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ABSTRACT 

 

The study has been conducted on the impact of employee job satisfaction on the 

performance of organizations in Tanzania private sector. The study was conducted at 

CRDB Bank as the actual area for the collection of the information to fill the 

knowledge gap. The study was guided by three hypotheses which were tested on 

organization performance namely employee commitment, employee retention and 

employee productivity. The study was performed using causal relationship testing 

approach whereas the information was obtained from the sample of 70 respondents 

through questionnaires. The information obtained was filled and grouped into the 

SPSS datasheet to run the data and get relevant statistics to present the primary data. 

Descriptive statistics were used to describe the respondents’ overview through 

demographic features using percentages, charts, histogram and frequency tables. 

Moreover, correlation and multiple regressions was performed and used to describe 

the relationship between study variables. Findings of the study provides that 

commitment of the employees is an automatic result caused by reciprocity whereas 

the organization must make sure that it provide key issues that are strongly needed by 

the employees to foster their satisfaction, Also employee retention is an essential 

element in the private entities because turnover affects performance because it subject 

the organization to other costs  of hiring training and coaching which most private  

entities wish to reduce them, Moreover this study suggest that job satisfaction fosters 

productivity because  this entails reciprocity because as employees are satisfied on the 

job automatically they feel obliged to return the favors to the organization. Generally, 

the study provides that the three study hypotheses which were employee 

commitment, employee productivity and employee retention altogether have been 

generated as positive with significant effect statistically on organization performance 

as the dependent variable (p<0.05). The implication of the findings is that 

organization performance in private banking entities in Tanzania through job 

satisfaction is influenced by employee commitment, employee retention and 

employee productivity.  
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CHAPTER ONE 

 

INTRODUCTION AND BACKGROUND 

 

1.0 Introduction 

This chapter describes the study on the assessment of the impact of employee job 

satisfaction on organization performance in Tanzania private sector. The study is 

guided by the assumption that employee’s job satisfaction positively influences 

performance of CRDB Bank in Tanzania. In that note three hypotheses have been 

identified namely employee’s commitment, employee’s retention and employee’s 

productivity that have been tested using causal relationship approach. This 

description of the study is undertaken using information from the background, 

problem statement, research objectives, and questions, significance of the study, 

scope of the study and the organization of the study.  

 

1.1 Background to the Problem 

Employees’ job satisfaction is an important aspect to be ensured in an organization to 

the employees as practitioners on various duties designated to be undertaken in the 

departments, sections, units and all segments found within the organization as per the 

respective structure (Hulin & Judge, 2003). This is because employees’ job 

satisfaction impacts performance of the organization which is necessary to be ensured 

both in public and private entities regardless of their size, scope, venture and the 

sector in particular (Spector, 1997). This is important in the especially in the private 

sector since the organizations in place in most cases are business-oriented seeking for 

profit generation to facilitate expansion, growth, prosperity and advancement 

(Thompson &Phua, 2012).  

 

This is contrary to the public sectors/entities in most cases that they are mostly 

operating as service delivery entities to the public and not for profit such that 

employees job satisfaction fosters less influence pertaining to productivity since they 

are not concerned with profit maximization (Latham & Budworth, 2007).  
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This is also embraced and supported by governments since the private sector is 

essential in making sure that it facilitates necessary conditions to ensure economic 

boost and growth such as employment generation, income generation both to 

individuals and the government through tax collections, generation of further 

investments and several other gains (Staw& Cohen-Charash, 2005).  

 

With that, organizations in various sectors among private entities have incorporated 

various motivation packages to ensure attainment of the organization performance 

(Judge et al, 1997). The motivation packages vary depending on the nature and 

practices of the organizations, its operations and financial capability that they 

determine the type of motivation packages to be included for the purpose of attaining 

performance (Baptiste, 2008). The packages are relative in their provision whereas 

they include several financial incentives such as meal allowances, fuel and transport 

allowances, bonuses, gratuities, loan packages, rewards and others.  

 

The other category of motivation packages includes various compensation benefits 

including payment of employees on tragedies that may occur while the individual is 

on service apart from medical charges and payment coverage such as accidents, loss 

of close family members and others (Robertson et al, 2012). The other package also 

include recognition which is also performed in different ways depending on the 

modality and pattern established by the individual organization depending on the size 

and nature of the entity in particular (Wright et al, 2007).  

 

A good example is most commercial banks in different parts of the world is that they 

constitute recognition package as the motivation effort which is performed through 

voting of employees on the best employee to be generated among them such that the 

one with highest votes is also assessed through the reports generated such as they also 

appear to be good; the picture of the individual is distributed throughout the branches 

of the organization which serve as something which is deemed to be achieved by 

many whereas in return fosters organization performance.   



3 

 

In that case, the pattern of growth in private sector is largely influenced by 

employees’ job satisfaction since it ensures the increase in the employees’ 

commitment because satisfaction of the employees on the job automatically implies 

that high level of commitment which is useful and essential in fostering performance 

of the organization (Schultz &Svhultz, 2010). Despite that, employees’ job 

satisfaction is considered an important measure to be achieved since it ensures 

retention of employees in the organization which has positive impact on the 

performance of the organization (Higgins, 1999). In addition to that, employees’ job 

satisfaction is further significant since it facilitates productivity of the employees in 

an organization which is useful in promoting performance.  

 

Tanzania in particular comprise of different organizations establishments with public 

and private entities in place in different sectors such as manufacturing, education, 

finance, logistics, tourism, insurance, tax, and several others (Harper, 2014). Public 

sectors by law have been designated and set as public service providers while private 

sector entities are business entities seeking for profit generation (Lindi, 2016). In that 

case, private sector in Tanzania has been developing with several challenges in place 

because sustainability has been a major issue of concern since they prosper and after 

sometime they tend to face decline with some being retarding and others perish 

completely and cease to exist in the market and the economy (Elinaza, 2018).  

 

This has rose a concern to undertake the study especially on the CRDB Bank since 

performance of the organizations has been uncertain whereas since most commercial 

banks recently have been experiencing closure, others have been experiencing 

economic downfall which has caused retrenchment of employees in various branches 

and several other issues comprising downfall (Elinaza, 2016). This in totality implies 

under performance of the entities which has resulted into downfall of the entities in 

the market and the economy.  
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This is evident with CRDB Bank as the commercial bank that is among the entity in 

the banking sector such that it has been facing underperformance as a result of several 

factors including satisfaction of the employees which is necessary to be considered 

(Elinaza, 2018). This is useful component because human capital are the movers 

towards realizing organization goals and objectives. This prompts the need to 

undertake the study because studies have concerned several aspects such as 

government policies and directives, risk management policies and practices and 

others; while little has been conducted on employee job satisfaction.  

 

This is evident in Ngellah (2018) who conducted a study on assessing the impact of 

the decision to withdrawal government funds from commercial banks on the 

performance of commercial banks in Tanzania. In addition to that, Jesca (2017) 

further conducted a study on assessing the effect of credit risk management on the 

performance of the banking organizations in Tanzania. Since that is the case, it is 

certain that little or less has been done on employees’ job satisfaction on the 

performance of the bank organizations with the focus to CRDB Bank in Tanzania 

which is the gap to be filled. In that note the study is undertaken to assess the impact 

of employees’ job satisfaction on the performance of private sector organizations in 

Tanzania.  

 

1.2 Statement of the Problem 

Employees’ job satisfaction is useful measure to be employed in ensuring 

performance of CRDB Bank since it ensures commitment of the employees including 

in decision making and undertaking in the entire work pattern (Harper, 2014). Despite 

that, job satisfactions among employees tend to foster retention which is essential and 

useful in performance of the organization. Furthermore, employees’ job satisfaction 

fosters productivity of the employees which sufficiently impacts performance of the 

organizations for that matter (Wright & Cropanzano, 2000).  
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This necessitates the need to undertake the study since various studies have been 

conducted on various aspects of performance in CRDB Bank as private sector entity 

including Elinaza (2016) assessed the relevance of increasing number of branches on 

the performance of CRDB Bank countrywide. Also, Elinaza (2018) examined 

performance of revenues in the year 2017 after the treasury single account (TSA) 

policy at CRDB Bank. 

 

Since that is the case the fact is that employees job satisfaction is essential and 

primary concern to ensure organization performance, this is because they are direct 

practioners and subjects to make sure that the required targets to be reached and 

realized are met(Fisher,2000).However once employees are less satisfied commitment 

and loyalty towards the organization and the job itself becomes low and affected, 

something which destroys employees morale such that performance  as well tend to 

be affected negatively (Cote & Morgan,2000) 

 

Despite that employee’s job satisfaction fosters high employee retention in the 

organization since they are satisfied with the entity which constitutes outcomes on 

organization performance. Moreover, employee’s satisfaction influences effectiveness 

and efficiency which also constitutes significant contribution to CRDB Bank 

performance. In that note little has been conducted on the influence of employees’ job 

satisfaction on the performance of CRDB bank which is the gap to be filled. 

 

1.3 Research Objectives 

1.3.1 General Objective 

The general objective of the study was to assess the impact of employees’ job 

satisfaction on the performance of CRDB Bank in Tanzania.  
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1.3.2 Specific Objectives 

i. To examine the impact of employee’s commitment on performance of CRDB 

Bank in Tanzania.  

ii. To determine the influence of employee’s retention on the performance of 

CRDB Bank in Tanzania. 

iii. To ascertain the extent to which employee’s productivity influence 

performance of CRDB Bank in Tanzania.  

 

1.4 Research Questions 

i. What is the impact of employees’ commitment on performance of CRDB 

Bank in Tanzania?  

ii. What is the influence of employees’ retention on the performance of CRDB 

Bank in Tanzania?  

iii. To what extent does employees’ productivity influence performance of CRDB 

Bank in Tanzania? 

 

1.5 Significance of the Study 

The study is useful in the sense that it reveals the influence of employees’ job 

satisfaction towards performance realization in CRDB Bank in Tanzania. The 

findings may be useful in ensuring policy generation and harmonization on the 

commercial banks to facilitate the performance outcomes. Despite that, the study may 

also be useful in other private entities and in public organizations whereas it can 

capture issues to include in their policies and practices pertaining to commitment, 

productivity and retention influence to ensure effective and efficient service delivery 

pattern among practitioners. In addition to that, the study is the strong foundation to 

pursue more studies in future. 
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1.6 Scope of the Study 

The study concentrates within human resources management (HRM) field whereas 

the focus is on employees’ job satisfaction on the performance of CRDB Bank in 

Tanzania. With that, the study seeks to fill the study gap on the respective area and 

field of study in Tanzanian environment.  

 

1.7 Organization of the Study 

The study is conducted in five respective chapters. The first chapter presents the 

overview of the study comprising various sections to justify the dissemination of the 

overview pattern of the study. Chapter two present the literature review of the study 

comprising the reviews of literatures in line with the theories and empirical studies; as 

well as the framework describing the variables of the study. Chapter three highlights 

the research methodology of the study. Chapter four presents the findings, analysis 

and the discussion. The last chapter presents the summary, conclusion and the 

discussion of the findings.  
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CHAPTER TWO 

 

LITERATURE REVIEW 

 

2.1 Introduction 

The chapter describes the literature review of the study which comprise of the 

definition key terms, theories guiding the study and the gaps within the literature 

justifying the undertaking of the study. In addition to that, the chapter describes the 

conceptual framework of the study which consist of the study variables and the 

pattern of influence towards knowledge gap filling for that matter. With that, the 

chapter is described in the following manner. 

 

2.2 Definition of Terms 

2.2.1 Job Satisfaction 

Employee job satisfaction is the assessment which seeks to measure the level of 

employee acceptance on the particular job that is being undertaken by the individual 

(Teven, 2007). The assessment is essential since it has impact on employee 

performance in the organization positively or negatively for that matter (Teven, 

2007).  

 

Bridam & Nwibere, (2008) defined job satisfaction as a degree to which an individual 

feel negatively or positively about the various facets of the job tasks, the work 

settings, relationship with co-workers and the job itself. 

 

2.2.2 Organization Performance 

Organization performance is the situation pertaining to the assessment that the goals 

and objectives of the organizations have been positively attained either prior to the 

expectations and sometimes beyond the expectations (Bowling, 2007). This involves 

the fact that the goals and objectives of the organization have been positively 

achieved pertaining to the outcomes.  
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2.3 Theoretical Reviews 

2.3.1 Affect Theory 

This is the theory on job satisfaction which emphasize on the notion that the 

employee is satisfied on the job on two main ground which are what one wants and 

expects on the job and also what one as the individual employee has and possess on 

the job (Locke, 1976). The theory asserts that satisfaction is motivated by the two 

concerns such that on what one wants entails that an employee or employees possess 

needs and wants which becomes expectations on the job before is hired for that matter 

which are mainly motivational (Moorman, 1993). With that, upon the granting of the 

job once the expectations are met and realized automatically fosters satisfaction and 

vice versa.  

 

On the other hand, job satisfaction to the employee(s) is/are motivated by what one 

has on the job such that once the employee possess certain qualities which are needed 

and appreciated in the organization; as well as being rewarded (Kalleberg, 1977); it 

fosters satisfaction since the possessed featured have seen to be useful to the 

organization such as skills and expertise which are valued and highly rewarded 

besides the statutory rights such as salaries and other benefits which are entitled as 

statutory provisions for that matter (Stawet al, 1986).  

 

The theory relates with the study because it shows the reality on satisfaction 

attainment on the employees such that what one has and what one expects are 

essential since as they positively match the needs and wants of the employee may 

foster satisfaction on the job which automatically influences organization 

performance. This is essential practice since it fosters the attainment of job 

performance in the organization for that matter.  

 

2.3.2 Equity Theory 

This is the theory on job satisfaction which relies on the fairness perception by the 

employee with regard to the social relationships in place especially with the employer 

for that matter (Adams, 1965). The fairness is determined on equity assessment which 
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is conducted by examining inputs and output ratio and compare them with other 

employers. In that case, once the ratio matches well between the comparative cases 

automatically the employee is likely to be satisfied on the job (Walsteret al, 1973). 

However, as the situation is opposite automatically satisfaction may be affected 

which impacts performance as well (Husemanet al, 1987).  

 

The theory relevant to the study on the ground that once employees are satisfied on 

the level of fairness in rewarding, promoting, compensation, respect and all other 

aspects in the organization with direct impact on employees which may be compared; 

satisfaction on the job is well attained to the employees since the feeling of equity is 

well maintained whereas performance in the organization becomes certain and 

automatic since they can be realized. This is necessary to be embraced since it has 

positive impact on the performance of the organization regardless of the sector it 

operates.  

 

2.3.3 Expectancy Theory 

This is a motivational theory which has been propagated by Victor Vroom. The 

theory provides that motivation in an organization to the employees and employer(s) 

is well generated and reached towards certain decision undertaken provided it is noted 

and assured that a certain gain which is expected is likely to be realized (Pinder, 

2009). The process is a two-way mechanism between the employer(s) and the 

employee(s) that they all have expectations which are relative that each part is well 

motivated to take certain initiative provided that it is seen and perceived to be 

beneficial and gain oriented (Deckers, 2010).  

 

The theory is useful since it is firm in addressing the needs and wants of those 

expected though they are relative such that it has influenced employers to develop 

measures to capture the needs as expectations of the employees such that the useful 

ones they tend to reward them for the purpose of retaining those (Inceogluet al, 

2012). A good example is the undercover boss measures that in United States several 

companies the owners and Chief Executive Officers (CEO) have been disguised 
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themselves and go undercover and work closely with their subordinates without being 

noticed and identify those useful and skilled for the greater good of the organization 

to carter for performance expectations (Klonoski, 2011).  

 

The theory is relevant to the study since it addresses the reality on the employee job 

satisfaction practices and initiatives in Tanzania private sector that the expectations of 

the entities in the sector is to assure sufficient and maximum productivity of the 

employees such that drastic measures must be employed to realize the expectations. 

In that case, employee job satisfaction is one of the measures employed to assure the 

realization of the performance expectations.  

 

2.4 Job Satisfaction Overview 

This is a proportion of job satisfaction with their movement whether they like the 

action or individual perspectives or parts of occupations, for instance, nature of work 

or supervision (Spector, 1997). Occupation satisfaction can be assessed in mental 

(evaluative), brimming with inclination (or eager), and social sections. Examiners 

have in like manner seen that movement satisfaction measures vary in how much they 

measure slants about the action (enthusiastic work satisfaction)or then again 

observations about the action (emotional occupation satisfaction).One of the most for 

the most part used definitions in progressive research is that of Locke (1976), who 

describes work satisfaction as a pleasurable or positive enthusiastic state coming 

about in view of the examination of one's movement or expert experiences.  

 

Job satisfaction is one of the basic attitudes that impact human conduct in the work 

place Newstrom and Davis (1986). Therefore, hierarchical conduct researchers are 

keen on accurately measuring job satisfaction and understanding its relationships for 

people at work. Some of the definition of job satisfaction provide clear impression of 

it and they were useful for this research study. 
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Others have depicted it as basically how substance an individual is with their 

development; paying little regard to whether the individual acknowledges the activity 

or not. It is evaluated at both the general estimation (offering little appreciation to 

whether the individual is content with the activity when in doubt), or at the 

component level (offering little appreciation to whether the individual is content with 

various bits of the activity). Spector (1997) records 14 typical features: Appreciation, 

Communication, Coworkers, Fringe benefits, Job conditions, Nature of the work, 

Organization, Personal improvement, Policies and theory, Promotion openings, 

Recognition, Security, and Supervision. Hulin and Judge (2003) have seen that 

activity fulfillment wires multidimensional mental reactions to a person's activity, and 

that these individual reactions have academic (evaluative), stacked with tendency (or 

fiery), and lead parts. 

 

Every organization that wants to strengthen its bond with its employees must invent 

in the development of their employees, Wodruffe, (1999). It entails creating 

opportunities for promotion within the company and providing an opportunity for 

training and skills that lets employees improves their employability on the internal 

and external labor market. Mayer & Smith, (2003) urges unambiguously that 

organization will do better retention of the employees by spending more resources on 

training and development. An organization that provides education and training will 

be more competitive and productive and will win the loyalty of its less productivity. 

 

Occupation satisfaction scales move in how much they assess the brimming with 

inclination feelings about the action or the scholarly examination of the action. 

Loaded with inclination work satisfaction is a theoretical create addressing an eager 

tendency individual have about their movement. In this manner, brimming with 

inclination work satisfaction for individuals reflects the degree of happiness or joy 

their action when all is said in done incites. Mental occupation satisfaction is an 

inexorably objective and steady evaluation of various parts of a livelihood. Scholarly 

occupation satisfaction can be one-dimensional if it incorporates evaluation of just a 

single part of an occupation, for instance, pay or maternity leave, or multidimensional 
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if in any event two highlights of a work are in the meantime surveyed (Thompson and 

Phua, 2012).  

 

Scholarly business fulfillment doesn't contemplate the level of rapture or delight that 

ascents up out of unequivocal occupation features, yet rather checks how much those 

development edges are chosen a decision by the activity holder to be pleasant in 

relationship with targets they themselves set or with different occupations. While 

insightful work fulfillment may comprehend energetic occupation fulfillment, the two 

structures are explicit, not in any way shape or form truly related, and have various 

forerunners and results (Moorman, 1993). Business fulfillment can comparatively be 

seen inside the more expansive setting of the degree of issues which sway a person's 

understanding of work, or their personality of working life. Occupation satisfaction 

can be acknowledged like its relationship with other key parts, for example, general 

achievement, worry at work, control at work, home-work interface, and working 

conditions. 

 

The assessment of occupation fulfillment through delegate obscure surveys ended up 

average during the 1930s. Yet before that time there was the beginning of eagerness 

for agent attitudes, there were only a lot of concentrates conveyed (Kalleberg, 1977). 

Latham and Budworth note that Uhrbrock in 1934 was one of the essential 

investigators to use the as of late made attitude estimation strategies to review 

mechanical production system worker mindsets. They moreover note that in 1935 

Hoppock coordinated an examination that focused unequivocally on occupation 

fulfillment that is impacted by both the possibility of the action and relationship with 

teammates and executives.  

 

A champion among the most noteworthy pieces of an individual's work in a bleeding 

edge affiliation concerns the organization of correspondence demands that the 

individual encounters at work (Staw and Cohen-Karash, 2005). Solicitations can be 

delineated as a correspondence load, which proposes the rate and unconventionality 

of correspondence inputs an individual must process in a specific time length. People 

in an alliance can encounter correspondence over-weight and correspondence under-
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load which can affect their segment of occupation fulfillment. Correspondence over-

weight can happen when an individual gets such a huge number of messages in a 

short time range which can bring about typical data or when an individual faces 

coherently complex messages that are dynamically hard to process. 

 

Job satisfaction has been perceived principal factor which is closely link with 

organizational productivity. Job satisfaction is the degree which is measuring those 

employees resemble their job and those are mostly certainly not. Judge et al (2017) 

said that when employee is satisfied to their job than it creates charming pressure 

within the organization, motivate employee to job well and organization can get 

excellent achievement from them. 

 

As a result of this method, given an individual's style of work and inspiration to finish 

an assignment, when a more noteworthy number of information sources exist than 

yields, the individual sees a state of over-load which can be particularly or on the 

other hand identified with business fulfillment (Judge et al, 2002). In examination, 

correspondence underweight can happen when messages or wellsprings of data are 

sent underneath the individual's ability to process them.  

 

According to the contemplations of correspondence over-load and under-load, if an 

individual does not get enough commitment at work or is insufficient in taking care 

of these data sources, the individual will undoubtedly end up baffled, annoyed, and 

discontent with their work which prompts a low element of occupation fulfillment 

(Hsieh & Chao, 2004).  

 

Overwhelming subordinate correspondence is a noteworthy effect on business 

satisfaction in the workplace. The way by which subordinates see a main's lead can 

unequivocally or unfavorably effect work satisfaction (Brief and Weiss, 2002). 

Correspondence direct, for example, outward appearance, eye to eye affiliation, vocal 

verbalization, and body improvement is fundamental to the staggering subordinate 

relationship. Nonverbal messages acknowledge a focal occupation in social 
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affiliations as for impression improvement, cheating, interest, social effect, and 

excited. Nonverbal instantaneousness from the executive augmentations social 

relationship with their subordinates impacting work fulfillment. 

 

The manner in which where supervisors talk with their subordinates non-verbally 

may could without much of a stretch contrast with the verbal substance (Abraham, 

1999). Individuals who repugnance and ponder their boss are less arranged to offer or 

have inspiration to work while people who like and think about their director will 

undoubtedly pass on and are content with their action and working environment.  

A main who uses nonverbal speed, pleasantness, and open correspondence lines will 

undoubtedly get positive analysis and high occupation fulfillment from a subordinate 

(Brief and Weiss, 2002). On the other hand, a chief who is single, terrible, and 

hesitant to bestow will regularly get negative info and make low employment 

fulfillment in their subordinates in the workplace.  

 

A Watson Wyatt Worldwide examination recognized a positive outcome between a 

collegial and versatile work environment and a development in financial specialist 

regard. Recommending that delegate satisfaction is authentically related to financial 

benefit (Baptiste, 2008). In excess of 40 percent of the associations recorded in the 

primary 100 of Fortune magazines, America's Best Companies to Work For 

furthermore appear on the Fortune 500. It is possible that productive workers value 

working at viable associations, regardless, the Watson Wyatt Worldwide Human 

Capital Index look at cases that feasible HR practices, for instance, specialist 

affirmation programs, lead to positive financial outcomes more as often as possible 

than positive cash related outcomes lead to extraordinary practices.  

 

Agent affirmation isn't just about gifts and core interests. It is connected to changing 

the corporate culture in order to meet targets and exercises or more all to interface 

specialists to the association's core value and feelings (Robertson et al, 2012). 

Indispensable agent affirmation is seen as the most critical program not solely to 
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improve laborer support and motivation yet notwithstanding unequivocally sway the 

budgetary situation.  

 

The qualification between the standard procedure (enrichments and centers) and 

imperative affirmation is the ability to fill in as a veritable business influencer that 

can push an association's crucial goals in a quantifiable way. Most by a long shot of 

associations should be creative, composing new things, game plans and better 

techniques for completing things. Regardless, progression is not so normal to achieve. 

A CEO cannot just organize it, consequently it will be. You have to intentionally 

manage an affiliation so that, after some time, improvements will rise.  

 

Perspective and emotions at work are related to business satisfaction. Personalities 

will as a rule be longer suffering anyway much of the time flimsier states of flawed 

origin, while sentiments are routinely progressively remarkable, brief and have an 

undeniable thing or cause (Fisher, 2000). Some investigation proposes demeanors are 

related to by and large business satisfaction. Positive and negative emotions were in 

like manner seen to be out and out related to for the most part work satisfaction. 

Repeat of experiencing net positive inclination will be a predominant pointer of as a 

rule business satisfaction than will power of positive inclination when it is 

experienced. 

 

Feeling work which is moreover observed as energetic organization implies various 

types of undertakings to direct enthusiastic states and shows (Fisher, 2000). Feeling 

the officials joins most of the discerning and careless undertakings to grow, keep up, 

or decay at any rate one pieces of an inclination. But early examinations of the 

consequences of energetic work focused on its frightful effects on masters, 

examinations of workers in a variety of occupations suggest that the results of 

enthusiastic work are not reliably negative. It was found that disguise of disagreeable 

sentiments reduces work satisfaction and the upgrade of beautiful emotions extends 

work satisfaction.  
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The effect that innate characteristics have had on a combination of individual 

complexities is particularly recorded. Some examination suggests genetic 

characteristics also accept a vocation in the common, direct encounters of occupation 

fulfillment like test or accomplishment instead of outward, ecological portions like 

working conditions (Holmberg, 2017). One test utilized blueprints of monozygotic 

twins, raised secluded, to test for the proximity of acquired effect on work fulfillment. 

While the outcomes show an enormous part of the qualification in business 

fulfillment was an immediate consequence of trademark factors (70%), hereditary 

impact is so far a minor factor. 

  

Acquired heritability was in addition proposed for a few the development qualities 

evaluated in the assessment, for example, bizarreness level, engine twisted 

necessities, and physical sales. Some assessment recommends a relationship among 

character and work satisfaction. In particular, this assessment depicts the action of 

negative affectivity and positive affectivity. Antagonistic affectivity is related 

unequivocally to the character idea of neuroticism (Fisher, 2000).  

 

People high in antagonistic affectivity are consistently arranged to encounter less 

business satisfaction. Gainful affectivity is related unequivocally to the character 

typical for extraversion. Those high in positive affectivity are consistently arranged to 

be fulfilled in various portions of their life, including their activity. Separations in 

affectivity likely effect how people will see target work conditions like compensation 

and working conditions, along these lines affecting their satisfaction in that 

movement. 

 

There are two personality elements related to work satisfaction, alienation and locus 

of control. Agents who have an internal locus of control and feel less irritated will 

undoubtedly experience work satisfaction, work affiliation and various leveled duty 

(Holmberg, 2016). A meta-examination of 187 examinations of business satisfaction 

assumed that high satisfaction was unequivocally associated with internal locus of 

control. The examination furthermore shown characteristics like high 

Machiavellianism, narcissism, quality shock, type a personality estimation of 
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achievement attempting and nervousness/irritability are similarly related to business 

satisfaction 

 

This is also facilitated by strategic human resources management process in the 

organization which is the process whereas an organization through the responsible 

unit, section or department depending with the structure identifies current and future 

human resources needs and wants for the organization for the purpose of assuring that 

the organization achieved its goals and objectives (Anca-Loana, 2013).  

 

Strategic human resources management process entails the practice that serve as the 

linkage between human resources management and the entire organization strategic 

plan at the moment and in the future to make sure that the goals and objectives prior 

to the adequate human capital are successfully realized (Conine, 1996).  

 

The most important practice in the strategic human resources management is to 

enable the organization to adapt changes and being flexible towards the goals and 

objectives of the organization (Steadham, 2006). This is certain because at any time 

the organization may experience merger and acquisition whether the entity is private 

or public such that human resources must be able to correspond with the changes as 

they occur since goals and objectives may change and or modified. Regardless of 

that, still the organization must be supplied with the human resources to carter for the 

realization of the goals and objectives at the moment or in the future (Conine, 1996).  

 

The concept has been supported by several scholars due to its relevance in the 

practice for instance Bulla and Scott (1994) perceive strategic human resources 

management process as the practice which assures that human resources requirements 

are well assessed and worked upon to satisfy the demands and needs of the 

organization as needed. Despite that, Reilly (2003) also perceive strategic human 

resources management process as the process which aim to assess labor demand of 

the organization, the size and the source where the supply may be generated to satisfy 

the demands.  
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This entails that strategic human resources are intended to assure that the needs and 

wants of the organization prior to the demands of the manpower as human resources 

is well assessed and ready to be sorted at the moment and in the future. This is 

facilitated by several accounts and practices to foster attractions both internally and 

externally whereas employer’s brand is one of the strategies that may be used 

(Ogunrinde, 2001). This is done especially to the employees within to generate the 

belief and trust that the organization is a better place for the employees to keep on 

working and several other potential ones that may be identified could be accessed and 

taken to become part of the team.  

 

Despite that, strategic human resources management process is facilitated through 

several retention strategies that may be designed to assure long stay of the employees 

especially the potential ones (Mello, 2014). This include attractive motivation 

packages depending with the policy of the organization since they differ from one 

another. This is very important because the environment is very competitive such that 

keeping potential employees in an organization is also a challenge to most 

organizations.  

 

In addition to that, strategic human resources management process is fostered through 

flexibility strategies which aimed to remove the rigidity and complexity since they 

automatically undermine efficiency and effectiveness in task undertakings (Salamanet 

al, 2005). This is evident with most bureaucratic organizations that they are highly 

affected with complexity and rigidity due to lack of flexibility which affect 

performance and outputs. Also, flexibility is exercised as well to the employees to 

assure that they are well connected with their jobs through various measures such as 

effective work-life balance initiatives and others.  

 

A good example of the organizations which have achieved this are the United Nations 

and its agencies that employees do not work over the week end and by 4:00pm they 

are out in most cases of the office. On top of that, in Friday they only work for half a 

day while during December they have a long holiday. Furthermore, employees are 
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also setup holidays with the organizations to enjoy with their families at their will. 

This has been assuring high level of motivation and desire to work with high level of 

retention than several other organizations.  

 

Moreover, strategic human resources management process is facilitated through 

recruitment and selection strategies of the organization (Mayo, 2015). This is 

executed in the manner that the organization must be able to identify the talent and 

competence it needs in each and every position available at the moment to be filled; 

and where to gather the right talent(s) and competence that may be required. This 

may be done through various techniques including job hunting, direct persuasion to 

the right candidate and several other techniques. Same techniques should be 

employed in the future career requirements.  

 

Any concept involving the organization consist of theories governing the description 

of the practice such that with strategic human resources management process is well 

guided with institution theory which asserts on the existence of pattern of rules, 

regulations and procedures governing behavior (Kaufmann, 2012). This is important 

in the strategic human resources management process that there must clear pattern of 

institutional setups towards assuring that the organization correspond positively with 

the attainment of the goals and objectives that must be realized through human 

resources management.  

 

Despite that, the other important theory is the resource dependence theory which 

provide that any activity and practice in the organization is likely to achieve the best 

provided that there are adequate resources to foster its realization (Tung, 2016). The 

most important and key resources are financial resources and human resources. With 

that, the theory is well connected with strategic human resources management process 

since it is the practice and process which assures the realization of the human 

resources in the organization which generates financial resources and others for the 

greater good of the organization to realize its goals.  
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Strategic human resources management process is wide and large since it undergoes 

changes as time goes on. With that, there are several issues in the world today taking 

place facilitating effective strategic human resources management process such that 

first the act of assessing current human resources capacity in the organization at 

present (Tung, 2016). This is important because strategies may be employed prior to 

the assessment of the current capacity that is available since it may enable the 

generation of the conclusion and way forward. Therefore, strategic human resources 

management process first in carrying further decisions, and forecasting depends first 

on the assessment of the current capacity and situation of its human resources.  

 

Apart from that, the other issue is the forecasting of the human resources 

requirements which entails the projection on future needs of the organization in terms 

of strategic goals to be attained (Tran, 2015). The focus in this is most on the external 

affairs that may be projected and internal ones for the greater good of the 

organization. In this the organization through the section, unit or department 

concerned must be able to project and answer on the type of skills that may be 

required for the manpower. Also, the jobs and staffs that may be required to fulfill 

certain future strategic goals, estimated budget, behavior of the environment to 

respond to the changes and others.  

 

Smith (1996) said that high job fulfillment is dependably incremented the profitability 

of an organization, thus the expanding organization performance too. However, 

remuneration is kind of major element which plays vital role on the level of job 

satisfaction. 

 

In addition to that, the other issue is gap analysis which observes the position and 

state of the organization at the moment and the position the organization seeks to 

reach in the future as per the long-term strategic goals (Mayo, 2015). Therefore, the 

concern is to assess the current human resources capacity and capability prior to the 

realization of the future strategic goals to enable the organization reach the position is 

seeks to reach after certain period of time. This entails the realization of the type of 
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employees available on whether they can enable such changes or otherwise and 

design measures to overcome the situation to assure performance.  

 

Moreover, the other issue is to develop appropriate human resources strategies to 

support the realization of the strategic goals (Kaufmann, 2012). This entails that after 

realizing all potential strengths, weaknesses and adequate way forward measures, it is 

necessary to execute decisions and strategies that automatically enables the 

realization of the strategic goals that needs to be attained. This may include issuing of 

training, hiring of new employees or manpower, sometimes terminating others where 

necessary and others provided that they assure positive results. 

 

2.4.1 Organization Performance Overview 

Organization performance is controlled by execution improvement which is assessing 

the yield of a specific business approach or system, by then modifying the procedure 

or strategy to gather the yield, increment effectiveness, or expansion the adequacy of 

the method or structure (Pink, 2013). In different leveled movement, execution 

improvement is genuine change in which the executives and administering body of an 

association set up and deal with a program which measures the current segment of 

execution of the connection and sometime later makes examination for adjusting 

various leveled lead and structure which are organized to achieve higher yield.  

 

Performance very much depends on perception, values and attitudes. There appears to 

be so many variables influencing job performance that is almost impossible to make a 

sense of them (Puskpakumari 2008) Performance refers to an individual ability, skill 

and effort in a given situation (Porter & Lawler 1974)Execution improvement can be 

related with either specific execution, for example, a contender or dynamic execution, 

for example, a hustling gathering or a business. Execution improvement at the 

operational or individual specialist estimation if all else fails joins frameworks, for 

example, quantifiable quality control (Foley, 2013). At the real estimation, execution 

improvement generally fuses gentler sorts of estimation, for example, customer 

immovability surveys which are utilized to get dynamic data about execution from the 

perspective of clients. 



23 

 

The fundamental destinations of progressive improvement are to increase definitive 

ampleness and adequacy to improve the limit of the relationship to pass on product 

just as organizations. A third region now and again engaged for improvement is 

progressive feasibility, which incorporates the path toward characterizing legitimate 

targets and goals (Horney, 2009). Execution improvement can occur at different 

measurements: an individual performer, a gathering, a legitimate unit, or the 

affiliation itself. The United States Coast Guard has dispersed the Performance 

Improvement Guide (PIG) which delineates various strategies and gadgets for 

execution the board at the individual and progressive measurements.  

There are two rule ways to deal with improve execution: improving the purposeful 

trademark by using the display arrange even more sufficiently, or by improving the 

intentional characteristic by modifying the introduction organize, which in this way 

allows a given component of usage to be progressively feasible in making the perfect 

yield (Ould, 2005). For instance, in a couple of diversions, for instance, tennis and 

golf, there have been inventive improvements in the gadgets used in these recreations. 

 

The improved mechanical gets together along these lines empowers players to 

achieve better execution with no improvement in bent by purchasing new equipment. 

The gadget, the golf club and golf ball or the tennis racket, outfits the player with a 

higher theoretical introduction limit. Execution is an extent of the results achieved. 

Execution efficiency is the extent between effort devoured and results achieved. The 

differentiation between current execution and the speculative execution cutoff is the 

presentation improvement zone (Hammer and Champy, 2011).  

 

Another way to deal with considers execution improvement is to believe it to be 

improvement in four potential areas. First are the advantage input essentials, for 

instance, lessened working capital, material, substitution or reorder time, and set-up 

necessities (Mitchell & Daniels, 2003). Second is the throughput necessities regularly 

observed as method profitability; this is evaluated with respect to time, waste, and 

resource utilization. Third is yield necessities consistently observed from a 
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cost/worth, quality, and convenience perspective. Fourth is result requirements did it 

end up having any sort of impact (Acocella, 2007).  

 

Execution is a one of a kind thought and should be addressed by concrete, 

quantifiable wonders or events to be evaluated. Baseball contender execution is 

reasonable covering different sorts of activities (Pink, 2013). Batting typical is a 

strong extent of a particular execution quality for a particular game activity, batting, 

for the game of baseball. Execution acknowledges an on-screen character or 

something to that effect anyway the performer could be an unmistakable individual or 

a social event of people acting in show (Jex & Britt, 2008).  

 

The introduction stage is the establishment or contraptions used in the display 

showing. In the examination of inborn human needs, lofty clinician Abraham Maslow 

in his concept of a chain of significance of necessities perceived respect and social 

fulfillment, earned by affirmation by family and associates, as a principal human 

need, and subsequently prepared to be joined to compose ventures that development 

execution (Foley, 2013). Abraham Maslow, on "Third Force" mind look into, unites 

portions of lead, mental, and energetic cerebrum research, and records for the impact 

of culture and society on direct.  

 

In business, human execution in arrangements, exercises and laborer responsibility 

can be improved through rationally compensating experiences which can trigger a 

huge gathering of inherent human sentiments and lead as recognized by Maslow 

(Pink, 2013). Including rewards in an introduction improvement game plan is an 

exhibited system to attract laborers and modify them to the association's targets. 

Awards can be cash or non-cash. Both quicken human lead. The extension of non-

cash awards to the hard and fast compensations group makes an outstanding method 

for opening the presentation capacity of people since it detaches a reward from being 

used as or saw as standard pay.  
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Non-cash awards overcome the untidiness to stir higher achievement of and drive 

increasingly essential quantifiable benefits. Cash as a reward can in like manner be 

spent on ordinary things like sustenance or gas and does not make the extended 

mental reward of achieving exceptional things, or centers to obtain things (Ould, 

2005). By interfacing with all components of the affiliation, an absolute prizes pack 

can heighten execution over the affiliation and bring singular targets into course of 

action with legitimate goals. Reward undertakings supporting improvement in 

arrangements and exercises can be feasibly paid for from the extension in pay or 

advantages which stream from the program, and without spending to compensate for 

your present measurements.  

 

There is liberal confirmation that cash related prizes are not fruitful outside the setting 

of very reiteration work. Once in a while, cash related helper plans may lessen 

delegate certainty, as in Microsoft's stack-situating system, where the total reward 

aggregate is fixed and laborers are assessed on a dishonestly fitted dissemination 

(Pink, 2013). This further connects with business execution the board since it works 

inside the space of the affiliation suggesting execution other than. 

 

The performance of organization is also facilitated by several other initiatives such as 

employee job rotation which is the practice employed by several employers in various 

entities both in public and private entities which entails the assigning of employee’s 

jobs throughout their employment career in different sections, departments and units 

(Eriksson & Ortega, 2006). This is mostly used as the strategy by employers to foster 

flexibility among employees in the organization, as well as the means to influence 

high retention of the employees in the organization and the way also to reduce stress 

at work among employees for that matter (Weber &Kwoh, 2012).  

 

The practice is well undertaken to foster learning among employees to master the 

organization needs, wants, goals and objective for the purpose of assuring adequate 

delivery pattern whereas one is able to be knowledgeable and skilled on the 

requirements of the job (McGuire, 1981). Despite that, rotation of employees 

facilitates the employer to learn on the employees’ behaviors and pattern of work on 
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the proactiveness, skills, sharpness, and response on objectives and goals of the 

organization in that matter (Bengt, 1988). 

 

Johnson (2004) asserts that it is important to note that the rewards have a lasting 

impression on the employee and it will continue and to substantiate the employee’s 

perception that they are valued. He further said people who feel appreciated are more 

positive about themselves and their ability to contribute. Employees who understand 

how their efforts contribute to the organization success are the most engaged ,and 

therefore the least likely to leave .therefore rewards also are very important for job 

satisfaction because it fulfill the basic needs as well as helps to attain the higher levels 

of goals Fred Luthans (2011) has suggested that highly satisfied employees tend to 

have better physical health, learn new tasks, less grievances and are less involved in 

job accidents. They take their jobs and ensure that they meet their targets. 

 

In addition to that, rotation is undertaken in the organization for the purpose of 

assuring employee motivation since the practice is useful measure in boosting career 

growth on employees since they are able to learn several practices in the organization 

in several departments which promotes the growth and development of employees’ 

skills (Cosgel&Miceli, 1999). This has been influencing engagement on one hand 

since for those wishing to see their careers advancing, they tend to be highly 

motivated with the organization through job rotation practices (Hatvany&Pucik, 

1981).  

 

Regardless of the practice and its relevance, job rotation is usually limited in any 

organization whether public or private because the rotation process and pattern 

usually has limits since not all sections, departments and units in the organization 

employees can be placed and being rotated due to the nature and sensitivity of the 

areas. With that, it is always limited to the sections and units which are liable for the 

practice to be embedded and secure employees to practice and rotate provided that 

they are liable for that.  
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Tanzania in particular consists of several entities as organizations in the economy and 

the society both public and private (Lawrence, 2009). The public sector is still large 

and stable with the private sector still growing because some entities are still unstable 

and fragile in their existence, operations and practice due to various concerns. Since 

the public sector is still strong in the employment sector in Tanzania, it is embedded 

with massive employee rotation practices because in various entities almost all of 

them in different sectors of the economy such as Ministries, universities, colleges, 

and others; employees as practitioners keep on rotating from one section to the other, 

departments, units and offices for that matter (Heale & Wong, 2010).  

 

Job rotation is within the policy in public sectors operations in Tanzania with the 

purpose of ensuring employee performance, motivation, learning and engagement to 

assure employee productivity, commitment and direct involvement which ultimately 

influence performance (Harper, 2014). Since that is the case, the situation has been 

the opposite for many years on the outcomes in public sectors that performance in 

different government entities both in central and local governments in different 

sectors of the economy has been underperforming to a great scale (Skinner, 2011). 

This has been attributed by the fact that the realization of goals and objectives to be 

attained has been far from reality despite the rotation practices in the public 

organizations being in place for many years. 

 

2.5 Empirical Reviews 

Saari and Judge (2014) carried out a study on assessing the influence of employee 

attitude on job satisfaction. The study mainly focused on the relationship between 

employee attitude and job satisfaction in an organization or workplace in line with 

performance. The study was performed in United States whereas the methodology 

used was the survey approach. Findings of the study indicated that the relationship 

between employee attitude and job satisfaction is positive in the sense that it 

facilitates commitment of the employees in the organization, productivity of 

employees, work morale increase and employee retention.  
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The variables are positive since they all facilitate employee and organization 

performance. This signifies a gap to be envisaged in Tanzania banking sector since 

little has been conducted on the area such that which is the gap to be filled in 

Tanzania. With that, the study is performed to assess the impact of employee job 

satisfaction on organization performance in Tanzania private sector.  

 

Rode (2014) conducted a study on examining the influence of job satisfaction and life 

situation at workplaces in organizations. The study was performed in European 

context whereas three countries were assessed on the pattern of job satisfaction and 

life situation at workplaces. The study was performed using comparative approach as 

the methodology through survey for that matter. Findings of the study indicated that 

job satisfaction indeed has positive influence on life situation at workplaces in the 

organization since it promotes a good and harmonious relation which fosters of the 

organization performance for that matter. This involves a gap to be filled in Tanzania 

private sector since especially in banking industry that little studies have been 

conducted on employee job satisfaction on performance such that the study is 

undertaken specifically to foster the filling of the knowledge gap as far as this study is 

concerned. 

 

Judge et al (2011) conducted a study on assessing the existing relationship between 

job satisfaction and job performance in organizations. The study was performed in 

Canadian context whereas qualitative and quantitative approaches were used as the 

methodology of the study. Findings indicated that the relationship between job 

satisfaction and job performance is positive since four variables tested such as 

commitment of the employees, trust of the employees; retention and productivity 

have been found positive and significant statistically. This signifies a gap in Tanzania 

private sector especially in the banking industry that little has been studied on the 

relationship between job satisfaction and organization performance whereas the study 

is undertaken specifically to fill the study gap. 
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Jorgensen et al, (2005) conducted a study on examining the role of job satisfaction 

features and practices in manufacturing sector development in the United States of 

America (USA). The study has been undertaken in the United States context with 

cross sectional survey design as the appropriate study methodology. Findings 

indicated that job satisfaction practices and initiatives have been highly useful in 

sharpening skills of the employees quickly since they have been able to rotate and 

move in various departments and sections where they learn the organization and the 

skills in such departments which has been useful in fostering performance in the 

sector and assure attraction of the practice being embedded in other sectors.  

 

This entails the gap to be envisaged in Tanzania private sector since the entities have 

been employing the strategy for many years among its employees though the outcome 

on performance has been highly devastating since the outcomes has been 

underperforming which has rose the concern to undertake the study since the practice 

has been persisting for long time. Therefore, the study is undertaken specifically to 

assess the effect of employee job satisfaction on the performance of private sectors. 

 

Jaturanonda (2006) carried a study on assessing the practices of job satisfaction in 

both public and private sectors in Thailand and their relevance in the performance 

outcomes. The study has been performed in Thailand context with survey design as 

the methodology to facilitate the information generation process. Findings of the 

study indicated that job satisfaction in Thailand has been achieved in the area 

specifically to assure skills development quickly among employees in the 

organization as the main target for performance outcomes.  

 

Despite that, the other concern is for the management of the entities to capture the 

skills and relevance of their employees in the skills pattern and the response to the 

tasks for performance concerns for that matter. This has prompted the generation of 

positive results and outcomes since entities have been a achieving a great deal of 

success useful to assure the acknowledgement of the set goals and objectives as far as 
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the study is concerned. The initiatives have enabled companies and firms to achieve a 

great deal of success on that.  

 

2.6 Conceptual Framework 

Conceptual framework is the model which specifically reveals the study variables and 

the pattern of influence in generating new knowledge (Thomas, 2009). The model is 

essential in fostering the actual dissemination of the study variables particularly in 

performing information generation by the use of causal relationship testing approach 

in ensuring information generation in filling the knowledge gap. The study variables 

are independent and dependent ones which have been derived from the literature in 

line with the study for performing causality testing approach in ensuring knowledge 

gap filling. The variables are shown in figure below.  

 

Figure 2. 1: Conceptual Framework 

Independent Variables                                                    Dependent Variable 

 

 

 

 

 

 

 

 

Source: (Researcher, 2019) 
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The framework describes the study on assessing the impact of employee job 

satisfaction on performance of CRDB Bank in Tanzania. The study is guided by the 

assumption that employees’ job satisfaction positively influences performance of 

CRDB Bank in Tanzania. In that note, three hypotheses have been identified namely 

employee commitment, employee retention and employee productivity that are 

thought to be tested using causal relationship approach in ensuring gap filling which 

are stated below.  

H1. Employees’ commitment positively influences performance of CRDB Bank in 

Tanzania. 

H2 Employees retention positively influences performance of CRDB Bank in 

Tanzania. 

H3 Employees productivity positively influences performance of CRDB Bank in 

Tanzania. 
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CHAPTER THREE 

 

RESEARCH METHODOLOGY 

 

3.1 Introduction 

The chapter highlights the methodology which was used to facilitate the entire 

process of knowledge creation and generation for that matter. The methodology 

comprised various steps which were presented in sections within the chapter which 

assured filling of the knowledge gap for that matter. In this matter, the study 

methodology is as follows:  

 

3.2 Research Paradigm 

This refers to the philosophical views in research undertakings (Goodwin, 2005). The 

views are grounded under two leading opposing views namely positivism and 

phenomenology with implication on the sources of facts to fill the study gap and the 

nature of the reality setting in undertaking the study. The study therefore used 

positivism since the knowledge was obtained through the structured questionnaire as 

the data collection instrument. The reality of the study was summoned into study 

hypotheses to test the relationship between study variables.  

 

3.3 Research Design 

This is the way specifically which can be used to assure the collection of the 

information to fill the study gap (Creswell, 2012). The study design usually depends 

on the requirements of the study and the type of information that may be used to fill 

the gap. The study therefore used case study design since it focused specifically on 

CRDB Bank community as the population to be studied with intensive systematic 

investigation in order to examine in depth the data relating to the research variables. 

Also, the study used case study because the study wants to describe the situation of 

the CRDB Bank in terms of performance as the case supported by causal relationship 

approach to perform relationship testing between study variables.  
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Moreover, case study allows a lot of details to be collected within the small sample 

size that would not normally be easily obtained by other research designs since it goes 

in depth to the study. 

 

3.4 Research Approach 

Since the study employed explanatory design, the approach of the study was 

quantitative because the information generation was performed using causality testing 

mode whereas information was filled using testing of the study variables as the 

independent on the dependent variables respectively.  

 

3.5 Study Area 

The study was undertaken in CRDB Bank in Dar es Salaam city because the bank is 

among the successful commercial bank in Tanzania which is essential in ensuring 

successful information gathering and generation which reflects the actual reality on 

the problem to be envisaged in Tanzania.  

 

3.6 Types of Data 

The study used primary data which were collected from the field as fresh information 

to assure information generation towards gap filling. They were obtained from the 

relevant respondents selected as the sample size for the study. Secondary information 

was used whereas they were obtained from various published sources together with 

the hypotheses of the study whereas they were used to support primary data in the 

discussion’s results of the study. 

 

3.7 Sampling Design 

The study comprises of the population specifically in the selected study area whereas 

the respondents as participants to the study were obtained from the population which 

consisted of the employees in the respective organization. The design of the sample is 

complemented further by sampling unit, sample size and sampling procedures.  
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3.7.1 Sampling Unit 

This entails the unit of analysis for the study whereas it comprised of the individuals 

as employees in the organization and the respective key informants serving as 

members to the investigation and no other animal or living being. 

 

3.7.2 Sample Size 

The study consisted of the employees as the sample size because they are the 

participants to the study useful in assuring sufficient information generation for the 

study. They include members in the respective commercial bank to provide useful 

facts to assure information gap filling for that matter. They include a total number of 

70 respondents because they all served as members useful to assure gathering of 

reliable information to fill the study gap. The study also includes two (2) key 

informants from the management CRDB as the commercial bank in Tanzania.  

 

The sample size is determined through Webb (1991) proposing that as the number of 

inhabitants in the region extending between 100-1000, 10% is proper example size. 

Then again with the populace going between 1000-2000, 5% is the suitable example 

size. Additionally, with the populace more noteworthy than 2000, 1% is the fitting 

example size. All things considered, the number of inhabitants in the region is 

between 100-1000 while with 10% necessity; the example size is exact. 

 

3.7.3 Sampling Procedure 

The study used purposive sampling technique because the respondents which were 

selected include participants skilled and knowledgeable on the issue which is under 

study for that matter for assuring information generation process.  

 

3.8 Data Collection Methods 

Since the study used primary data questionnaires were used to assure information 

generation process.  
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3.8.1 Questionnaire 

Questionnaire as the method was used for data collection whereas self-administered 

questionnaires were administered to the employees in the selected case study. This is 

because the study was performed using causality test which required quantifiable 

data. Therefore, questionnaire is the only data collection tool which assures 

generation of quantifiable data from primary sources.  

 

3.9 Validity and Reliability 

Validity and reliability were conducted to assure the quality of data pattern in 

measurements. With that, validity was first conducted to carter for accuracy in filling 

of the facts. This was first tested using pilot testing approach of the questionnaire 

until they are approved by the supervisor for collection of the data. Besides that, 

reliability was followed to assure consistence of the study variables whereas it was 

well articulated using Cronbach Alpha test. The reliability test is illustrated in table 

3.1 which is as follows.  

 

Table 3. 1: Cronbach Alpha Test 

Study Variables Cronbach Alpha Values 

Employee Commitment 0.723 

Employee Retention 0.759 

Employee Productivity 0.780 

Organization Performance 0.702 

Source: Field Data 

 

The information on the above table is the results on the reliability analysis on all 

study variables to be tested for ensuring knowledge gap filling. The results vividly 

describe the variables in their totality as being reliable and consistent because Trochin 

(2000) provides that the measurement of reliability on study variables to be tested is 

verified by the values of the alpha coefficient being 0.7 and above which is the actual 
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reflection of the variables values in the table above. Therefore, the constructs are 

reliable. 

 

3.10 Data Analysis 

The collected information was clustered quantitatively whereas the results were 

computed in SPSS datasheet version 23.0 to generate relevant statistical tools to 

present primary data. Descriptive statistics were generated to describe the profile of 

the respondents which include frequency tables and percentages. On top of that, 

correlation and multiple regression analysis were used describe the existing 

relationship between study variables in assuring knowledge gap filling. The study is 

quantitative while supported qualitatively.  

 

3.11 Ethical Consideration 

The study observed ethics and standards to be followed as requirements whereas first 

the whole study conduct was performed in accordance to the university guidelines set 

in the prospectus. Despite that, the research undertaking was done in accordance to 

the permission that has been granted by the university through the clearance letter. 

Moreover, the process of information gathering took place while observing 

confidentiality of the respondents prior to the information they gave in facilitating the 

accomplishment of the study.  
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CHAPTER FOUR 

 

FINDINGS OF THE STUDY, ANALYSIS AND THE DISCUSSION OF THE 

FINDINGS 

 

4.1 Introduction 

The chapter provides the description and illustrations of the study findings which 

consisted of the information which has been collected from the respondents 

corresponding with the hypotheses tested in facilitating knowledge gap filling. The 

chapter also comprises the description of the analysis on the study hypotheses 

through relevant statistical measurements; and the discussion to complement the 

findings of the study.  

 

4.2 Respondents Characteristics 

This provides the facts on the overview of the CRDB Bank employees entities which 

have achieved a sufficient degree of growth and success in the economy and the 

market through as respondents based on the case picked for the study to be 

undertaken for that matter. In that regard, the overview is described through three 

main variables of gender, age and the education level.  

 

4.2.1 Age of the Respondents 

The information on age of the respondents has been gathered with table and figure 4.1 

present the results.  

 

Table 4. 1: Age 

Age 

 Frequency Percent Valid Percent Cumulative Percent 

 21-30 4 5.7 5.7 5.7 

31-40 30 42.9 42.9 48.6 

41-50 27 38.6 38.6 87.1 

Above 51 9 12.9 12.9 100.0 

Total 70 100.0 100.0  

Source: Field Data 
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Figure 4. 1: Age 

 

Source: Field Data 

 

The findings of the study on age of the participants to the study provides that 5.7% 

respondents are of age 21-30 years, 42.9% respondents consist of 31-40 years, 38.6% 

respondents are 41-50 years, and 12.9% are above 50 years of age. The implication of 

the findings is that CRDB Bank employees in large number are those in sufficient 

working group as experienced, energetic and young in the mid–aged section. This is 

summoned also by Bowling (2007) providing that commercial banks are business 

entities seeking maximum productivity for survival and further growth in the 

competitive environment. In that case, on the practitioners most prefer working group 

lying within mid-aged category since they are highly productive and innovative in 

ensuring the realization of the organization goals and objectives.  
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4.2.2 Gender of Respondents 

Facts on gender of respondents have been assembled also and described in table and 

figure 4.2. 

 

Table 4. 2: Gender 

Gender 

 Frequency Percent Valid Percent Cumulative Percent 

 Male 51 72.9 72.9 72.9 

Female 19 27.1 27.1 100.0 

Total 70 100.0 100.0  

Source: Field Data 

 

Figure 4. 2: Gender 

 
Source: Field Data 
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It is evident with the findings on gender of the respondents that 72.9% are male and 

27.1% respondents are female. This implies that CRDB Bank in Tanzania comprise 

of men and women as employees. This is verified with Hulin and Judge (2003) that 

banking sector entities all over the world comprise of employees in all sectors and 

organizations in the mixture of both men and women.  

 

4.2.3 Level of Education of Respondents 

The study comprises information on the education level of the respondents which are 

shown in table and figure 4.3.  

 

Table 4. 3:  Level of Education 

Education 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid Diploma 17 24.3 24.3 24.3 

Bachelor degree 
38 54.3 54.3 78.6 

Master’s degree 15 21.4 21.4 100.0 

Total 70 100.0 100.0  

Source: Field Data 
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Figure 4. 3: Level of Education 

 
Source: Field Data 

 

The findings on education level of the respondents provide that 24.3% of the 

respondents are diploma holders, 54.3% of the respondents are holders of the 

bachelor degree, and 21.4% are holders of master’s degree. This implies CRDB Bank 

since it focuses on maximizing gains through profitability it has also invested in 

manpower to the extent that they seek to possess skilled manpower to facilitate the 

realization of the goals and objectives of the organization(s). This is connected with 

Judge et al (2001) stating that banking sector organizations usually expect gain and 

positive outcome on the organization as expectations. With that, they usually 

constitute adequate and skilled human resources to make sure that the goals and 

objectives of the study are attainable.  
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4.3 Mean and Standard Deviation 

Mean and standard deviation are tested to show the variable among the study 

hypotheses with stronger influence than the other study assumptions on the 

performance of organization(s) as the dependent variable. Therefore, table 4.4 present 

the findings.  

 

Table 4. 4: Mean and Standard Deviation 

Study Variables Mean Standard Deviation N 

Organization Performance 3.291 2.1005 70 

Employee Commitment 3.571 2.2277 70 

Employee Retention  3.602 2.2441 70 

Employee Productivity 3.779 2.2625 70 

Source: Field Data 

 

The findings on the central tendency measures provide that employee productivity as 

the study hypotheses to be tested on the performance of CRDB Bank is the leading 

determinant of organization performance than other hypotheses on testing which are 

employee retention and employee commitment. This is because the hypothesis has 

higher mean value than the other variables tested on the organization performance 

(3.779).  

 

This implies that organization performance at CRDB Bank in Tanzania through job 

satisfaction is fostered strongly by employee productivity and followed by employee 

retention and finally commitment of the employees. The standard deviation also 

provides that the values are less than 3 whereas the variables variances are minimal 

which signifies that the respondents’ level of opinion did have much difference.  
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This perception is well connected with Latham and Budworth (2007) that employees’ 

satisfaction is very important since it generates value to the employee and the 

organization because it impacts the productivity of the employee on performance 

which automatically ensures gain in the organization for that matter. This is evident 

with the fact that once employee(s) is/are satisfied with the job is usually reflected in 

the productivity outcome such that once the satisfaction is certain productivity is 

likely to improve and advance which assures organization prosperity and growth.  

 

4.3.1 Inferential Analysis 

This is conducted to show the relationship between the independent variables as the 

study hypotheses on the dependent variable in facilitating information generation to 

fill the knowledge gap of the study. With that, the analysis comprises of correlation 

and multiple regression whereas first the inclusive influence of all study hypotheses 

on the dependent variable is performed by means of model summary test which is 

illustrated in table 4.5.  

 

Table 4. 5: Model Summary 

Model  R  R 

square  

Adjusted 

R Square  

Standard 

Error of 

Estimate  

Change Statistics Durbin- 

Watson  

1 .593 .515 .510 48.721 .457 43.152 .000 1.485 

Source: Field Data  

 

Independent Variables: Employee Commitment, Employee Retention and 

Employees Productivity. 

 

Dependent Variable: Organization Performance 
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The findings on the inclusive influence of all study variables on the dependent 

variable are illustrated through the value of R2 which provides that performance of 

CRDB bank as the bank organization in Tanzania through job satisfaction is driven 

positively by employee commitment, employee retention and employee productivity 

by 51.5%. The implication of the findings is that job satisfaction indeed constitutes 

positive influence on performance of CRDB Bank through employee commitment, 

retention and productivity. This vividly entails that the assumptions of the study have 

been positively realized.  

 

This is complemented as well by Robertson et al (2012) stating that job satisfaction is 

indeed useful venture and apparatus to foster performance of the organization since it 

automatically influences commitment of the employees, as well as retention and 

productivity because satisfaction on the job by employees automatically fosters other 

good practices by the employees in the work undertakings.  

 

4.3.2.1 Correlation Analysis 

This is tested for the purpose of showing the variable among the study hypotheses 

tested on the dependent variable possessing stronger influence on the dependent 

variable. The findings are shown in table 4.6.  
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Table 4.6 Correlation Analysis 

****p<0.001, ***p<0.05, *p<0.1 

Source: Field Data  

 

The findings on the correlation provide that employee productivity as the study 

hypothesis correlate most than other hypotheses tested on the performance of the 

organization because the variable has larger correlation value (0.506) than other 

hypotheses tested on the dependent variable.  

 

This implies that performance of CRDB Bank in Tanzania is strongly influenced by 

employee productivity than commitment and retention. Though the correlation is 

rather significant, the coefficient is definitely small which is to say that there is no 

multicollinearity. This is an error which is sorted by multiple regression by the 

Variance Inflation Factor (VIF) measurement.  

 

  
Organization 

Performance 

Employee 

Commitment 

Employee 

Retention 

Employee 

Productivity 

Person 

corr. 

Organization 

Performance 
1 0.267 0.302 0.506 

Employee Commitment 
0.267 1 0.20 0.033 

Employee Retention  
0.302 0.25 1 0.128 

Employee Productivity 
0.506 0.03 0.02 1 

Sig. (1-

tailed) 

Organization 

Performance 
1 0 0 0 

Employee Commitment 0 1 0.022 0.16 

Employee Retention  0.027 0.013 1 0.039 

Employee Productivity 0 0.02 0.04 1 

N 

Organization 

Performance 

70 70 70 70 

Employee Commitment 70 70 70 70 

Employee Retention  70 70 70 70 

Employee Productivity 70 70 70 70 
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4.3.2.2 Multiple Regression Analysis 

This is conducted to describe the influence of each hypothesis on the dependent 

variable to sort the multicollinearity problem which has been noted. Also, the analysis 

seeks to provide the actual influence of every study hypotheses on the dependent 

variable with the findings shown in table 4.7.  

 

Table 4. 6: Multiple Regression Analysis 

Model  Unstandardized 

Coefficients 

Standard

ized 

Coefficie

nts  

T  Sig. VIF 

B Std. error  Beta  

(constant) -13.812 5.252  -1.192 .121  

Employee Commitment 2.278 .315 .504 12.279 .000 2.910 

Employee Retention 2.305 .405 .546 12.527 .000 2.622 

       

Employee Productivity 2.522 .461 .584 12.851 .000 2.244 

Source: Field Data  

 

The findings on multiple regression described in the above table provide that the three 

hypotheses of the study such as employee commitment, employee retention and 

employee productivity are positive with significant outcome on the organization 

performance as the dependent variable that p<0.05. This implies that performance of 

CRDB Bank in Tanzania is influenced by employee commitment, employee retention 

and employee productivity since it has been verified that the outcome of the study 

hypotheses has been positive on the dependent variable which is certain and vivid that 

the influence is positive and it is in line with the reality that the variables indeed 

influence positively performance of the organizations. Furthermore, the values of VIF 

also indicate to be less than 5 which is vivid that multicollinearity error has been 

solved.  
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CHAPTER FIVE 

 

DISCUSSION OF THE FINDINGS 

 

5.1 Introduction 

The chapter provides the description of the discussion of the study variables in line 

with the study hypotheses whereas the following serve as the description of the 

discussion.  

 

5.2 Employee Commitment and Organization Performance 

The findings indicate that employee commitment as the independent variable is 

positive and possess significant effect on organization performance at CRDB Bank as 

the dependent variable implying that performance of the organization in the banking 

sector in Tanzania through job satisfaction is influenced by employee commitment. 

This is verified by Harper (2014) that satisfaction of employees on the job has been 

the issue of concern on performance which has fostered many entities to have 

motivation packages in their policies to influence satisfaction on the job. The issue 

which is targeted by the organization is the commitment of the employees to the 

organization since it benefits the organization.  

 

Wright et al (2007) also provide that commitment of the employee is very important 

in an organization to ensure performance of the employees and the organization as a 

whole. Since that is the case, satisfaction of the employees is best to be attained by 

the organization to ensure that commitment is well achieved for that matter for the 

purpose of ensuring good practices and proactiveness fostering performance of the 

organization.  

 

5.3 Employee Retention and Organization Performance 

The study findings in table 4.7 indicate that employee retention as the independent 

variable and the hypothesis is positive and significant on the statistical note on 

organization performance at CRDB Bank as the dependent variable. This implies that 

organization performance in the banking sector through job satisfaction is influenced 
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through employee retention. This is approved as well by Rode (2014) stating that job 

satisfaction is an important aspect to be attained by the organization to the employees.  

 

This is attributed by the concern that among gains emanating from the initiative is 

employee retention which is essential element in the private entities because turnover 

affects performance because it subjects the organization to other costs of hiring, 

training and coaching which most private entities wish to reduce them. Also, Saari 

and Judge (2014) provide that job satisfaction on employees is a necessary and 

important component in work places because it possesses several significant 

outcomes which may be useful in facilitating gains in the organization pertaining to 

performance.  

 

5.4 Employee Productivity and Organization Performance 

Furthermore, the study results pointed out that employee productivity as the study 

hypothesis is positive with statistically significant effect on the organization 

performance at CRDB bank as the dependent variable (p<0.05). This implies that 

organization performance in banking sector through job satisfaction is influenced by 

employee productivity.  

 

This is comprehended by Thompson and Phua (2012) that satisfaction of the 

employees on the job once is realized on the employee or a group of employees 

automatically it impacts positively the productivity pattern of the satisfied employees 

which automatically fosters organization performance. This is the desire among many 

organizations to foster employees to match with the organization goals and objectives 

which automatically entails performance.  

 

In addition to that, Teven (2007) also provide that job satisfaction is an important 

achievement in an organization because it fosters behavior and practices on 

productivity of the employees because once the employee is positive and satisfied 

with the job automatically has the high chance of performing well since they are 

positive with the area, surroundings and the job itself fostering productivity.  
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This is something which most private entities strive to achieve to the employees 

through motivation packages offered by the organization and several other initiatives 

to influence employees towards being productive.  

 

Moreover, ensuring job satisfaction is important for employers as it can reduce 

absenteeism and staff turnover and save the cost on recruitment and retraining. The 

reason for losing interest in one’s job can be the work routing character, conflicts 

with other employee or the supervisor, or inadequate pay. In that case this will lead to 

organization underperformance. 

Therefore, the description of the analysis is illustrated using the model which is 

described in the manner that;  

OP = βo + β1EC+ β2ER + β3EP + e  

Where by   

OP = Organization Performance 

βo = Constant Factor 

β1EC = Employee Commitment 

β2ER = Employee Retention 

β3EP = Employee Productivity 

e = Random Variable 
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CHAPTER SIX 

 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

 

6.1 Introduction 

The chapter describes the summary of the entire work that has been undertaken on the 

impact of employee job satisfaction on the organization performance in Tanzania 

private sector. The chapter also provides the conclusion of the study and the 

recommendations which are in line with the hypotheses guiding the study.  

 

6.2 Summary 

The study has been conducted on the impact of employee job satisfaction on the 

performance of organizations in Tanzania banking sector. The study was conducted in 

CRDB Bank as the actual area for the collection of the information to fill the 

knowledge gap. The study was guided by three hypotheses which were tested on 

organization performance namely employee commitment, employee retention and 

employee productivity.  

 

The study was performed using causal relationship testing approach as being the 

explanatory design in ensuring knowledge gap filling whereas the information was 

obtained from the sample of 70 respondents through questionnaires which were 

structured. The information obtained was filled and grouped into the SPSS datasheet 

to run the data and get relevant statistics to present the primary data.  

 

Descriptive statistics were used to describe the respondents’ overview through 

demographic features using percentages, charts, histogram and frequency tables. In 

addition to that, correlation and multiple regressions was performed and used to 

describe the relationship between study variables. Findings of the study provide that 

the three study hypotheses which were employee commitment, employee productivity 

and employee retention altogether have been generated as positive with significant 

effect statistically on organization performance as the dependent variable.  
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The implication of the findings is that organization performance in banking entities in 

Tanzania through job satisfaction is influenced by employee commitment, employee 

retention and employee productivity.  

 

6.3 Conclusion 

It is valid and certain that performance of the organization in Tanzania banking sector 

specifically CRDB Bank through employee job satisfaction is positive since it has 

been proved objectively that employee job satisfaction positively impacts 

organization performance in private sector organizations in Tanzania. This is further 

evident with the fact that three hypotheses tested have been found positive and 

significant on statistical outcome on organization performance. This is important 

since they are all expected to be achieved and embraced in an organization to carter 

for performance for that matter.  

 

This is important initiative because performance in the organization is the product of 

job satisfaction such that it assures retention being realized as well as commitment 

and productivity. This is the case because job satisfaction in most cases entail that the 

expectations of both parties to the agreement as being the employer and employee is 

positive with the possibility of each getting its need and wants. This is the actual 

expectations for both the employer with performance as well as the employee(s) 

remuneration and financial gains. 

 

In that case, it is important to make sure that employees in an organization are well 

embedded with satisfaction since organizations gets to benefit. However, it is a 

challenge to foster the job satisfaction among employees by organizations because 

first and foremost the measures are usually received different by the employees due to 

their heterogeneity in character. This therefore affects the perception in the sense that 

some may have positive perception and others negative depending on the outcomes 

and interests. With that, organizations must work largely well and careful to ensure 

that they achieve the best in fostering job satisfaction.  
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Despite that if an organization wants to enhance job satisfaction it should consider the 

nature of the work itself and whether it ensures status, taking responsibilities and 

achieving self-fulfillment. On the other hand, if the management wants to reduce 

dissatisfaction then it must improve supervision, ensure adequate pay and good 

working conditions. 

 

Apart from that job satisfaction are desirable needed by employees to perform at peak 

levels. Employees who are satisfied are more likely to be settled and are also likely to 

be more committed in helping achievement of organizational goals. 

  

6.4 Implication of the Study 

6.4.1 Policy Implication 

It is certain that most organizations are within their policies and make sure that they 

perform well whether public or private and provide attractive conditions to the 

employees to assure that they feel good to work in the area. The laws of the land also 

support the realization of such attainments. With that, the practice of the organization 

has had variation in the outcome pertaining to job satisfaction and performance of the 

employees.  

 

This is the reality because such outcomes may be deliberately conducted or may have 

resulted from the unexpected situations and conditions. This is the case because some 

management members especially in the private sector organization may have 

deliberately performed unlawful acts such as under paying of the employees, denial 

of certain statutory requirements such as social security services and others. This is 

important since the policies differ depending on the pattern of the organization. 

Therefore, performance of the employees and the satisfaction depends on the 

organization policies.  
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6.4.2 Theoretical Implication 

It is also vivid that theories possess adequate implications on the study results. This is 

because the affect theory which provide that satisfaction is based on what one wants 

and what one receives. It is clear that performance of the employees through job 

satisfaction is attained in that manner because the expectations of the employees is 

good conditions at work to be satisfied while the employer expect performance so the 

situation automatically is connected to affect theory.  

 

Equity theory on the other hand has positive implication with the study because 

automatically fairness implies that there is job satisfaction which in return is rewarded 

by performance of the employees. Therefore, it is clear that job satisfaction has 

positive influence towards performance of the employees in the organization. This is 

the actual end result and expectation.  

 

6.4 Recommendations 

Since it is certain that job satisfaction on employees is important, the study 

recommends that first the entities in motivating the employees must make sure that 

they conduct a thorough assessment and set packages which connect with the realities 

as far as time is concerned. This is the issue of concern in the workplaces because 

some motivating elements are perceived as insults to the employees on the way they 

are being offered since they seem to lack the empirical reality on the actual 

happenings on the ground in the reflection of the realities. A good example was at one 

time one employee in an organization was hired and worked for one year with 

outstanding performance.  

 

After the review the Managing Director issued raise to some employees without a 

clear and justifiable reason including himself and the particular employee did not 

receive a raise in salary. After few months was called and given a letter of indicating 

that his salary was increased 40,000 Tanzanian shillings while other employees got a 

raise of up to 100% and more including the boss.  
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The decision was a devastation to the extent that in the next few weeks he got an 

opportunity elsewhere and left the company without consideration and when asked he 

referred to the letter as the reason which fostered the decision to leave the company.  

 

The study also recommends that upon job satisfaction attainment it is necessary to 

note that the organization management is the key facilitator of this through investing 

to the employees by various ways such as motivation strategies such as rewarding 

compensation and others. Also, may be through attractive remuneration packages that 

they foster job satisfaction to the employees with high level of performance 

attainment. This is verified by several organization with attractive remuneration 

packages that in most cases the level of employee’s satisfaction on job is high as well 

as performance results is highly certain and progressive. This is the way towards 

assuring that the organization realizes its objective and goals. 

 

In addition to that, the study recommends that employees on the other hand must also 

acknowledge the efforts of the organization because sometimes the organizations may 

engage well in motivating their employees and create attractive environment but the 

problem may lie to the employees for not being thankful and appreciating. In that 

case, it is necessary also for the employees to correspond well to their duty as royal 

participants to the organization for the greater performance expectations of the 

organization. 
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APPENDIX 1 

 

Questionnairesto the Employees and Management team at CRDB Bank 

 

SECTION A: PRELIMINARY INFORMATION 

Please read each question carefully and follow the instruction given.  

1. Please indicate your Gender 

Female []  Male [] 

 

2. Please indicate your Age; 

21-30 years (   ) 

31-40 years (   ) 

41-50 years (   ) 

Above 51years (   ) 

 

4.   What is the highest level of your Academic Qualifications? 

Certificate  (   ) 

Diploma  (   ) 

Bachelor’s Degree (   ) 

Postgraduate (   ) 
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SECTION B: EMPLOYEES COMMITMENT 

Based on your perception on employee’s commitment as a factor that may influence 

organizational performance, please indicate the extent to which you agree or disagree 

with the following statements. Use a 5-point scale where; 1 =Strongly disagree 2 

=Disagree 3 =Neutral 4 =Agree 5 =Strongly agree. Tick the appropriate number 

S/N Statement      

 Creativity 1 2 3 4 5 

1.1 There is a room for workers creativity      

1.2 Workers creativity can influence organizational 

performance 

     

 Innovation      

1.3 Workers are free to share their new ideas/opinions      

1.4 Innovation in the organisation enhance 

perfomance 

     

 Proactiveness      

1.5 Workers are encouraged to be proactive      

1.6 Workers Proactive influence organizational 

performance 
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SECTION C: EMPLOYEES RETENTION 

Based on your perception on employee’s retention as a factor that may influence 

organizational performance, please indicate the extent to which you agree or disagree 

with the following statements. Use a 5-point scale where; 1 =Strongly disagree 2 

=Disagree 3 =Neutral 4 =Agree 5 =Strongly agree. Tick the appropriate number 

S/N Statement      

 Decision making 1 2 3 4 5 

1.1 Workers opinions are incorporated in during the 

decision making 

     

1.2 Workers involvement in the decision making can 

enhance organizational performance 

     

 Communication      

1.3 Clear communication among workers in the 

organization is insisted 

     

1.4 Clear communication influence organizational 

performance 

     

 Capacity building      

1.5 Employees are always trained to build their 

capacity  

     

1.6 Capacity building to workers can influence the 

performance of the council  
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SECTION D: EMPLOYEES PRODUCTIVITY 

Based on your perception on employee’s productivity as a factor that may influence 

organizational performance, please indicate the extent to which you agree or disagree 

with the following statements. Use a 5-point scale where; 1 =Strongly disagree 2 

=Disagree 3 =Neutral 4 =Agree 5 =Strongly agree. Tick the appropriate number 

S/N Statement      

 Performance Evaluation 1 2 3 4 5 

1.1 Employees performance is yearly evaluated      

1.2 Performance evaluation can increase 

organizational performance 

     

 Working hours      

1.3 Working hours are enough to work in achieving 

the intended goal 

     

1.4 Working hours can influence entity’s 

performance 

     

 Goals realization      

1.5 Workers outcome/impact is measured in the 

organization 

     

1.6 Working in impact/result oriented can enhance 

organizational performance 
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SECTION E: ORGANISATIONAL PERFORMANCE 

Based on your perception on organizational performance, please indicate the extent to 

which you agree or disagree with the following statements. Use a 5 - point scale 

where; 1 = Strongly disagree 2 = Disagree 3 = Neutral 4 = Agree 5 = Strongly 

agree. Tick the appropriate number 

S/N Statement      

 Productivity 1 2 3 4 5 

1.1 Organizational output and outcome is attained      

1.2 Organizational productivity is a result of good 

performance 

     

 Goals Attainment      

1.3 Organizational goal attainment is a prerequisite of 

organizational performance 

     

1.4 Goal attainment can influence organizational 

performance 

     

 

 

 

 


