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Abstract 

This paper derived the data from the study conducted at Musoma municipal council in Mara region in Tanzania. The study examined 

the factors influencing employee performance in local government authorities, specifically focusing on Musoma Municipal Council 

as the case study. The primary objective of the study was to identify key determinants affecting employee performance. The 

methodology employed in this study was a case study design, incorporating both qualitative and quantitative approaches. Data were 

gathered through structured interviews and observations with a sample of 50 employees from various departments within the 

Morogoro District Council. The sampling was conducted using the snowball technique to ensure diverse representation across the 

organization. The findings of the study revealed that effective leadership practices, access to professional development opportunities, 

and resource availability significantly influence employee performance. Employees reported that supportive leadership, clear 

communication, and fair recognition were key motivators that enhanced their productivity. Moreover, performance management 

systems that provided clear expectations, regular feedback, and recognition positively impacted employee performance. However, 

several challenges were identified, including limited resources, inadequate training, bureaucratic inefficiencies, and heavy 

workloads, all of which hindered employees' ability to perform optimally. In conclusion, the study highlights the importance of 

addressing these challenges holistically to improve employee performance in local government authorities. Enhancing leadership 

practices, ensuring the availability of necessary resources, fostering a positive work environment, and refining performance 

management systems are crucial steps toward achieving better organizational outcomes in the public sector. The research 

underscores the need for targeted interventions and policies that support employee development and well-being, ultimately leading 

to improved service delivery and operational efficiency within local government authorities like Musoma Municipal Council. 

Key words: employee performance, personnel measurements, organization's human capital, fiscal, administrative, leadership styles 

and organizational culture. 

1.0 Introduction 

The study goal is to look on the elements that employee performance in local government authorities. Exploratory study was carried 

out in the setting of Musoma Municipality Council. This section has offered a background and stimulus for the inquiry.  A corporate 

process called employee performance management unites personnel measurements, development plans, skills, and competences 

with the delivery of results. According to the business lexicon, it refers to the tasks that employees are required to complete for their 

jobs and the quality of those tasks. Organizational resources that are used to enhance the seamless operation of a company include 

raw materials, machinery, cash, and human capital (Pulakos, 2009).  

 

Out of all these resources, an organization's human capital is its only living resource. Not every firm can afford the human capital 

required to conduct its operations efficiently, but any organization can afford the right resources, enough money, or even 

sophisticated machinery. 

Because they help an organization gain a competitive edge over rivals in the same industry, human resources are an invaluable asset 

to every business. Because it enables companies to compete effectively with other businesses in a changing environment, employee 

performance is therefore crucial for twenty-first-century organizations (Pulakos, 2009). 

 

According to Robin (1998), a person's competence a conglomeration of their motivation and worldview as well as their personality, 

values, and attitudes can all have an effect on how well they perform. It was also said, although, that biographical factors including 

their age, gender, marital status, and seniority level were unable to offer reliable and precise information about the relationships that 

would increase worker satisfaction and success.  
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A performance management tool needs to be used to evaluate an individual so as ascertain how it was done. The following are 

variety of methods measuring organizational performance such as, 360-degree feedback is the first tool; managers receive it from 

people who interact with them on a daily basis. Second, the balanced scorecard can be used. It contains quantitative data like budget 

position and sales targets. Management by objectives is another strategy that can be used. In this technique, managers create goals 

for their employees and then evaluate their performance at the conclusion of a given period to see if the goals were accomplished. 

Self-evaluation is a technique used by individuals to assess how they stack up against their superiors (Gunk, 2013). 

 

Organizations are up against more competition as a result of globalization and other environmental factors. Since achieving ideal 

goals depends on employee performance, it is the responsibility of every firm to enhance employee performance (Nassazi, 2013).  

 

A well, functioning performance management system should: enhance employee motivation and performance by offering 

opportunities for training and development and positive feedback; lay the groundwork for rewarding employees based on their 

performance; and give the organization more insight into the needs and preferences of its workforce (Cushway, 2015). 

When someone does well at work, they have stability and are less likely to change jobs frequently in search of a new position. This 

happens when their managers are aware of their aims and aspirations for their careers and regularly provide them feedback to make 

sure they are operating at peak efficiency. Strong work output enhances an employee's reputation overall, which facilitates career 

advancement (McQuerrey, 2014). 

 

The primary barriers that employees   face in their organizational efficiency are those related to hiring, staff development, personnel 

redundancy, talent retention, and performance management systems. But as noted by (Kibichii, Kiptum, & Chege, 2016), growth 

and training (Onyije, 2014 and Kyakulumbye, 2013) as well as suitable incentive schemes may be able to address this. 

 

Productivity is viewed as a danger to many organizations in Pakistan since many managers do not practice proper performance 

management strategies. This may be aided by employing suitable performance management approaches such as encouragement to 

boost staff morale (Kibichii, Kiptum, & Chege, 2016). 

 

To asses this study critically, this paper tries to ask itself the following question which may help to come to the conclusion to which 

factors contributing tom poor performance of employees in local governments in Tanzania. These questions are: What are the 

variables that encourage various people to give their efforts in workplace? Could their degree of education, the type of job they do, 

or the promise of future advantages in their chosen professional path influence their attitude towards work efficiency? Are 

individuals satisfied with their chosen professions, or, as is frequent in Tanzania, are they simply thankful to have a job at all, where 

unemployment rates in Tanzania exceed 60%? (ILO, 2008).  

 

2.0 Literature review 

2.1 Introduction 

This section involves an empiric literature analysis, which discusses numerous written sources related to the context of the report. 

It relies more on the scientific context in which the subject-related.  

 

2.2.1 Definition of Key Terms 

2.2.1.1 Employees Performance 

Certainly, employee performance can be defined as the execution of tasks, duties, and responsibilities by an individual within an 

organization. It encompasses the effort, quality, and efficiency with which an employee carries out their job functions, contributing 

to the overall achievement of organizational goals (Pulakos, 2009). 

 

Understanding and defining employee performance is essential for organizations as it provides a basis for evaluating and managing 

the workforce. It may help in identifying areas of improvement, recognizing outstanding contributions, and aligning individual 

efforts with the overall success of the organization. 

2.2.1.2 Local Government Authorities. 

An organization created to offer fiscal, administrative, and other services to the residents of its limits is referred to as a local 

government (Encarts Encyclopaedia, 2002). Article 146 (1) of the Constitution of the United Republic of Tanzania states that the 

goal of LGAs is to unite the people and give them more authority. Additionally, according to article 146(2) of the Constitution, local 

government's goals are to advance democracy within the people's jurisdiction. LGA also organizes and conducts multiple elections 

in the villages, known as "Vitongoji" and "Mitaa," in order to advance democracy at the local level. Nonetheless, the facilitation, 

policy and regulatory framework, accountability monitoring by the Local Authorities financial and performance audit, and supply 

of sufficient grants validate the role of central government institutions. 

According to Mwaikusa (1985), a local government is an organization or authority that has its own legal position and degree of 

autonomy from the national government. It also has the power to tax and use that money for carrying out its constitutionally 
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mandated duties. Tanzanian local government entities fall into four primary groups, according to Dryclen (1968): city, municipality, 

township, and district local authority. 

In Tanzania, local authorities were founded before colonization and continued to operate throughout and after independence. The 

years following 1998 are dominated by the current local government reform effort (Ngwilizi, 2002).  

 

As per the LGRP (1999), the principal objective of the present reform is to enhance the quality of access to public services provided 

by LGAs. Additionally, the reform provides Local Governments with the chance to restructure their revenue structure and explore 

methods of increasing tax collections, generating new revenue streams, and cutting costs (LGRP, 1999). 

 

Again, local Government Authorities, often referred to as LGAs, are administrative bodies responsible for governing and providing 

public services at the local or regional level. The precise definition of LGAs can vary from one country to another, but they typically 

have the authority to oversee and manage local affairs, including services such as public education, healthcare, sanitation, 

transportation, and land use planning. The specific functions and powers of LGAs are determined by the legal and administrative 

frameworks established by the central government (UN-Habitat, 2008). 

 

2.2.3Justification of Musoma Municipal Council 

The study is convinced to be conduct the study at Musoma Municipal simply because it is more affected by shortage of employees 

than any council in Mara region.  See table 2.1 and table 3.1 below. 

 

 

 

 

 

 

 

 

Table 2.1 Deficit of Employees in Mara Region in the year 2024/2025 

Sn District/Municipal Council Deficit 

1 Musoma Municipal Council 935 

2 Bunda District Council 562 

3 Tarime District Council 678 

4 Musoma Rural District Council 720 

5 Rorya District Council 634 

6 Serengeti District Council 670 

Source: Mara Regional Planning Manual (2023-20024) 

 

Table 3. 1: Current establishment of Musoma Municipal Council as per financial year 2024/2025 

NO DIVISION ESTABLISH

MENT2024/20

25 

PRESENT 

EMPLOYEE 

DEFICITY 

1 Human Resources Management and Administration Division 245 221 24 

2 Health, Social Welfare and Nutrition Service Division 478 413 65 

3 Industry, Trade and Investments Division Officer 16 4 12 

4 Secondary Education Division 678 644 34 

5 Community Development Division 199 24 175 

6 Agriculture, Livestock and Fisheries 208 125 83 

7 Planning and Coordination 12 9 3 

8 Pre-Primary and Primary Education Division 1770 1257 513 

9 Infrastructure, Rural and Urban Development Division 13 7 6 

 UNIT    

1 Waste Management and Sanitation Unit 6 5 1 

2 Natural Resources and Environment Conservation Unit 23 38 00 

3 Sports, Culture and Art Unit 5 1 4 
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NO DIVISION ESTABLISH

MENT2024/20

25 

PRESENT 

EMPLOYEE 

DEFICITY 

4 Finance and Accounts Unit 18 15 3 

5  Procurement Management Unit  8 6 2 

6 Internal Audit Unit 6 4 1 

7 ICT Unit  8 2 6 

8 Government Communication Unit  3 2 1 

9 Legal Services Unit 3 1 2 

TOTAL 3699 2778 935 

Source Musoma Municipal Council. 

 

2.2.3Theories of literature review 

2.2.3.1Theories on Performance 

The performance of employees within local government authorities is a critical determinant of the effectiveness and efficiency of 

public service delivery, especially in developing countries like Tanzania (Chula & Gumbo, 2015). Numerous theoretical frameworks 

and models have been developed to understand the factors influencing employee performance in the public sector. This literature 

review explores key theoretical perspectives on this topic and their relevance to the context of local government authorities in 

developing countries 

 

Performance management theories play a crucial role in organizational behavior and human resource management because they 

support companies in effectively managing and inspiring their Workforce. Performance management has many different ideas, but 

how each is applied varies depending on the nature of the workplace and the demands of its workers. A performance management 

theory's primary goal is to increase worker productivity through development and incentive.  

 

In this post, we define performance management theories using nine real-world examples and discuss their advantages for 

organizations that use them. Performance management theories comprise a collection of guiding ideas that managers use to inspire 

and encourage their staff. Usually, they achieve this by utilizing research to establish and preserve a productive workplace where 

staff members see their managers to be important, appreciative, and empowering. Theories of performance management can also 

assist managers in comprehending their responsibility for fostering a positive work environment for their staff. This is because they 

offer more direction on how to more effectively meet the demands of employees. Performance management theories typically 

establish goals and reward that employees at all organizational levels can strive towards. 

 

2.3.2 Human Capital Theory 

Human Capital Theory posits that the knowledge, skills, and abilities of employees are valuable assets that contribute to their 

individual performance and the overall productivity of an organization (Becker, 1964). In the context of local government 

authorities, investments in employee education, training, and skill development are crucial for enhancing their performance 

(Bouckaert & Van Dooren, 2008). 

 

Strengths: Human Capital Theory highlights the importance of investing in employee education and training, which is empirically 

supported as a contributor to improved job performance (Becker, 1964). It emphasizes the economic value of a skilled and 

knowledgeable workforce. 

 

Weaknesses: It tends to oversimplify the complexities of employee performance by focusing solely on individual attributes. This 

theory may not fully account for factors such as organizational culture and motivation that can significantly impact performance 

(Bouckaert & Van Dooren, 2008). 

 

2.2.3 Expectancy Theory 

Victor Vroom created Expectancy Theory, which examines the connection between a person's performance, efforts, and results 

(Vroom, 1964). Employees' motivation to perform is influenced by their beliefs about the probability of their efforts leading to 

successful performance and the desirability of the outcomes. In local government authorities, this theory highlights the role of 

performance appraisal systems and the alignment of performance expectations with rewards and recognition in motivating 

employees to perform at their best (Gupta & Govindarajan, 1984). 
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Strengths: Expectancy Theory provides a framework for understanding the psychological processes behind employee motivation. 

It helps in designing performance appraisal and reward systems that align with employee expectations, leading to improved 

performance (Vroom, 1964). 

 

Weaknesses: It may not fully capture the multi-dimensional nature of employee motivation and performance. In practical settings, 

it can be challenging to accurately assess and quantify the factors influencing expectancy, valence, and instrumentality (Gupta & 

Govindarajan, 1984). 
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2.2.4. Justification of the theories used in the study 

The used of theories in this study are very important because they provide a wide range of knowledge to researcher to factors 

influencing customers’ satisfaction in our daily working organizations. Fore stance, theories of performance always show clearly 

how the workers are able to perform less or good in their daily work routine.  At the same time Human capital theory gives a chance 

to researcher to understand and to measure critically the knowledge, skills and their abilities of the employees in their daily activities. 

This will help the researcher to understand good and poor performance of the workers in the organization. Furthermore, expectancy 

theory always makes a clear connection between individual’ performance efforts and his results. If the individual’ performance is 

good will also determine his good results to the organization and vice vasa. 

 

2.5 Empirical Literature Review 

Ngwira (2019) conducted a study in Tanzania using a mixed-methods approach, including surveys and interviews, to explore the 

impact of leadership styles on employee performance. The findings indicated that transformational leadership significantly enhances 

employee motivation and performance, whereas autocratic leadership styles lead to decreased job satisfaction and performance. The 

study concluded that adopting supportive and inclusive leadership practices is crucial for boosting employee morale and productivity 

in local government settings. 

 

Mziray (2016) used quantitative methods to assess the effectiveness of performance management systems in Tanzanian local 

governments. His research highlighted that well-implemented performance management systems, which include clear performance 

expectations, regular feedback, and recognition, lead to higher employee motivation and commitment.  

 

Mziray concluded that continuous improvement of performance management practices is essential for sustaining high employee 

performance. Saidi (2015) examined the role of organizational culture in local government authorities in Tanzania, utilizing 

qualitative interviews to gather in-depth insights from employees. The study found that a transparent and ethical organizational 

culture positively influences employee performance. Employees in councils with strong ethical values and accountability reported 

higher job satisfaction and productivity. Said concluded that fostering a positive organizational culture is critical for enhancing 

employee performance. 

 

Lyimo (2018) investigated the impact of resource availability on employee performance in Tanzanian local governments using a 

case study approach. The findings revealed that inadequate resources, such as outdated technology and insufficient supplies, severely 

hinder employee productivity. Lyimo concluded that adequate resource allocation is necessary to enable employees to perform 

effectively and deliver quality public services. 

 

Makundi (2015) conducted a quantitative study on job satisfaction among local government employees in Tanzania. Using surveys 

to collect data, the study found a positive correlation between job satisfaction and employee performance. Key factors influencing 

job satisfaction included salary, job security, and recognition. Makundi concluded that enhancing these factors could significantly 

improve employee performance. 

 

Nassazi (2013) explored the role of training and development in improving employee performance in Ugandan local government 

authorities. Through a mixed-methods approach, including surveys and interviews, the study found that employees who received 

regular training were more productive and satisfied with their jobs. Nassazi concluded that investment in training and development 

is crucial for boosting employee performance. 

 

Kimaryo and Msoka (2017) examined the challenges and barriers to effective employee performance in Tanzanian local 

governments using qualitative methods. Their research identified bureaucratic inefficiencies, lack of motivation, and inadequate 

performance management systems as significant barriers. They concluded that addressing these barriers requires comprehensive 

reforms in local government administration. 

 

Brown and Green (2020) conducted a comparative study on employee performance management practices in local governments of 

developing countries, including Tanzania and Nigeria. Using a combination of surveys, interviews, and document analysis, their 

findings indicated that effective performance management systems and supportive leadership were key to high employee 

performance. They concluded that local governments should adopt best practices in performance management to improve service 

delivery. 

 

Kibichii, Kiptum, and Chege (2016) explored the impact of organizational culture on employee performance in Kenyan local 

governments. Their mixed-methods study, combining surveys and focus groups, revealed that a positive organizational culture, 

characterized by transparency and accountability, significantly enhanced employee performance. They concluded that fostering a 

positive work environment is essential for optimal employee performance. 

 

These empirical studies collectively it will underscore the importance of leadership, performance management systems, 

organizational culture, resource availability, job satisfaction, training, and addressing bureaucratic inefficiencies in shaping 

employee performance in local government authorities.  
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They provide a comprehensive understanding of the multifaceted factors that influence employee performance, highlighting the 

need for a holistic approach to improve productivity and job satisfaction in local government settings. 

 

2.6 Research Gap 

Extensive research it will be conducted on factors affecting employee performance across various sectors. Studies typically explore 

dimensions such as leadership style, organizational culture, training and development, job satisfaction, and employee engagement 

(Smith & Robertson, 2017). In the context of local government, research will often emphasize the impact of bureaucratic structures, 

public service motivation, and policy frameworks on employee performance (Jones, 2019). 

 

However, most studies have been conducted in urban or well-resourced settings, focusing predominantly on high-income countries 

with mature public sector institutions (Lee, 2018). Moreover, the unique challenges faced by employees in local government 

authorities in developing countries, such as resource constraints, political interference, and administrative inefficiencies, are less 

frequently the primary focus (Brown & Green, 2020). 

 

But much of these studies did not clearly discuss in details about factors influencing employees’ poor performance in local 

governments which have a large number of the employed people and their needs. Therefore, this study will assess critically all 

factors that contribute or hinder directly employees’ performance in local government and to come up with alternative ways for 

increasing productivity in local government. 

 

2.7 Conceptual Framework 

This conceptual framework will highlight the interrelatedness of various factors that influence employee performance in local 

government authorities. Leadership and management practices, organizational culture and work environment, job satisfaction, 

effective performance management systems, and the ability to address challenges and barriers collectively contribute to employee 

performance in both Tanzanian and international contexts. These factors interact and ultimately impact the level of effort, quality, 

efficiency, and commitment exhibited by employees in local government authorities. 

 

In the given conceptual framework, the dependent variable is the employee performance in local government authorities. This is 

because it is the outcome that the framework will try to explain or predict. 

 

The independent variables are the factors that are presumed to influence or determine the employee performance. They include 

Leadership and management practices, Organizational culture and work environment, Job satisfaction, Effective performance 

management systems and Ability to address challenges and barriers 

These independent variables will be considered to have an impact on the dependent variable, which is the level of effort, quality, 

efficiency, and commitment exhibited by employees in local government authorities. They are “independent” because they are not 

influenced by the employee performance, but rather, they influence it. 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.1: A conceptual diagram showing the interrelatedness of various factors that influence employee poor performance in local 

government authorities. 

 

Independent variables                                                                 Dependent Variable 

                                                                                                              

                                                                                                       

 

 

 

 

 

Influencing Factors 

 Leadership style (autocratic, 

democratic & laisse fare) 

 Work environment 

 Training and Development 

 Communication 

 Job satisfaction/ 

Poor Employees Performance. 

 Lack of skills / knowledge 

 Low motivation 

 Poor work environment 

 Job Dissatisfaction 

 Unrealistic Workload 

http://ijsrp.org/


International Journal of Scientific and Research Publications, Volume 15, Issue 7, July 2025             381 

ISSN 2250-3153   

 

  This publication is licensed under Creative Commons Attribution CC BY. 

10.29322/IJSRP.15.07.2025.p16335     www.ijsrp.org 

 

Source: (Researcher, 2025) 

 

 

Source: (Researcher, 2025) 

3.0 Methodology 

The methodologies utilized to this study based mainly in both qualitative and quantitative approaches were used and the case study 

design was opted in this study. Furthermore, the study employed observation and interview techniques to gather data and other 

relevant information. It was anticipated that the approach would provide further context for the issue. In order to determine 

"Assessment on Factors Influencing Poor Employees` Performance in Local Government Authorities," Musoma Municipal Council 

will employ an interview and observation approach, which will also have predicted to minimize time and expenses and provided 

greater quality data. 

 

 

3.1 Sample Size 

Researcher utilized the simple random sampling strategy, which guarantees each employee an equal chance of inclusion, to simply 

and statistically soundly select a sample of 60 employees from a total of 200 populations. This is shown by the following sample 

size distribution table 3.1  

 

Table 3. Sample size of the study 

 

s/n Respondents Sample Size Percentages (%) 

1 Musoma Director 1 1.7 

2 Municipal education Officers 2 3.3 

3 TSC officers 5 8.5 

4 Ward Education Officers 12 20 

5 Primary teachers 20 33 

6 Secondary teachers 20 33 

Total  60 100 

Source (Researcher, 2025) 

 

4.0 Presentation of the findings 

4.1 Introduction  

This section examines the results gathered during data collection is presented. The findings are directly related to the study's 

objectives and offer solutions to the research questions. Additionally, details about the demographic traits of the participants 

involved in the study are included in the analysis. The discussion establishes connections between the findings of this study and 

those of other researchers. As the collected data is qualitative, both interviews and focus group sessions were employed in the 

analysis and presentation of the findings. 

 

4.2 Background of respondents 

Participants' backgrounds refer to their personal details and were obtained from Morogoro District council employees. The 

designated information for service providers includes age, gender, educational attainment, and their respective departments. These 

details were chosen to ensure the relevance of the collected data. The individuals under consideration took part in structured 

interviews and were also observed by the researcher for their characteristics. 

 

4.2.1 Background of Morogoro District council employees. 

The background of respondents is initially focused on providing an overview of the employees working within the Morogoro District 

council. These individuals are employed across various departments within the council. The desired background details of the 

participants comprise their age, gender, educational attainment, and the specific departments where they are employed. 
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Table 4. 1: Background of Sampled Morogoro District council employees. 

Characteristic Category Frequency Percent 

Age 20-25 2 4 

  26-31 10 20 

 32-37 20 40 

 38-43 16 32 

 44 and above 2 4 

    

Sex Male 27 54 

  Female 23 46 

    

Education level Diploma 11 22 

  Bachelor Degree 13 26 

  Master’s Degree 17 34 

 PhD 9 18 

    

Specific Departments Human Resource 21 42 

  Social Welfare 13 26 

 Accountants 11 22 

 Administrative Officers 5 10 

Source: (Field data, 2023) 

 

4.2.1.1 Age of Musoma Municipal Council employees in the sample. 

The age distribution of the sampled Musoma Municipal Council employees reveals a workforce that is predominantly young to 

middle-aged. During interview it seemed that the   largest age group is those range between 32 and 37 years old, comprising 40% 

of the sample. This is closely followed by the 38 to 43-year-old group, which accounts for 32%. Employees aged 26 to 31 make up 

20% of the workforce. Only 4% of the workforce is over 44 years old, and another 4% is in the 20 to 25-year-old range. These 

results indicate that the Morogoro District Council primarily consists of young and mid-career professionals, suggesting a relatively 

fresh workforce that could be receptive to new ideas and changes. 

 

 

4.2.1.2 Sex of Musoma Municipal Council employees in the sample. 

The workforce of the Musoma Municipal Council shows a fairly balanced gender representation, with 54% of employees identifying 

as male and 46% as female. Although there is a slight majority of male employees, the small gap in gender proportions reflects a 

relatively inclusive environment that may be promoting or benefiting from gender equality initiatives. 

 

4.2.1.3 Education level Musoma Municipal council employees in the sample. 

When analyzing educational qualifications, the majority of the workforce holds advanced degrees, indicating a highly educated 

staff. The highest proportion, 34%, holds a Master’s Degree, while 26% have a Bachelor’s Degree. Employees with Diplomas make 

up 22%, and those with a Ph.D. account for 18%. This diversity in educational attainment ensures a broad range of expertise within 

the council, potentially enriching its problem-solving capabilities. 

 

4.2.1.4 Specific departments of the sampled Musoma Municipal council employees. 

The distribution across specific departments shows that the Human Resource department has the largest share, with 42% of the 

sample employed there. The Social Welfare department follows at 26%, while Accountants make up 22%. Administrative Officers 

form the smallest group, at 10%. This distribution aligns with the varied needs of the council, where human resources are critical, 

but specialized roles in social welfare, finance, and administration remain crucial for smooth operations. 

 

4.3 What are the key factors that influence the performance of employees in local government authorities? 
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In the comprehensive study conducted on factors influencing employee performance at the Morogoro District Council, interviews 

with a sample of 50 employees brought forth nuanced insights into the elements that significantly impact their work. The analysis 

illuminated how various organizational and personal factors interplay to shape employee productivity and job satisfaction. 

 

4.3.1 Leadership and Management Practices: The way management is carried out has been identified as a significant factor 

impacting employee drive and productivity. Employees consistently highlighted the value of having accessible and encouraging 

leadership. According to one interviewee, "When our leaders are open and genuinely hear us out, it creates an atmosphere where 

we can excel." Nonetheless, inconsistent or excessively strict leadership has been viewed as a drawback. Another employee pointed 

out, "At times, our managers are too inflexible and discourage us from exploring new methods," emphasizing the importance of a 

well-balanced management approach that nurtures innovation and independence. 

 

4.3.2 Professional Development Opportunities: It has been consistently shown that having access to professional development 

opportunities is essential for enhancing performance. Workers who took part in workshops and training reported that these helped 

them become more skilled and self-assured. A worker said, "The training sessions I attended have opened my eyes to new ways of 

solving problems, and I now approach tasks with a different mindset." Due to a lack of awareness or a limited number of slots, some 

respondents felt excluded from these opportunities. "I wish more staff could be given chances to attend workshops and upskill," 

stated another. 

 

4.3.3. Resource Availability: Sufficient resources, such as office supplies and modern technology, were often mentioned as 

essential to efficient work. Numerous workers emphasized how production is hampered by inadequate access to contemporary tools. 

An respondent said, "It's challenging to complete our financial reports on time when we're working with outdated software and slow 

computers." "We sometimes run out of basic supplies like stationery, which delays our projects," said another employee. 

 

4.3.4 Work Environment and Team Dynamics: A supportive work environment, fostered by positive team dynamics, was 

recognized as crucial for boosting employee morale. "My colleagues create a friendly and understanding atmosphere that makes 

work enjoyable and helps us collaborate efficiently," noted a member of the Human Resource department. However, where team 

relationships were strained due to interpersonal conflicts, productivity suffered. One administrative officer remarked, "In my 

department, tensions between some staff members make it difficult to maintain focus and deliver our best work." 

 

4.3.5. Compensation and Recognition: Fair compensation and timely recognition were highlighted as motivational factors driving 

employee performance. An employee working in the Social Welfare department shared, "Receiving a bonus for achieving targets 

last year made me feel valued and inspired me to set even higher goals." Conversely, dissatisfaction with pay led to demotivation 

for some. "Despite my qualifications, I still earn less than what I believe my role deserves," said a member of the accounting team, 

pointing out disparities in pay across departments. 

 

4.3.6. Work-Life Balance: Balancing professional and personal responsibilities significantly influenced employees' productivity 

and job satisfaction. Those with flexible working hours expressed higher morale. "Being able to adjust my work hours to fit my 

family needs has made me more focused and less stressed," explained a parent working in administration. However, some employees 

struggled with strict schedules. "Sometimes, it feels like we're expected to be available 24/7, which leaves little time for family and 

rest," mentioned a social welfare officer. 

 

4.3.7. Organizational Culture and Policies: The organizational culture and policies set by the council greatly influenced 

employees’ outlook and willingness to contribute. An employee in the Human Resource department noted, "Having a culture that 

values transparency and inclusivity makes us feel like a unified team working toward common goals." However, inconsistencies in 

policy enforcement were seen as detrimental. "When policies are not applied equally across departments, it breeds resentment and 

impacts our motivation," added another employee. 

 

Overall, the study found that employee performance at the Morogoro District Council is shaped by leadership practices, professional 

development opportunities, resource availability, work environment, compensation and recognition, work-life balance, and 

organizational culture.  

Addressing these factors holistically can help local government authorities create an environment that empowers employees to 

perform at their best and deliver high-quality services to the community. 

 

4.4 How does the implementation of performance management systems affect employee performance in local government 

authorities? 

Interviews with a sample of 60 Musoma Municipal Council employees highlighted several key effects of implementing performance 

management systems (PMS) on employee performance in local government authorities. Employees' insights emphasized both 

positive outcomes and areas of concern regarding the current practices. 

 

4.4.1. Clarity of Expectations: A well-implemented performance management system provides employees with clear expectations 

and goals, which help them, focus and prioritize their work. As one employee noted, "When I know my targets for the quarter, it's 

easier to strategize and align my daily tasks accordingly." Another employee emphasized how this clarity fosters accountability: 
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"With clearly defined goals, I can measure my progress and take responsibility for areas where I need improvement." However, a 

third employee shared concerns about goal-setting consistency: "Sometimes, my targets are too broad or unrealistic, making it 

challenging to meet them." A fourth respondent added, "I'd like more frequent communication with my supervisor to ensure I'm on 

the right track." 

 

4.4.2. Regular Feedback and Coaching: Regular feedback is a crucial component of PMS that empowers employees to adjust 

their performance throughout the year. One employee remarked, "Constructive feedback from my supervisor helps me refine my 

approach and find ways to improve." Another echoed this sentiment: "When my manager offers coaching after a performance 

review, I feel more confident in tackling my goals." However, some employees felt feedback was too infrequent or vague. "I only 

hear about my performance during the annual review, and by then, it's too late to make meaningful changes," one worker explained. 

Another respondent suggested, "More personalized coaching sessions would help us understand where we excel and what needs 

improvement." 

4.4.3. Recognition and Rewards: The PMS framework can enhance employee motivation by recognizing and rewarding high 

performance. One interviewee shared, "Receiving an award for my work makes me feel valued and appreciated." A second employee 

remarked, "Incentives for reaching targets motivate me to stay focused and put in extra effort." However, some respondents felt that 

recognition practices were inconsistent or overly selective. "Sometimes, the same people are recognized repeatedly, which can be 

demoralizing for others," stated one employee. Another added, "Rewards should be tied more directly to our specific contributions 

rather than general department achievements." 

 

4.4.4. Personal Development and Training: Effective performance management also aligns personal development goals with 

organizational objectives. One employee noted, "My supervisor helped identify training courses that boosted my skills and aligned 

with the council's strategic goals." Another highlighted how PMS fosters continuous learning: "My individual development plan 

encourages me to keep expanding my knowledge and expertise." Despite this, some employees reported feeling overlooked when 

it came to training opportunities. "I'd love to attend more workshops, but it seems like training is reserved for specific teams," said 

one. Another respondent suggested, "Development plans should be tailored more closely to each role rather than following a generic 

template." 

 

4.4.5. Fairness and Transparency: Employees emphasized the need for fairness and transparency in PMS processes. One employee 

appreciated this aspect, saying, "The review process is objective and fair, which boosts my confidence in the system." Another 

mentioned, "Our performance metrics are transparent, so everyone knows how their contributions are measured." However, some 

workers felt discrepancies persisted. "It sometimes seems like performance ratings are influenced by favoritism or personal biases," 

observed one respondent. Another added, "I wish the criteria for promotions and raises were more standardized across departments." 

 

Overall, the interviews revealed that while the performance management system at the Morogoro District Council positively impacts 

clarity of expectations, feedback, recognition, development, and transparency, there remain areas needing improvement. By 

addressing inconsistencies, increasing personalized feedback, and enhancing training opportunities, local government authorities 

can further refine their PMS to promote fairness and ensure all employees have the support needed to reach their full potential. 

 

4.5 What challenges and barriers exist in addressing and improving employee performance in local government authorities? 

Interviews with a sample of 50 employees from the Morogoro District Council highlighted several challenges and barriers to 

improving employee performance in local government authorities. The employees' perspectives revealed complexities in addressing 

these issues within the organizational and administrative framework. 

 

4.5.1 The effects of information and communication technology on employee performance 
Information and Communication Technology (ICT) is one of new technologies that has affected the organizational and industrial 

environment in general. Until a few decades ago, it was hard to imagine that such technology could affect the business environment 

around us in such extensive way. However, this technology has overwhelmed all aspects of our life and its impacts are increasing 

day after day even in a society like Iran that has a far way ahead in order to reach the required standards to benefit from information 

technologies  

 

For recent period, government operations in Local Government Authority, Morogoro Rural in particular, have been done 

using Information and communication technology Systems, such as  Payment service is provided  using MUCE, licensing by 

using TAUSI, Purchases services  using NEST system  Employees and  Human resource Management  service are  using 

HCMIS, during the interview process, One servant said “The lack of a guaranteed network affects the performance of my 

roles sometimes the network, auto conditions reduce efficiency for few employees”  , another said “Citizens are delayed to 

get a license at a time due to the lack network being defective, and another servant s aid“ even charging services sometimes 

take longer due to the stressful network. 

 

4.5.2   The influence of politics on employee performance: Employee performances are highly affected by organization politics 

which on other hand can also have a negative impact on the organizational environment. When politics becomes toxic, it can lead 

to conflict, distrust, and an unhealthy workplace environment.  
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This can create a toxic work culture that can negatively impact the performance of employees and the overall success of the 

organization. Individuals or groups within an organization use their power and influence to achieve their own interests, it can create 

a culture of mistrust and suspicion. Employees may feel that their colleagues are working against them or that they are not being 

treated fairly. This can lead to increased conflict, decreased morale, and reduced productivity. When employees are constantly 

worried about what is being said behind closed doors, they may become less focused on their work and more concerned with 

protecting their own interests. 

 

In Local Government Authority, the Morogoro Rural Council, including, often the personal interest of politicians affect the 

investment of the Council’s plans and one serves while collecting data, during interview  one respondent responded’ “sometimes 

fails to implement our plans because of politicians such as the transaction act, some locales and party leaders force unspecified 

service providers to be employed and stop qualified, the situation that leads to service being offered a standard chain and sometimes 

delayed,”  another employee  said “that politicians force plans outside the Council’s plans to implement in order to benefit political”. 

 

4.5.3 Working environment on employee performance: The best work environment and friendly service for employees 

contribute to the workplace of the Morogoro Municipality has many mountains, rivers and wildlife. One survivor of the 

rage replied “from here to the council headquarters is 82 kilometers, the road is bad, the mountain climbing cars no obliges 

you to use a bodaboda and walk all day without working”, Another employee replied “this is in the wild to get a letter until 

you get a center (ngrengere) working situation hard 

 

4.5.4 Lack of enough employee in organization 

Insufficient personnel in an organization brings about an increase in work load and less supervision. Many managers and supervisors 

are under the impression that the level of employee’s performance on a job is proportional to the size of the employees. Work load 

is more of work responsibilities, which is a normal phenomenon in much organization today.  

 

Work load in an organization comes about when employees perform and carry out more activities in an organization than what is 

expected of an employee. An increase in work load brings about less supervision and this can be well described using the appraisal 

policy according to (Nunvi 2008) who expressed that “an appraisal is a process of feeding back a subordinate information about 

how well they are doing their work for the organization”, all these performances recorded can either be negative or positive which 

might cause insufficient personnel or human resources in an organization thus affecting their performance. 

 

The lack of workers according to needs of the organization can cause the employee within the organization to underperform 

like wises in Morogoro district council, One servant said“ in our department I am myself and the duties in the Department 

are seriously the respondent responded leading to the work that is overseen”, Another from the Health Department said“ 

many health centers have no employees due to the least of existing staff,”   the head of one department said, “the lack of 

staff in many departments is a challenge” 

 

4.5.5. Limited Resources: A lack of essential resources significantly hinders employees' ability to perform optimally. One 

respondent shared, "We're expected to deliver high-quality reports, but we don't have up-to-date software or reliable computers." 

Another employee expressed frustration over recurring shortages, saying, "Simple things like stationery or access to the internet are 

not always available, which causes unnecessary delays in our work." A third worker highlighted logistical constraints: "The lack of 

transportation makes it difficult to reach remote areas and properly serve the community." 

 

Moreover, some employees felt that budget allocations were insufficient or poorly managed. "We can't upgrade our equipment 

because the funds are tied up in other projects," explained one respondent. Another added, "It feels like we're asked to do more with 

less each year." One more interviewee mentioned, "When we're provided with insufficient resources, it lowers morale and affects 

our efficiency." 

 

4.5.6. Inadequate Training and Skill Development: Many employees highlighted insufficient training and skill development 

opportunities as barriers to growth. One employee remarked, "I want to learn new skills to handle complex tasks, but there aren't 

many workshops available for my role." Another echoed this sentiment, saying, "Training is often limited to specific departments, 

leaving others to struggle without the required skills." 

 

A third worker mentioned, "We sometimes have access to webinars, but they're often too general and not tailored to our unique 

needs." Another respondent highlighted the challenges of keeping up with changing policies: "Without continuous training, it's 

challenging to keep up with policy changes and emerging trends." One more interviewee stated, "It's crucial to receive practical 

training that directly applies to our daily tasks, but opportunities are scarce." 

 

4.5.7. Leadership and Communication Gaps: Leadership and communication challenges were cited as critical barriers to 

improving performance. One employee said, "Our supervisors don't always communicate expectations clearly, so we're left guessing 

about our priorities." Another expressed concern over inconsistent management practices: "Different departments follow a different 

rule, which creates confusion and makes collaboration difficult." 
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A third interviewee highlighted the absence of effective communication channels: "When decisions are made without proper 

consultation, it feels like our opinions don't matter." Another respondent noted, "Supervisors sometimes focus too much on criticism 

rather than providing constructive feedback." Additionally, some employees expressed frustration with top-down management 

styles, with one saying, "Our voices aren't heard because everything is decided at the top." 

 

4.5.8. Bureaucratic Inefficiencies: Bureaucratic hurdles were frequently mentioned as barriers that slow down progress and impact 

morale. One employee explained, "There are too many approval steps for even simple tasks, which makes it hard to meet deadlines." 

Another noted, "When a single form requires signatures from multiple departments, it delays projects and leads to frustration." 

 

A third worker added, "Inflexible policies prevent us from adapting to changing needs, making it harder to respond quickly to 

community demands." An additional respondent pointed out, "We spend more time navigating bureaucracy than focusing on 

delivering quality services." Several employees emphasized how rigid rules prevent creative problem-solving, with one sharing, 

"Even when we have innovative ideas, the process to get approval is so cumbersome that we lose momentum." 

 

4.5.9. Workload and Stress Management: Heavy workloads and inadequate stress management affect the well-being of 

employees, limiting productivity. One worker stated, "We often have more tasks than we can handle, leading to burnout and affecting 

the quality of our work." Another employee expressed concern over unrealistic expectations, saying, "Sometimes, deadlines are too 

tight, and we're expected to work overtime without proper compensation." 

 

A third respondent highlighted the lack of support mechanisms: "There's no framework to help employees manage stress, so many 

of us are struggling silently." An additional employee noted, "A healthier work-life balance would help us stay energized and 

improve productivity." Some employees also mentioned that the demanding workload leaves little time for self-care. "It feels like 

I'm constantly on call, which makes it hard to spend quality time with my family," said one. 

 

The interviews uncovered a range of challenges and barriers to improving employee performance at the Morogoro District Council. 

These include limited resources, inadequate training, leadership gaps, bureaucratic inefficiencies, and workload-related stress. 

 

Addressing these issues requires a holistic approach that emphasizes better resource allocation, improved communication, 

continuous skill development, streamlined administrative processes, and supportive management practices. Doing so will empower 

employees to reach their full potential and enhance the quality-of-service delivery in local government authorities. 

 

5.0 Discussion of the findings 

5.1 Introduction 

This section provides the analysis of findings based on data. The findings are in line with objectives of the study and provide answers 

to the research questions. The analysis also provides information on the demographic characteristics of respondents who participated 

in the study. The discussion follows by providing an explanation of the findings presented. The discussion also links the findings in 

this study with the findings from other researchers.  

 

 

 

5.2 Background of the Respondents 

5.2.1 Age of Musoma Municipal Council employees sampled. 

The age distribution of the sampled Morogoro District Council employees reveals a workforce that is predominantly young to 

middle-aged. The largest age group is those between 32 and 37 years old, comprising 40% of the sample. This is closely followed 

by the 38 to 43-year-old group, which accounts for 32%. Employees aged 26 to 31 make up 20% of the workforce. Only 4% of the 

workforce is over 44 years old, and another 4% is in the 20 to 25-year-old range. These results indicate that the Morogoro District 

Council primarily consists of young and mid-career professionals, suggesting a relatively fresh workforce that could be receptive to 

new ideas and changes. 

 

Relationship between age and elements that affect employee performance in local government authorities in Morogoro 

District Council 

The data from the Morogoro District Council reveals a nuanced relationship between employee age and the factors influencing their 

performance. This relationship is crucial in understanding how various age groups perceive and respond to the challenges and 

opportunities that impact their work. 

 

Younger Employees (20-31 years): Younger employees in the 20 to 31-year-old age bracket are typically motivated by 

opportunities for growth, recognition, and a supportive work environment. They are often enthusiastic about acquiring new skills 

and thrive on professional development.  

One employee in this group stated, "Access to training workshops gives me the confidence to improve my performance and aim for 

higher positions." However, this age group can feel demotivated if such opportunities are scarce, leading to high turnover rates. 

They also value a collaborative atmosphere, with one respondent noting, "A supportive team makes all the difference; it’s easier to 

stay motivated when your contributions are recognized." 
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Mid-Career Professionals (32-43 years): Employees between the ages of 32 and 43 prioritize job stability, fair compensation, and 

balanced workloads. This group seeks alignment between their career goals and the organization's strategic objectives, aiming to 

contribute meaningfully to their departments. One employee shared, "I've reached a point where I want to ensure my work aligns 

with our strategic goals while providing growth opportunities." They also emphasize the importance of work-life balance due to 

family commitments and other responsibilities. As another respondent put it, "A balanced workload is vital. Without it, it's hard to 

maintain productivity and personal well-being." 

 

Senior Employees (44 years and above): Senior employees aged 44 and above emphasize traditional recognition, strong 

leadership, and fair policies. They draw on their extensive experience to navigate bureaucratic hurdles and adapt to policy changes. 

One respondent noted, "Having experienced leadership and clear policies ensures that we're all moving in the same direction." This 

demographic is generally less concerned with rapid career progression, prioritizing job security and the overall work environment. 

An employee in this group added, "I want to finish my career in a supportive environment where my contributions are valued." 

 

In summary, the relationship between age and elements affecting employee performance at the Morogoro District Council 

underscores the diversity of needs across age groups. Younger employees seek growth and recognition opportunities, mid-career 

professionals emphasize stability and balance, while senior employees prioritize leadership and job security. Tailoring management 

practices to accommodate these distinct preferences is vital for fostering a productive and engaged workforce, ultimately enhancing 

service delivery across the council. 

5.2.2 Sex of Morogoro District Council employees sampled. 

The workforce of the Morogoro District Council shows a fairly balanced gender representation, with 54% of employees identifying 

as male and 46% as female. Although there is a slight majority of male employees, the small gap in gender proportions reflects a 

relatively inclusive environment that may be promoting or benefiting from gender equality initiatives. 

 

 

Relationship between sex and elements that affect employee performance in local government authorities in Morogoro 

District Council 

Understanding the relationship between sex and the factors that impact employee performance at the Morogoro District Council 

offers important insights into the distinct challenges and motivations that shape productivity. An analysis of the provided data 

reveals the following trends and perspectives: 

 

Male Employees: Male employees, who constitute 54% of the workforce, often prioritize structured growth opportunities, clear 

communication, and equitable compensation. One male respondent highlighted, "Transparent communication from leadership is 

key. I want to know how my contributions align with the council's goals." They emphasize structured training and coaching that can 

support career advancement. "Access to professional development programs provides a clear pathway for growth," shared another 

male employee. 

 

Male workers also stress the importance of fair recognition, expressing that a lack of appreciation can lead to decreased motivation. 

As one noted, "I put in extra hours to meet deadlines, and acknowledgment of that effort keeps me motivated." They often cite 

workload management and team collaboration as critical factors affecting productivity, given that a balanced workload and 

supportive team environment enable them to achieve their targets. 

 

Female Employees: Female employees, representing 46% of the workforce, emphasize the need for supportive work environments 

that consider personal and professional responsibilities.  

 

One female respondent explained, "Balancing family commitments and career goals can be challenging, so a flexible schedule helps 

maintain my productivity." Such flexibility allows them to meet professional targets without compromising on personal 

responsibilities. 

 

In addition to flexibility, female employees prioritize equal opportunities for career advancement. "It's crucial to have equal access 

to training and mentorship programs to progress in our careers," shared another female worker. They often seek recognition not 

only through promotions but also through verbal acknowledgment, fair treatment, and policies that uphold inclusivity. As one 

respondent put it, "It's important that leadership fosters an inclusive culture where contributions are valued." 

 

In summary, the relationship between sex and the factors affecting employee performance at the Morogoro District Council reveals 

differing yet complementary priorities. Male employees often seek structured growth, equitable pay, and clear communication. 

Female employees prioritize supportive environments, flexible policies, and equal access to opportunities. By understanding and 

addressing these distinctions, the council can craft inclusive management practices that empower all employees to perform optimally 

while improving the overall organizational culture. 

 

5.2.3 Education level of Morogoro District Council employees sampled. 
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When analyzing educational qualifications, the majority of the workforce holds advanced degrees, indicating a highly educated 

staff. The highest proportion, 34%, holds a Master’s Degree, while 26% have a Bachelor’s Degree. Employees with Diplomas make 

up 22%, and those with a Ph.D. account for 18%. This diversity in educational attainment ensures a broad range of expertise within 

the council, potentially enriching its problem-solving capabilities. 

 

Relationship between education level and elements that affect employee performance in local government authorities in 

Morogoro District Council. 

The relationship between educational levels and elements affecting employee performance in local government authorities at the 

Morogoro District Council reveals notable trends that influence productivity and job satisfaction.  

The following analysis sheds light on how different educational backgrounds shape employee perspectives and challenges. 

 

Diploma Holders: Employees with a diploma, making up 22% of the workforce, emphasize practical training and clear performance 

expectations as critical elements affecting their performance. One respondent shared, "Specific and hands-on training helps me 

improve my skills and apply them directly to my daily tasks." They often seek structured career advancement opportunities and 

transparent criteria for promotions to higher positions. Another employee remarked, "Knowing the pathway for growth and the skills 

required motivates me to improve my performance." 

 

These workers may also face challenges in gaining recognition or transitioning to more senior roles due to a perceived lack of 

qualifications. One interviewee mentioned, "Sometimes, it feels like my contributions aren't valued because I don't have a degree, 

but my work experience speaks for itself." 

 

Bachelor's Degree Holders: Employees with a bachelor's degree, who represent 26% of the workforce, are generally focused on 

aligning their career goals with the organization's strategic objectives. They tend to seek project-based assignments that allow them 

to demonstrate their expertise and creativity. One employee noted, "Being trusted with projects that challenge me intellectually 

helps me showcase my skills and contribute meaningfully." 

 

These workers value constructive feedback and mentorship that enables them to advance professionally. One respondent stated, 

"Regular feedback from my supervisor guides me on how I can develop my skills and move up in my career." However, a lack of 

continuous development opportunities can lead to frustration. "I sometimes feel stuck because there's no clear framework for 

upskilling in my role," said one employee. 

 

Master’s Degree Holders: Representing 34% of the workforce, employees with a master's degree often take on leadership or 

specialized roles. They prioritize professional development opportunities and impactful projects that utilize their advanced expertise. 

One respondent explained, "I'm always looking for projects that challenge my analytical skills and contribute directly to our 

department's objectives." 

Master's degree holders also value fair compensation and recognition for their qualifications and contributions. One worker noted, 

"Our efforts should be reflected in the compensation and benefits we receive." However, some expressed concerns about limited 

growth prospects: "It's hard to progress to the highest levels if promotions are based solely on tenure rather than merit." 

 

Ph.D. Holders: Ph.D. holders account for 18% of the workforce and are generally involved in policy-making, research, or other 

specialized positions. They often value autonomy and opportunities to influence decision-making. One interviewee said, "Being 

consulted on policy decisions motivates me to contribute innovative ideas that align with the council's strategic vision." 

 

This group also emphasizes equitable workloads and collaboration between departments. One respondent noted, "Cross-

departmental collaboration ensures that our specialized skills are utilized effectively and don't go unnoticed." However, they also 

highlighted challenges related to bureaucracy, with one stating, "Rigid structures sometimes prevent us from implementing 

progressive ideas, which can be frustrating." 

The relationship between educational levels and factors affecting employee performance at the Morogoro District Council is 

multifaceted. Diploma holders seek practical training and career advancement clarity, while bachelor's degree holders focus on 

alignment with strategic goals and constructive feedback. Master’s degree holders prioritize impactful projects and fair recognition, 

and Ph.D. holders value autonomy and policy influence. Understanding these diverse perspectives can help local government 

authorities implement tailored management strategies that harness the unique strengths of each educational level, ultimately 

improving organizational productivity and employee satisfaction. 

 

5.2.4 Specific departments of the sampled Morogoro District Council employees sampled. 

The distribution across specific departments shows that the Human Resource department has the largest share, with 42% of the 

sample employed there. The Social Welfare department follows at 26%, while Accountants make up 22%. Administrative Officers 

form the smallest group, at 10%.  

This distribution aligns with the varied needs of the council, where human resources are critical, but specialized roles in social 

welfare, finance, and administration remain crucial for smooth operations. 
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Relationship between Specific departments of the sample and the elements that affect employee performance in local 

government authorities in Morogoro District Council. In the Morogoro District Council, the relationship between specific 

departments and the factors that affect employee performance offers insights into the varied challenges and motivators that shape 

productivity. Employees from each department encounter unique dynamics that influence their perspectives and experiences at 

work. 

 

Human Resources Department: Human Resources employees, comprising 42% of the workforce, emphasize fair and transparent 

management practices as a key element influencing their performance. One respondent mentioned, "When leadership models 

transparent practices, it sets a standard that motivates us to handle personnel issues consistently and equitably." They also value 

comprehensive training and mentorship to handle complex labor issues more effectively. "Continuous learning helps us address 

emerging HR challenges with greater confidence," stated one employee. 

 

Team cohesion is critical for this department, with one worker saying, "A collaborative atmosphere makes it easier to resolve 

conflicts and implement new policies smoothly." However, bureaucracy can impede their work. "Navigating administrative hurdles 

while trying to support staff can be frustrating," noted one respondent. 

 

Social Welfare Department: Social Welfare employees, who represent 26% of the workforce, prioritize flexible working 

conditions and adequate resources to deliver community services. One respondent shared, "Fieldwork requires adaptability, and we 

need policies that let us respond quickly to diverse community needs." They emphasize that access to transportation and supplies is 

essential for meeting their objectives. "Without the right resources, it's hard to provide timely assistance to vulnerable populations," 

said another employee. 

 

Furthermore, these workers value recognition and support for their challenging roles. "Acknowledging the emotional toll of social 

welfare work and providing mental health resources would help us stay motivated," suggested one employee. The department also 

faces challenges in keeping up with changing policies and practices. "Regular training on new welfare policies ensures we remain 

compliant and effective," noted another worker. 

 

Accounting Department: Accountants, who make up 22% of the workforce, often cite clarity in financial policies and workload 

management as crucial elements influencing their performance. One respondent mentioned, "Accurate and consistent financial 

guidelines help us meet our targets without confusion or delays." They also emphasize the need for realistic deadlines. "We handle 

a large volume of transactions, and achievable deadlines ensure quality reporting," explained one employee. 

 

The department also seeks opportunities for professional development. "Training on the latest accounting software improves our 

efficiency and accuracy," said one worker. However, rigid policies can sometimes limit their ability to adapt to new trends. "The 

strict compliance requirements can be a barrier to trying innovative accounting practices," noted another. 

 

Administrative Officers: Administrative Officers, who make up 10% of the workforce, prioritize clear communication and 

streamlined processes as vital factors affecting their performance. One respondent shared, "Clear communication from all 

departments helps us coordinate activities without delays or misunderstandings." They also value comprehensive policies that 

prevent bottlenecks in administrative tasks. "Standardized policies and fewer approval steps would help us process requests faster," 

said one employee. 

Team dynamics are also crucial for productivity. "We rely on teamwork to manage multiple tasks efficiently, and good relationships 

keep our motivation high," explained one respondent. However, the lack of automation can sometimes impede their work. "Manual 

processes make our work cumbersome, and adopting more digital tools would improve our output," noted another worker. 

 

The relationship between specific departments and factors affecting employee performance at the Morogoro District Council is 

varied, reflecting the diverse responsibilities and challenges of each group. Human Resources employees focus on transparent 

management practices, Social Welfare workers emphasize flexible policies and resources, Accountants prioritize clarity in financial 

guidelines and deadlines, and Administrative Officers value clear communication and streamlined processes. Tailoring management 

strategies to meet these distinct departmental needs will empower each group to perform optimally, enhancing productivity and 

service delivery across the council. 

 

5.3 How does the implementation of performance management systems affect employee performance in local government 

authorities? 

Interviews with 50 employees from the Morogoro District Council provided rich insights into how the implementation of 

performance management systems (PMS) affects employee performance in local government authorities. The analysis yielded key 

themes that align with several theories of performance. 

 

Clarity of Expectations: A well-implemented PMS provides clarity of expectations, which was highlighted as a significant 

motivator. Employees felt that clear goals and metrics made it easier to prioritize tasks and focus on achieving their targets. One 

respondent mentioned, "When I know my targets for the quarter, it's easier to strategize and align my daily tasks accordingly." This 
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aligns with the Goal-Setting Theory, which emphasizes the role of specific and challenging goals in enhancing performance (Locke 

& Latham, 1990).  

 

Clear expectations enable employees to monitor progress, measure success, and maintain accountability, which ultimately leads to 

improved productivity. 

 

Feedback and Coaching: Regular feedback and coaching emerged as crucial for employee development. Many employees valued 

timely and constructive feedback to refine their skills and approaches. One employee noted, "Constructive feedback from my 

supervisor helps me refine my approach and find ways to improve." According to Social Cognitive Theory, continuous feedback 

allows employees to adjust their behavior and develop the self-efficacy necessary to tackle challenging tasks (Bandura, 1986). In 

addition, coaching sessions provide personalized support, empowering employees to meet their individual and organizational goals. 

 

Recognition and Rewards: The PMS framework recognizes and rewards high performance, which positively impacts motivation 

and job satisfaction. One respondent shared, "Receiving an award for my work makes me feel valued and appreciated." This 

resonates with Expectancy Theory, which posits that employees are motivated when they believe their efforts will lead to desired 

rewards (Vroom, 1964). The connection between rewards and performance underscores the importance of incentives and recognition 

as driving forces behind employee engagement and productivity. 

 

Personal Development and Training: Performance management systems that prioritize personal development through training 

and skill-building activities support employees' growth. One employee mentioned, "My supervisor helped identify training courses 

that boosted my skills and aligned with the council's strategic goals." The concept aligns with Maslow’s Hierarchy of Needs, where 

personal growth is seen as a higher-level motivator contributing to self-actualization (Maslow, 1943). Offering development 

opportunities allows employees to fulfill their potential and motivates them to perform at their best. 

 

Fairness and Transparency: Employees underscored the importance of fairness and transparency in PMS implementation. They 

felt that objective assessments and transparent criteria for promotions and rewards ensured trust in the system.  

 

 

One employee noted, "The review process is objective and fair, which boosts my confidence in the system." This perspective is 

supported by Equity Theory, which emphasizes that employees compare their inputs and outcomes to those of others, with perceived 

fairness affecting their motivation and performance (Adams, 1965). 

 

In summary, the implementation of performance management systems in local government authorities at the Morogoro District 

Council has notable effects on employee performance. Clear expectations, regular feedback, recognition, development 

opportunities, and fairness are integral to optimizing productivity. These findings are consistent with multiple performance theories, 

which emphasize the role of goal clarity, motivation, skill development, and fairness in driving employee behavior. Applying these 

insights can help local government authorities refine their PMS and foster a more engaged, productive workforce. 

 

5.4 What are the key factors that influence the performance of employees in local government authorities? 

The data obtained from interviews with 50 employees at the Morogoro District Council identified several key factors influencing 

employee performance. The findings align well with various theories of performance, providing a comprehensive understanding of 

the dynamics within local government authorities. 

 

Leadership and Management Practices: Leadership is a process whereby an individual influence a group of individuals to achieve 

common goals (Northouse, 2007). Leadership style is the combination of attitude and behavior of a leader, which leads to certain 

patterns in dealing with the followers (Dubrin, 2004). The leadership style within an organization has a bearing on encouraging or 

inhibiting employee’s performance (Armstrong and Murlis 2004). 

Leadership and management practices play a crucial role in shaping employee motivation and performance. Employees consistently 

emphasized the importance of supportive and fair leadership. One interviewee stated, "When management listens to our concerns 

and provides clear feedback, it motivates me to work harder."  

 

The relationship between leadership and performance aligns with the Transformational Leadership Theory, which posits that leaders 

who inspire, challenge, and engage their subordinates foster higher levels of motivation and productivity (Bass & Riggio, 2006). 

Supportive management creates a positive environment where employees feel empowered and valued, encouraging them to exceed 

expectations. 

 

Professional Development Opportunities: Access to professional development opportunities was frequently identified as a key 

motivator. Employees highlighted the importance of continuous learning, with one noting, "The workshops I've attended have given 

me new skills that I apply daily, which directly impacts my productivity." This finding resonates with Herzberg's Two-Factor 

Theory, where growth and advancement are considered motivating factors that lead to higher job satisfaction (Herzberg, 1966). 

When employees are given opportunities to develop new skills and enhance their careers, they are more likely to be engaged and 

contribute to organizational goals. 
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Resource Availability: A significant barrier to optimal performance identified in the data was the lack of adequate resources. One 

employee shared, "It's frustrating when I can't deliver quality work because I'm working with outdated computers." Expectancy 

Theory suggests that employees are motivated when they believe they have the resources and support needed to achieve their goals 

(Vroom, 1964). If resources such as equipment, tools, or supplies are unavailable or inadequate, employees may feel less confident 

in their ability to meet expectations, leading to decreased performance. 

 

Work Environment and Team Dynamics: A positive work environment, including supportive team dynamics, was frequently 

mentioned as essential for fostering performance. One employee noted, "The supportive nature of my team helps me feel valued 

and encourages me to contribute more." This observation aligns with the Social Exchange Theory, which posits that individuals 

engage in reciprocal relationships based on mutual benefits (Cropanzano & Mitchell, 2005). When employees feel supported by 

their colleagues and work in a harmonious environment, they are more likely to reciprocate with higher commitment and 

productivity. 

 

Compensation and Recognition: Fair compensation and recognition were identified as crucial factors that impact motivation. One 

respondent explained, "Knowing my efforts are recognized and fairly compensated makes me feel valued and keeps me motivated." 

The relationship between rewards and performance is consistent with Equity Theory, which holds that employees compare their 

inputs and outcomes with others to assess fairness (Adams, 1965). When they perceive that their efforts are fairly rewarded, they 

are more likely to be motivated to maintain or improve their performance. 

 

Again, fair compensation and recognition result in attainment, accomplishment, and achievement that result from empowerment in 

the following ways: Three types of success are attained by members of an organization: (1) individual success through role 

performance; (2) organizational success, which is attained when members accomplish group goals and objectives; and (3) mutually 

beneficial and satisfying work experience that satisfies needs for both social and personal growth (Duvall 1999). 

 

Furthermore, according to Bartram and Casimir (2007), empowerment significantly positively correlated with performance, 

compensation and recognition. In particular, there was a stronger correlation between compensation and recognition and followers' 

in-role performance than there was with leader satisfaction 

 

Work Life Balance: Maintaining a healthy work-life balance significantly influenced productivity and job satisfaction. One 

employee noted, "Flexibility in working hours has allowed me to take care of my family and come to work energized." This aligns 

with the Job Demands-Resources (JD-R) Model, which recognizes the role of personal and job resources in managing demands and 

preventing burnout (Bakker & Demerouti, 2007). Providing employees with flexible working conditions can help them balance their 

professional and personal responsibilities, leading to reduced stress and improved performance. 

 

 

5.4.1 Payment and Salaries: Some of the other problems that were mentioned by the employees in the Morogoro District Council 

is the low salary that does not meet the daily needs of the employees, a situation that leads many of them to live by borrowing. One 

employee said “Our work environment is difficult and the salary we are paid is low which causes us to end up with many loans" 

Another employee responded "The salary we are paid is low with deductions and high taxes, the government should look on how 

to improve our salaries" Also another employee said "We live and low salaries and we are not promoted on time “The relationship 

between motivation and performance aligns with the Motivation Theory from the theory of motivation 

 

The most obvious motivating factor when it comes to our jobs is our compensation. Workers are always fighting for jobs that pay 

well and can be filled quickly. Employees occasionally forgo other motivating variables in order to achieve job happiness. For this 

reason, an associate will relocate if they find better employment in a different hotel or service industry (Panwar and Gupta, 2012). 

According to Muogobo (2013), salary that is paid on schedule, or good remuneration, has been found over time to be one of the 

policies that an organization may implement to improve employee performance and, in turn, raise productivity.  

 

Furthermore, money is one of the most fundamental inducements; in terms of its influential character, no other motivational 

technique or reward comes close to it (Rynes, 2004). Money has the power to draw, support, and motivate workers to achieve great 

performance. Money is the most important component in motivating industrial workers to produce more, according to Frederick 

Taylor and his scientific management colleague (Adeyin, 2007). 

 

Promotion, salary, incentives, and other forms of compensation are used by all firms to encourage and demand great performance 

from their workforce (Reena, 2009). Managers must consider the pay structures in order to use salary as an effective motivator. 

These structures should consider the importance of the organization associated with each job, employee performance-based 

compensation, individual or unique allowances, pensions, and fringe benefits (Adeyinka, 2007).  

 

Furthermore, wage is seen as a critical determinant element for employee performance increases and has been observed to impact 

employees' decisions to leave or remain with the company (Kline and Hsieh, 2007).  
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Furthermore, there is a real connection between employee performance enhancement and salary based on performance. Therefore, 

each employee strives to work more in order to generate more units and ultimately earn more money. Performance-based pay 

encourages workers to come up with more inventive ways to generate effort. 

 

5.4.2 Bonuses and Benefits for Employees: Disciples of other problems mentioned by the servants of the Morogoro District 

Council are the interests of living not being considered and sometimes delayed. Many of the asked workers complained of not paid 

vacation funds, medical, extra hours and work trip funds. These affect the employee performance in the Morogoro District Council. 

One staffer “Said our working environment is hard we work but we are not paid extra hours and we are delayed from work” Another 

employee responded “We are not paid vacation money and medical insurance (NHIF) is not guaranteed” Also another servant said 

“We don’t have a working moral obligation for our interests if the servants are not considered we demand much money that we 

don’t know when we are going to be given. 

 

Over the course of several decades, employee perks have grown in significance. Employee benefits are non-cash, membership-

based incentives provided to recruit and retain staff (Decenzo and Robbins, 2002). According to World at work (2010), benefits are 

one of the five essential components of the total reward package. These include pay, performance and acknowledgment, 

development and prospects for a career, work-life balance, and perks.  

 

Employee benefits are components of compensation provided in addition to the various forms of cash pay, according to Armstrong 

(2009). They also consist of things like yearly holidays that aren't strictly compensated. A suitable and essential working condition 

is an employee benefits program, according to Herzberg's theory of the two factors (hygiene and motivation) 

 

In conclusion, the key factors influencing employee performance in local government authorities, such as leadership practices, 

professional development, resources, team dynamics, compensation, and work-life balance, all play significant roles. These findings 

align with various performance theories, emphasizing the importance of supportive leadership, recognition, resources, and balance. 

By addressing these elements strategically, local government authorities can create environments that empower employees to 

perform at their best, enhancing overall productivity. 

 

5.5 What challenges and barriers exist in addressing and improving employee performance in local government authorities? 

Interviews with 50 employees from the Morogoro District Council revealed significant challenges and barriers that impact efforts 

to address and improve employee performance in local government authorities. The findings provide insights that align with several 

theories of performance, offering a comprehensive understanding of the multifaceted challenges faced by these organizations. 

 

5.5.1 The effects of information and communication technology on employee performance: Information and Communication 

Technology (ICT) is one of new technologies that has affected the organizational and industrial environment in many organizations 

were as Morogoro district council is among of them. Until a few decades ago, it was hard to imagine that such technology could 

affect the business environment around in any organization extensive way. However, this technology has overwhelmed all aspects 

of our life and its impacts are increasing day after day even in a society like Morogoro district council, that has a far way ahead in 

order to reach the required standards to benefit from information technologies. 

 

For recent period, government operations in Local Government Authority, Morogoro  district council in particular, have 

been done using Systems, such as payment  services are  provided using MUCE, licensing by  using TAUSI, Purchases 

services by using  NEST system  and  Employees and  Human resource service using HCMIS, One servant said “The lack 

of a guaranteed network affects the performance of my roles sometimes the network, auto conditions reduce efficiency for 

few employees , another said “Citizens are delayed to get a license at a time due to the lack network being defective, and 

another servant said“ even charging services sometimes take longer due to the stressful network.  

 

5.5.2 The influence of politics on employee performance: Employee performances are highly affected by organization politics 

which on other hand can also have a negative impact on the organizational environment. When politics becomes toxic, it can lead 

to conflict, distrust, and an unhealthy workplace environment. This can create a toxic work culture that can negatively impact the 

performance of employees and the overall success of the organization. Individuals or groups within an organization use their power 

and influence to achieve their own interests; it can create a culture of mistrust and suspicion. Employees may feel that their 

colleagues are working against them or that they are not being treated fairly. This can lead to increased conflict, decreased morale, 

and reduced productivity. When employees are constantly worried about what is being said behind closed doors, they may become 

less focused on their work and more concerned with protecting  

 

In Local Government Authority, such as the Morogoro District Council, including, the personal interest of politicians affects the 

implementation of the Council’s plans. While collecting data, one employee said” Sometimes we fail to implement our plans because 

of politicians from the ruling party. The situation that leads to service being offered to a standard chain and sometimes delayed; 

another employee responded “Politicians force the implementation plans outside the Council’s plans in order to benefit political 

interests. 
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5.5.3 The effect of working environment on employee performance: The best work environment and friendly service for 

employees contribute to the workplace performance since the Morogoro District council has many mountains, rivers and 

wildlife. One survivor of the rage replied “from here to the council headquarters is 82 kilometers, the  road is bad, the 

mountain climbing and there are no cars we have to use a motorcycle and walk all day without working as a result our 

performance is being affected”, Another replied “This is in the wild, to get a letter until we go town center working situation 

hard no adequate social services such as hospital which in turn affect our  performance”.  

 

 

5.5.4 Lack of enough employee in organization 

Insufficient personnel in an organization bring about an increase in work load and less supervision. Many managers and supervisors 

are under the impression that the level of employee’s performance on a job is proportional to the size of the employees. Work load 

is more of work responsibilities, which is a normal phenomenon in much organization today. Work load in an organization comes 

about when employees perform and carry out more activities in an organization than what is expected of an employee. 

 

 An increase in work load brings about less supervision and this can be well described using the appraisal policy according to (Nunvi 

2008) who expressed that” an appraisal is a process of feeding back a subordinate information about how well they are doing their 

work for the organization”, all these performances recorded can either be negative or positive which might cause insufficient 

personnel or human resources in an organization thus affecting their performance. 

 

The lack of workers according to needs will be included in the If, one servant said in our department I am myself and the 

duties in the Department are seriously the situation leading to the work that is overseen, another from the Health Department  

said many health centers have no employees due to the least of existing staff, the head of one department said, the lack of 

staff in many departments is a change. 

 

 

5.5.5 Limited Resources: One of the primary challenges highlighted was the limited availability of resources such as office 

supplies, equipment, and transportation. Employees shared how outdated technology and insufficient funding for essential tools 

hinder their ability to deliver quality work. One interviewee explained, "It's frustrating when I can't deliver quality work because 

I'm working with outdated computers."  

 

According to Expectancy Theory, the lack of resources reduces employees' belief that they can achieve their goals, thereby affecting 

their motivation and performance (Vroom, 1964). When workers feel unsupported in their roles, they often experience lower 

confidence in their capacity to deliver effectively. 

 

5.5.6 Inadequate Training and Skill Development: Another key challenge identified was insufficient access to training and skill 

development opportunities. One employee shared, "I'd love to attend more workshops, but it seems like training is reserved for 

specific teams." This aligns with Maslow's Hierarchy of Needs, where the absence of growth and development opportunities 

prevents employees from achieving their full potential (Maslow, 1943). Without continuous learning, employees may struggle to 

keep up with changing policies and emerging trends, which can limit their effectiveness and reduce job satisfaction. 

 

5.5.7 Leadership and Communication Gaps: Leadership and communication gaps were repeatedly mentioned as barriers to 

improving performance. One interviewee stated, "When decisions are made without proper consultation, it feels like our opinions 

don't matter." This perspective aligns with the Transformational Leadership Theory, which posits that effective leaders inspire, 

motivate, and involve their teams in the decision-making process (Bass & Riggio, 2006). The absence of clear communication from 

leadership often results in misaligned goals, reduced engagement, and a lack of trust between employees and management. 

 

5.5.8 Bureaucratic Inefficiencies: Bureaucratic inefficiencies also present significant obstacles to improving performance. One 

employee explained, "There are too many approval steps for even simple tasks, which makes it hard to meet deadlines."  

 

According to Social Exchange Theory, employees are more motivated to reciprocate positive behaviors when they perceive 

organizational support and streamlined administrative processes (Cropanzano & Mitchell, 2005). Rigid bureaucratic structures often 

prevent workers from responding flexibly to emerging needs, leading to frustration and a decline in productivity. 

 

5.5.9 Workload and Stress Management: A heavy workload and lack of stress management support were highlighted as critical 

barriers affecting performance. One respondent mentioned, "We often have more tasks than we can handle, leading to burnout and 

affecting the quality of our work." This finding aligns with the Job Demands-Resources (JD-R) Model, which recognizes that 

excessive job demands without sufficient resources can lead to stress and burnout (Bakker & Demerouti, 2007). Providing resources 

and frameworks for managing workload and stress is essential for maintaining productivity and employee well-being. 

 

In conclusion, the challenges and barriers affecting employee performance in local government authorities are diverse and 

interconnected. Limited resources, inadequate training, leadership gaps, bureaucratic inefficiencies, and high workloads all 
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contribute to decreased performance. These findings align with various theories of performance, emphasizing the importance of 

organizational support, communication, and resource allocation. By addressing these challenges holistically, local government 

authorities can create environments that support their workforce, ultimately enhancing productivity and service delivery. 

 

6.0 Conclusion and Recommendations 

6.1 Introduction 

This part presents the summary of the study objectives, methodologies, and results for each specific objective. It also includes a 

conclusion and also recommendations on how to improve the organization's use of social media for service delivery. 

 

6.2 Summary 

 

6.2.1 Key factors that influence the performance of employees in local government authorities 

The study identified several key factors influencing employee performance. Out of the 60 correspondents, 40 (66 %) emphasized 

the importance of effective leadership and management practices. They reported higher motivation and productivity when they 

experienced supportive and transparent leadership. Additionally, 12 correspondents (20 %) highlighted the critical role of access to 

professional development opportunities, noting that continuous learning and skill development significantly improved their job 

performance. Resource availability was also a significant factor, with 5 correspondents (8.5 %) mentioning that having access to 

modern technology and necessary tools led to better performance and greater job satisfaction. Furthermore, 2 (3.3 %) respondents 

pointed to the importance of a positive work environment and strong team dynamics, indicating that being part of a supportive team 

enhanced their morale and productivity, while 1 (1.6 % of respondent did not say anything.  

 

 

 

6.2.2 Implementation of performance management systems affect employee performance in local government authorities 

The study found that well-implemented performance management systems (PMS) positively impacted employee performance. 

Specifically, 42 correspondents (84%) reported that having clear performance goals helped them focus and align their daily tasks 

with organizational objectives.  

 

6.2.2 Implementation of performance management systems affect employee performance in local government authorities 

The research found that well-implemented performance management systems (PMS) positively impacted employee performance. 

Specifically, 42 correspondents (70 %) reported that having clear performance goals helped them focus and align their daily tasks 

with organizational objectives.  Also, these respondents suggested that regular feedback and coaching were valued and practices 

helped them refine their skills and improve their performance. Recognition and rewards were also crucial with 10 respondents (16 

%) indicating that they were more motivated to sustain or enhance their productivity when their achievements were acknowledged 

and  8 (14% ) raised concerns about the inconsistencies in feedback frequency and the perceived fairness of performance evaluations, 

which sometimes led to dissatisfaction. 

 

6.2.3 Challenges and barriers exist in addressing and improving employee performance in local government authorities 

The study uncovered several significant challenges and barriers to improving employee performance. A majority of 35 respondents 

(58%) cited limited resources, such as outdated technology and insufficient office supplies, as major obstacles that hindered their 

ability to deliver high-quality work. Inadequate training and skill development opportunities were reported by 10 respondents (17%), 

who expressed a strong desire for more access to professional development. Leadership and communication gaps were another 

critical issue, with 5 respondents (8%) highlighting inconsistent management practices and poor communication as factors leading 

to misaligned goals and reduced engagement. Bureaucratic inefficiencies were mentioned by 6 respondents (10%), who pointed out 

that complex approval processes and rigid structures slowed down operations and reduced flexibility. Lastly, 4 correspondents (7 

%) identified heavy workloads and a lack of stress management support as contributing to burnout and declining work quality. 

 

These findings emphasize the need for local government authorities to address these challenges by improving resource allocation, 

enhancing training opportunities, refining leadership practices, streamlining bureaucratic processes, and supporting work-life 

balance. By doing so, they can create a more productive and motivated workforce. 

 

7.0 Recommendations 

Based on the findings presented in the study, the paper enumerates several recommendations which can be made to address the key 

factors influencing employee performance in local government authorities in Tanzania. These are; 

i. Invest in Professional Development Opportunities: Provide comprehensive training and skill development programs for 

employees at all levels; 

ii. Ensure that access to workshops, seminars, and other learning opportunities is equitable across departments and job roles. 

This will not only enhance employees' skills but also boost their motivation and job satisfaction; 
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iii. Improve Leadership and Communication Practices: Foster a culture of transparent communication and inclusive decision-

making processes. Train leaders to adopt transformational leadership styles that inspire and engage employees. Encourage 

regular feedback sessions and open-door policies to address concerns and build trust between management and staff; 

 

iv. Address Resource Constraints: Allocate sufficient resources, including modern equipment, office supplies, and 

transportation, to enable employees to perform their duties effectively. Prioritize investments in technology and 

infrastructure upgrades to streamline processes and reduce administrative burdens;  

 

v. Streamline Bureaucratic Processes: Review and streamline bureaucratic procedures to minimize red tape and approval 

delays. Implement agile project management methodologies to increase efficiency and responsiveness to changing needs. 

Empower employees to suggest process improvements and participate in decision-making regarding administrative 

workflows; 

 

vi. Promote Work-Life Balance: Implement flexible working arrangements and promote initiatives that support employee 

well-being. Offer options such as telecommuting, flexible hours, and wellness programs to help employees manage their 

workloads and personal responsibilities effectively; 

 

vii. Enhance Recognition and Rewards Systems: Establish fair and transparent systems for recognizing and rewarding 

employee performance. Acknowledge achievements through formal awards, verbal praise, and opportunities for career 

advancement. Ensure that performance evaluations are objective and based on clear criteria to promote a culture of 

meritocrats; 

viii. Encourage Team Collaboration and Cohesion: Foster a collaborative work environment where teamwork is valued and 

encouraged. Facilitate cross-departmental collaboration through regular meetings, joint projects, and knowledge-sharing 

initiatives. Promote a sense of camaraderie and mutual support among employees to enhance productivity and morale. 

 

ix. Monitor and Evaluate Performance Management Systems: Continuously monitor and evaluate the effectiveness of 

performance management systems (PMS) to identify areas for improvement. Solicit feedback from employees regarding 

their experiences with PMS implementation and adjust as needed to ensure alignment with organizational goals and 

employee needs.  

 

By implementing these recommendations, local government authorities like the Morogoro District Council can create a 

conducive work environment that empowers employees to perform at their best, ultimately leading to improved service 

delivery and organizational effectiveness. 

 

7.1 Policy implication 

Human Resource Development Policy need to Develop and implement policies aimed at promoting continuous professional 

development for employees. This could include provisions for training workshops, seminars, and educational opportunities to 

enhance skills and knowledge across all departments. Additionally, establish clear pathways for career advancement and provide 

support for employees pursuing further education or professional certifications. 

 

Leadership and Management Policy should Enact policies that promote transparent and inclusive leadership practices. This could 

involve training programs for managers and supervisors to develop transformational leadership skills and improve communication 

with their teams. Implement performance evaluation criteria that emphasize leadership effectiveness and employee engagement. 

 

Resource Allocation Policy: Policies to ensure equitable distribution of resources, including funding for modern equipment, office 

supplies, and transportation should be created. Conduct regular assessments of resource needs across departments and prioritize 

investments to address areas of deficiency. Implement procurement policies that streamline the acquisition process and ensure cost-

effectiveness. 

 

Bureaucratic Reform Policy should implement policies aimed at reducing bureaucratic inefficiencies and streamlining 

administrative processes. This could involve conducting process audits to identify bottlenecks and redundancies and implementing 

measures to simplify procedures. Establish service standards and performance metrics to monitor the efficiency of administrative 

workflows and improve service delivery. 

 

Work-Life Balance Policy: It is good to develop policies to promote work-life balance and employee well-being. This could include 

flexible working arrangements, telecommuting options, and wellness programs to support physical and mental health. Ensure that 

policies are inclusive and considerate of employees' diverse needs and responsibilities outside of work. 

 

Performance Management Policy: Establishing policies to enhance performance management systems and ensure their alignment 

with organizational goals and employee needs is necessary. This could involve regular reviews of performance evaluation criteria, 

feedback mechanisms, and recognition and rewards programs. Provide training and support for managers and employees to 

effectively implement and participate in performance management processes. 
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Collaboration and Team Building Policy: It is good to implement policies to foster a collaborative work environment and promote 

teamwork among employees. This could include initiatives such as cross-departmental projects, team-building activities, and 

knowledge-sharing platforms. Encourage open communication and mutual support among employees to enhance productivity and 

morale. 

 

 

Monitoring and Evaluation Policy need to develop policies for ongoing monitoring and evaluation of organizational performance 

and employee satisfaction. This could involve conducting regular surveys, focus groups, and performance reviews to assess the 

effectiveness of policies and identify areas for improvement. Use data-driven insights to inform policy decisions and drive 

continuous improvement efforts. 

 

By implementing these policy recommendations, local government authorities can create an enabling environment that supports 

employee development, engagement, and productivity, ultimately leading to improved service delivery and organizational 

performance. 

 

7.2 Areas for further researches 

Technology and Innovation: Examine the role of technology and innovation in enhancing employee performance in local 

government authorities. Explore how digital tools, automation, and data analytics can optimize workflow processes, improve 

resource allocation, and support decision-making. 

Diversity and Inclusion: Explore the impact of diversity and inclusion initiatives on employee performance in local government 

authorities. Investigate how diverse workforce compositions, inclusive leadership practices, and anti-discrimination policies 

influence organizational effectiveness and employee engagement. 

By addressing these limitations and exploring these areas for further research, scholars can deepen our understanding of the factors 

influencing employee performance in local government authorities and inform evidence-based policy and practice. 
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