tanzania Breweries Limited. The findings revealed 

that salary, annual leave allowance, overtime allowance and pension had positive role to 

employees’ job satisfaction. Also, the findings unveiled that housing allowance is had 

negative role to employees’ job satisfaction. 

 

In the second objective, the study aimed at determining non-monetary factors which 

affect job satisfaction at Tanzania Breweries Limited. The findings revealed that good 

working environments and participative leadership style had affected positively the job 

satisfaction of employees at Tanzania Breweries Limited. However, promotion is the only 

non-monetary factor which had affected negatively the job satisfaction of employees at 

Tanzania Breweries Limited.  
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In the third objective, the study aimed at finding out ways that could solve the problem of 

job dissatisfaction at Tanzania Breweries Limited. The study revealed TBL can solve the 

problems of job satisfaction if it will provide employees with housing allowance, better 

working condition, increasing participation of employees representatives in decision 

making, recognising employees’ hardworking at workplace, also if the management at 

TBL will use appropriate leadership styles in leading the employees who have different 

social and economical background. 

5.2  Conclusions 

Based on findings for every research objective presented, analysed and discussed in this 

research report, the study concluded the following: 

i. Role of compensation on job satisfaction  

Compensations have been affecting job satisfaction both positively and negatively. 

Salary, annual leave allowance, overtime allowance and pension to the retired 

employees have been raising job satisfaction of employees at Tanzania Breweries 

Limited; this has led to low rate of employees’ turnover at TBL. However, house 

allowance has been affecting negatively employees’ job satisfaction, and employees are 

feeling that are discriminated because house allowance provided only to the top 

management team of the company. 

ii.  Non- monetary factors which affect job satisfaction  

Good working environments and participative leadership style has been affecting 

positively the job satisfaction of employees at Tanzania Breweries Limited. However, 

promotion is the only non-monetary factor which affects negatively the job satisfaction of 

employees at Tanzania Breweries Limited because few employees have been promoted at 

TBL, for the reason that organisational policy advocates promotion on basis of excellent 

performance. Therefore, majority of employees have been working for the same job rank 

for long period of time which has led employees to have negative altitude with the 

management.  
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iii. Ways that could solve the problem of job dissatisfaction  

 TBL can solve the problems of job satisfaction if it will provide employees with housing 

allowance, better working condition, increasing participation of employees 

representatives in decision making, recognising employees’ hardworking at workplace, 

reforming the promotion policy so as to enable more employees to be promoted. Also, 

practicing more democratic leadership styles in leading and managing the employees who 

have different social and economical background. 

5.3 Recommendations 

Based on the findings of the study and the conclusion, the study recommends that the 

management of Tanzania Breweries Limited should reform the promotion policy so as to 

enable more employees to be promoted, This will help to reduce or eradicate negative 

perception that employees have against the management of the organisation. Also, the 

company should continue providing the competitive salary. This will help to build sense 

of confidence, thus attract more competent employees into the organisation. Also, 

improvement of working environment that will make TBL to be safer for working. 

Overtime allowance should be increased and provided to every employee, this will serve 

the company from hiring new employees and raise the job satisfaction of employees at 

TBL.  

5.5 Area for Further Research 

This study was specifically carried out in the Dar Es Salaam region in the Ilala district to 

determine the role of compensations in relation to employee job satisfaction using 

Tanzania Breweries Limited as a case study. However, further studies are needed to find 

out the factors which motivate employees to work hard for achieving the organization set 

goals since this study has shown how is it important to concentrate  on motivation as it is 

what inspire employees to work hard. 
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APPENDICES 

APPENDIX I 

INTERVIEW GUIDE 

(Heads of Departments and Trade union representative) 

A. Demographic characteristics 

1. Sex 

1. Male 2. Female 

  

2. Position 

Head of department Trade union representative 

  

3. Age ( In Years) 

(a) 18-25  (b) 26 – 35 (c) 36-45 4.45-55 (d) 56 and above 

     

4.  Level of education  

(a) Masters’ degree  

(b) Bachelors’ degree  

(c) Diploma  

(d) Certificate  

(e) Secondary education (Ordinary level  

(f) Secondary education (Advanced level  

(g) Primary education  
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B. Role of compensation on job satisfaction 

5. Employees are they satisfied with salary paid to them monthly by TBL? 

 6. Employees are they paid housing allowance?  

 7. If employees are paid housing allowance, are they satisfied? If not, are they also 

satisfied?  

 8. Employees are they satisfied with Annual leave allowance?       

 9. Employees are they satisfied with overtime allowance? 

C.  Non monetary factors affecting job satisfaction 

  10. Employees are they satisfied with working condition at Tanzania Breweries 

Limited? 

   11. Employees are they satisfied with Leadership Style Practiced by Management of 

TBL? 

   12. Employees are they satisfied with Promotion at TBL? 

D. Ways for Solving Problem of Job Satisfaction  

 

  13. Which ways do you think are appropriate for solving problems related to job 

satisfaction at      TBL? 
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APPENDIX II 

RESEARCH QUESTIONNAIRE 

I am a student at Mzumbe University pursuing MSc. Human Resource Management.  I 

am doing research study as a compulsory part of my programme. The purpose of the 

research is to examine the role of compensations in relation to employee job satisfaction 

at Tanzania Breweries Limited. Thus, I would be very grateful if you would spare some 

few minutes to fill in this questionnaire.  The information that you give will be treated 

confidential and your identity will not be exposed. 

 

Instructions:  

 Please put √ where appropriate  

A: Demographic characteristics of respondent  

4 Sex 

(a) Male (b) Female 

  

5 Age ( In Years) 

(a) 18-25  (b) 26 – 35 (c) 36-45 4.45-55 (d) 56 and above 

     

3. Level of education  

(a) Masters’ degree  

(b) Bachelors’ degree  

(c) Diploma  

(d) Certificate  

(e) Secondary education (Ordinary level  

(f) Secondary education (Advanced level  

(g) Primary education  
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B. Role of compensation on job satisfaction  

4. Are you satisfied with salary? 

          (a) Agree                              {         } 

          (b) Not sure                         {         } 

          (c) Disagree                         {         } 

5. Are you satisfied with housing allowance?  

          (a) Agree                              {         } 

          (b) Not sure                         {         } 

          (c) Disagree                         {         } 

6. Are you satisfied with Annual leave allowance? 

          (a) Agree                              {         } 

          (b) Not sure                         {         } 

          (c) Disagree                         {         } 

7. Are you satisfied with overtime allowance? 

          (a) Agree                              {         } 

          (b) Not sure                         {         } 

          (c) Disagree                         {         } 

C.  Non monetary factors affecting job satisfaction 

       8.  Are you satisfied with working condition at Tanzania Breweries Limited? 

          (a) Satisfied                          {         } 

          (b) Not sure                           {         } 

          (c) Not satisfied                     {         } 
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9. Are you satisfied with Leadership Style Practiced by Management of TBL? 

             (a) Satisfied                      {         } 

(b) Not sure                        {          } 

(c) Not satisfied                  {         } 

 

10. Are satisfied about Employee Promotion at TBL? 

(a) Satisfied                          {         } 

(b) Not sure                         {          } 

(c) Not satisfied                    {         } 

D. Ways for Solving Problem of Job Satisfaction  

 

  11. Which ways do you think are appropriate for solving problems related to job 

satisfaction at      TBL? Tick by choosing the appropriate works as shown strongly 

disagree, disagree, not sure, agree, and strongly agree. 

 

 Strongly 

disagree  

 

Disagree 

 

Not sure  

 

Agree 

Strongly 

agree 

If management improve 

motivation aspects 

     

If management improve 

working conditions to its 

employee. 

     

If management improve 

employee relation in the 

organization.  

     

If management recognizes 

employee at workplace 

     

If management meet employee 

expectations  

     

If management use appropriate 

leadership styles 

     


