THE ROLE OF HUMAN RESOURCE PLANNING ON ORGANIZATIONAL PERFORMANCE: A CASE OF NATIONAL HEALTH INSURANCE FUND (NHIF)-DAR ES SALAAM



PREPARED BY:


EVA THOBIAS
REG NO. DSM/MHRM-IT/21/96582






A Dissertation Submitted to the Department of Management Studies in Partial Fulfilment of the Requirement for the Award of the Degree of Masters of Human Resources Management with Information Technology (MHRM – IT) of the Tanzania Institute of Accountancy.
[bookmark: _GoBack]2023

	ix		

[bookmark: _Toc115527483][bookmark: _Toc110515387][bookmark: _Toc136618886][bookmark: _Toc170793104]CERTIFICATION
I, the undersigned, certify that I have read and hereby recommend for acceptance by Tanzania Institute of Accountancy a Dissertation entitled, “The Role of Human Resource Planning on Organizational Performance: A Case of National Health Insurance Fund-Dar Es Salaam”, in partial fulfilment of the requirement for the award of Master Degree of Human Resource Management of Tanzania Institute of Accountancy




_________________________              
Dr. Mugisha Kamala 
(Supervisor) 









[bookmark: _Toc170793105]DECLARATION 
I, Eva Thobias declare that this Dissertation is my original work which has not been presented for a degree in any other University/Institute. 


Signature ____________________________ Date______________________















[bookmark: _Toc163712376][bookmark: _Toc170421862][bookmark: _Toc170793106]COPYRIGHT
© Eva Thobias 2024
This research proposal should not be produced by any means in full or in part, except in short and fair dealing for research or private study, critically scholarly review or discourse with an acknowledgement. No part of this research proposal may be produced, stored in any retrieval system or transmitted in any form such as electronic and mechanical or photocopying without prior written permission of the author or The Tanzania Institute of Accountancy.















[bookmark: _Toc36907914][bookmark: _Toc36907975][bookmark: _Toc36908036][bookmark: _Toc39231976][bookmark: _Toc170793107]ACKNOWLEDGEMENTS
I would like to express my sincere gratitude and appreciation to all those who have contributed in one way or another to enable the successful completion of this dissertation. Firstly, I would like to thank the almighty God for enabling me to successfully accomplish my studies at Tanzania Institute of Accountancy. 
Special gratitude goes to my researcher supervisor Dr. Mugisha Kamala for his endless efforts towards accomplishment of this study. He provided me with comments, advice and directives which were helpful in accomplishing the study.
My colleagues (Master of Human Resource Management-IT of 2021/2023) for their great role in pushing, supporting, encouraging and their technical support are well appreciated.
 Furthermore, I would wish to thank my family members particularly Mr. and Mrs. Thobias Sangawe who provided me with effective support and encouragements throughout my studies and during preparation of this report. 


[bookmark: _Toc170793108]DEDICATIONS 
This research report is dedicated to my family members particularly Mr. and Mrs. Thobias Sangawe as well as other individuals who participated in one way or another in this study. 


















[bookmark: _Toc170793109]LIST OF ABBREVIATIONS
HR			Human Resource 
HRM			Human Resource Management 
HRP			Human Resource Planning
MHRM		Master of Human Resource Management
NHIF			National Health Insurance Fund
RBV			Resource Based View
TIA 			Tanzania Institute of Accountancy













[bookmark: _Toc170793110][bookmark: _Hlk115174828]ABSTRACT
The general objective of this study was to assess the role of human resource planning on organizational performance at NHIF Dar es Salaam. The study was guided by three specific objectives which are; to examine human resource planning practices at NHIF-Dar es salaam, to determine the contribution of human resource planning on performance of NHIF- Dar es salaam and to determine the challenges facing human resource planning at NHIF-Dar es salaam. This study used multiple case study design. The study was carried out at NHIF branches in Dar es Salaam which are Temeke branch, Ilala branch and Kinondoni branch, Tanzania. Convenience and purposive sampling techniques were used in selecting 72 respondents. Mixed approach was preferred in the study while data were collected through questionnaires, interviews and documentary review. Descriptive statistics were used in analyzing quantitative data while content analysis was used in analyzing qualitative data. Firstly, the findings revealed that HRP practices at NHIF include assessment of current human resource capacity, forecasting the future human resource requirements, formulation of human resource action plan, identification of existing gaps, analyzing of organizational objectives and monitoring and feedback giving. Secondly, the findings revealed that HRP has contributed to improvement in performance of the organization through improvement in quality of services, increase in range and type of services, increase in number of new members as well as increased accessibility of NHIF services. Finally, the findings revealed that challenges facing HRP in the organization include limited top management support, limited skills and knowledge among HRP professionals, insufficient funds, limited information on human resources and inadequate number of HR professionals. It was recommended that there should be commitment among management of the organization in carrying out human resource planning, there should be trainings to HRP professionals in order to increase their expertise skills and knowledge and management should ensure allocation of sufficient financial resources.
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[bookmark: _Toc170793112]CHAPTER ONE
[bookmark: _Toc170793113]INTRODUCTION 
[bookmark: _Toc170793114]1.1 Overview
The chapter is comprised of the background of the study, statement of the problem, objectives of the study (general objective of the study and specific objectives of the study), research questions, and significance of the study and scope of the study. 
[bookmark: _Toc170793115]1.2 Background of the study
Globally, there is a growing recognition that good human resource (HR) management can help a firm obtain and maintain a competitive advantage, as a result, many firms attribute their success to efficient human resource management (HRM) (Gowan, 2022). Human resource management (HRM) can be defined as strategies or policies, processes, and practices for developing an organization's human resources. This is essentially a novel method of managing employees that leads to the fulfillment of corporate goals through the use of talented and motivated personnel. It uses a variety of cultural, organizational, and personnel strategies. While emphasizing the importance of human resources, Elnaga and Imran (2013) contend that employees are a significant resource in an organization because they may influence the corporate image and, as a result, determine the firm's success or failure. Effective human resource management allows managers to plan and hire talented workers while also assisting employees in finding meaningful work with opportunities for advancement.
To comply with this, the organization needs to align organizational performance with human resource management practices, which would be shown by organizational output of financial variables (sales growth, goal achievement, good services, productivity) (Chand and Katou, 2015;) and non-financial variables (management quality, long-term orientation, continuous improvement, workforce quality) (De Waal and Frijns, 2011), as well as other outcomes such as commitment, After analyzing its mission, identifying all stakeholders, and defining its goals, a corporate organization requires a method to track progress toward those goals (Kaplan and Norton, 2015).
Since the 1980s, human resource management (HRM) strategy has emerged as a critical management concern. HRM strategy has gained popularity since it improves competitiveness and managerial efficiency in the company sector. The emergence of human resource management in the 1980s drew managerial researchers' attention to the relationship between people management and performance. A lot of attempts have been made to integrate actual data with the theoretical bones of knowledge-based organizations and specialized HRM perspectives on how systems on Human Resource practices might improve organizational performance. The strategy that focuses on individual Human Resource practices and the link with performance has maintained since the early 1990s. (Kehoe, & Wright, 2013).
The primary goal of HRM is to improve employee and organizational performance by investing in HR (Cania, 2014). This is accomplished through numerous important HRM responsibilities, including planning for the number and quality of required personnel, procuring employee services, developing them, motivating them, and ensuring that they continue to maintain high performance standards. Human resource planning (HRP) consequently becomes a critical component of HR practice (Chakraborty, & Biswas, 2020).
Human resource planning attempts to guarantee that the organization has access to a sufficient workforce in order to support and improve organizational performance. HRP enables firms to maintain a desirable human resource position while forecasting future demands in order to have the necessary number and quality of personnel. HRP is thus a strategy for an organization to recruit, utilize, develop, and retain its staff by anticipating future workforce demands, analyzing present human resource needs, and developing strategies to meet any projected manpower gaps (Mutua, 2019). According to Akhigbe,  (2013), the HRP function allows an organization to estimate its labour requirements, calculate the numbers, and identify the supply sources that will meet the demand.
For an organization to be able to meet its long term and short-term objectives there is a need to ensure that there is manpower not only in terms of quantity, but in terms of quality also with assistance from sound Human Resource Planning (Arya R. , 2017). One of the definitions of Human Resource Planning (HRP) was provided by (Walker, 1980)who described it as, “a process of analyzing an organization’s human resource requirements under changing conditions and developing activities necessary for satisfying these needs”. This shows that human resource planning is an important aspect which needs to be practiced in an organization. 
Different organizations around the world ensure that there are right people, at the right time and at the right place who deliver services to the public at affordable costs. Human resource planning must relate the job market and organization need. An organization can find it difficult to meet its goals by failing to recruit qualified workers(Aslam, 2013)Therefore, human resource planning is practiced in order to make sure that organizations identify and acquire right number of people who have enough skills, knowledge and competence to perform high and interact the business objective and people planning activities “Aslam ibid”. 
In the context of Tanzania, human resource planning is also practiced in both public and private organizations as a mechanism for improving services delivery. The rapid shift in worker demographics in public organizations demanded the development of proper HRP strategy, policy, and practice. Many African countries, including Tanzania, have made concerted attempts to promote socioeconomic development. As a result, many public sector reform efforts have focused on human resource planning, development, and management. For example, Mozambique recognized that, despite efforts by the public sector to adapt to political and economic dynamics through administration, reform was required to ensure that the public sector became more responsive to national objectives in order to improve service delivery to its citizens.
The findings of the analysis highlighted the necessity for a planned, dynamic, and participative process of public sector changes, including HRM (Rahman, 2018). To satisfy Rwanda's human resource demands for health (HRH), the government developed an HRH strategic plan with the overarching goal of increasing the number of properly accomplished professionals in the health sector (Okeke, 2013). In Ghana, a bloated civil service prompted the implementation of a code of conduct for civil services, as well as a high flyer system in 1996, which attempted to identify young officers for specialized training. In South Africa, a bloated civil service led to computerization of personnel records, the introduction of Medium Term Expenditure Framework (MTEF) as well as separation of policy formulation from implementation (Kilelo, 2015). The reform program led to introduction of new management practices which intended to increase efficiency and effectiveness in public services delivery. One of management practices which was considered important in improving public services delivery was human resource planning (Nchimbi, 2017). 
There were other regulatory frameworks initiated by the Tanzanian Government to all public sector organizations including NHIF which had focused on improvement in human resource initiatives across organizations. These include Public Service and Employment Policy of 2008, Public Service Act of 2002 and the Public Service Regulations of 2003. These regulatory frameworks were initiated to improve human resource practices including human resource planning and reduce the challenges which have been hindering effective human resource management practices. They were initiated to increase effectiveness in recruitment and selection, controlling the problems of nepotism and favoritism during recruitment and selection and increasing management of information on needs, availability of skills, challenges and opportunities (Issa, 2011). 
However, performance of NHIF in Tanzania is still a problem given that the scheme has yet recorded poor performance in terms of sustainability, coverage, accessibility, and equity. Several efforts were undertaken in order to boost the performance of the scheme including rebranding the scheme through renewal of packages. However, current performance of the scheme is still poor given that the NHIF has achieved coverage of only 8% of the total population (NHIF, 2020). However, there are limited literatures in Tanzania which have shown the role of human resource planning on performance of NHIF in Tanzania. 
[bookmark: _Toc170793116]1.3 Statement of the problem
Human resource planning seems to be important in enhancing performance of public sector organizations. According to (Pradeesh, 2011) human resource planning within public sector organizations assists in increasing efficiency in departments within organizations because of presence of skilled personnel. (Samwel, 2018) also revealed that an effective human resource planning can be helpful in enabling organizations to achieve optimization of resources, effectiveness in operations and continuous improvement which all lead to improvement in performance of organizations. 
The Government of Tanzania has realized the importance of proper human resource planning in public sector organizations. Therefore, the government formulated various regulatory frameworks such as Public Service and Employment Policy of 2008, Public Service Act of 2002 and the Public Service Regulations of 2003. Among other things, these were initiated to increase effectiveness in human resource management practices including human resource planning for improved organization performance (Nchimbi, 2017).
Despite of these efforts, performance of NHIF is not satisfactory. The scheme has yet recorded poor performance in terms of sustainability, coverage, accessibility, and equity (Kirumbi, 2020). The NHIF report of 2020 revealed that the current coverage of the scheme is only 8% of the total population which is still low. In line with this situation, little is known on the role of human resource planning on performance of NHIF. Therefore, the study was carried out in order to assess the role of human resource planning on organizational performance of public organizations particularly NHIF-Dar es Salaam. 
[bookmark: _Toc170793117]1.4 Research Objectives
[bookmark: _Toc170793118]1.4.1 General objective
The general objective of this study was to assess the role of human resource planning on organizational performance 
[bookmark: _Toc170793119]1.4.2 Specific objectives
i. To examine human resource planning practices at NHIF-Dar es salaam.
ii. To determine the contribution of human resource planning on performance of NHIF- Dar es salaam.
iii. To determine the challenges facing human resource planning at NHIF-Dar es salaam.
[bookmark: _Toc170793120]1.5 Research questions
i. What are human resource planning practices at NHIF-Dar es salaam?
ii. What is the contribution of human resource planning on performance of NHIF-Dar es salaam?
iii. What are the challenges facing human resource planning at NHIF-Dar es salaam?
[bookmark: _Toc170793121]1.6 Scope of the study
The scope of the study was confined at three NHIF branches in Dar es Salaam. Dar es Salaam was preferred considering that the region has large number of NHIF members. This is because there is Muhimbili National Hospital which provides health services through NHIF to members of the scheme. Hence, it was necessary to determine the influence of human resource planning on performance of NHIF in the region. The study focused on HRP practices, contribution of HRP on performance and challenges facing HRP in the selected NHIF branches in Dar es Salaam. The study relied on information from staffs of the selected NHIF branches as well as HR officers of the organizations and other members of management. 
[bookmark: _Toc170793122]1.7 Significance of the study
The study is useful to policy makers given that they may be in better position to determine the role of human resource planning on performance of NHIF. Hence, they may be able to formulate effective strategies for improvement in human resource planning practices in public organizations for improved performance of organizations. The findings of the study may also be useful to managers of public organizations considering that they may add knowledge how human resource planning influences performance of organization. Hence, they may implement human resource planning effectively in order to improve performance of their organizations. 
Furthermore, academicians especially those who are dealing with the field of human resource management may use the findings of the study in adding knowledge on influence of human resource planning on performance of organizations. The study may add information to existing theories on various aspects which can be incorporated into the theories which relate to human resource planning. Hence, more theories can be formulated which will include aspects of human resource planning which influence performance of organizations. Furthermore, researchers may benefit from the study especially those who will study on influence of human resource planning on performance of organization. They may be able to formulate their gaps by avoiding repetition of already presented findings. Finally, the researcher of the study benefits from the study by meeting the requirements for the award of Master of Human Resource Management (MHRM-IT) of Tanzania Institute of Accountancy (TIA). 
1.8 Organization of the Study
The first chapter of this study discussed the study's background, problem statement, aims, research question, and significance. The second chapter provides a review of the literature and pertinent research related to the subject addressed in this study. The study is supported by literature from several researchers from both inside and outside the country. The third chapter presents the methodology that will be used in this study, which includes the research design, study area, study population, sample size and sampling design, data sources, data collection tools, data reliability and validity, data analysis and presentation, and expected results. The fourth chapter offers the research findings and debate. This is followed by Chapter five which covers the summary of the main findings, conclusion, recommendations and areas for future studies.







[bookmark: _Toc170793123]CHAPTER TWO
[bookmark: _Toc170793124]LITERATURE REVIEW
[bookmark: _Toc170793125]2.1 Introduction
[bookmark: _Toc170792791][bookmark: _Toc170793126]This chapter includes a literature review on the topic under consideration. The purpose of this chapter is to evaluate different studies and opinions from other researchers and authors, their theories and issues they face, with the goal of adding knowledge and familiarizing the researcher with the problem to be studied. Several books, research articles, dissertations, theses, and journals were reviewed. The chapter is divided into conceptual definitions, study theories, empirical literature reviews, research gaps, and conceptual frameworks.
[bookmark: _Toc170793127]2.2 Definition of key concepts.
[bookmark: _Toc170792793][bookmark: _Toc170793128]This section begins by providing definitions for key terminology that will be used throughout this study.
[bookmark: _Toc170793129]2.2.1 Human resource
Human resource are the people and their characteristics at work either at the national level or organization level or human resources are knowledge, skill create abilities, talents and attitudes obtained in the population (Gomez, 2007).Considering this definition, it can be seen that speaking of human resources means employees who are hired in a particular organization together with skills and knowledge they possess. These are crucial in influencing performance of an organization.(Tracey, 2018) defines human resource as, "the people that staff and operate an organization," as contrasted with the financial and material resources of an organization. 
A human resource is a single person or employee within your organization. Human resources refer to all the people you employ. The definition shows that human resource is every individual who is hired in a particular organization. The implication of this is that every organization concentrates on hiring its own employees. Human resources are considered to be important assets of organization and the mostly valuable resource of organization. Therefore, there is a need for organization to ensure that there is proper planning of human resources for increased effectiveness of organization. 
2.2.2 Human Resource Management Practices
[bookmark: _Toc170792795][bookmark: _Toc170793130]Dimitriadis, (2014) conducted a study in Greece that found that activities such as staffing, training, and development influence Human Resource Management (HRM) practices. Human resource planning, compensation management, recruitment, employee engagement, incentives, and safety and health all have a positive impact on corporate success. In addition, Lee (2010) found that workforce planning, staffing, compensation and incentives, teamwork, training, and employee security had a positive and significant influence on the non-financial and financial dimensions of organizational performance among managers in Taiwan and Cambodia.
[bookmark: _Toc170793131]2.2.3 Human resource planning
(Geisler, 2003) defined HRP as, “the process by which a firm ensures that it has the right number of people and the right kind of people, at the right places, at the right time, doing things for which they are economically mast useful”. This implies that human resource planning is crucial in the organization because it makes the organization have right employees who are doing right thing. These can in turn contribute to improvement in performance of the organization. According to(Jacobson, 2010) human resource planning is a core human resource management process that seeks to prepare organizations for their current and future workforce needs by ensuring the right people are in the right place at the right time Considering this definition, it is obvious that human resource planning generally aims at ensuring that there are available individuals required in the organization but also effective development of those individuals. This will later on contribute to improvement in performance of the organization given that they will be equipped with adequate skills.(Shma, 2013) described human resource planning or manpower planning as, “the process by which the organization ensures that it has the right kinds of people, at right time, at right place and they are working effectively and efficiently and help the organization in achieving the overall objective.” 
According to him, the process is continuous which means that an organization will be determining its objectives, policies, develop and utilize human resources from time to time. As per this definition, it is obvious that an organization undertakes human resource planning in order to be able to assess the employees that an organization is in need of, who can fit in various job positions and later on preparing plans on how to acquire them. This will lead into positive consequences especially when those skilled employees who fit such particular job positions are acquired. 
Employees Performance
Performance refers to activities that are related to company goals and are under the control of each employee. Other researchers, such as Bhave (2014), define employee performance as a behavior that comprises of a worker's directly observable behaviors as well as mental actions or products such as replies or conclusions, which result in organizational outcomes in the form of meeting specified goals. Furthermore, Motowidlo (2013) defines job performance as "the total expected value to the organization of discrete behavioral episodes that an individual carries out over a standard period of time". According to Dasgupta (2013), employee performance refers to the amount to which an individual completes the duties that comprise their job.
[bookmark: _Toc170793132]2.2.3 Organization performance
According to (Chen et al., 2006), organizational performance means the “transformation of inputs into outputs for achieving certain outcomes. With regard to its content, performance informs about the relation between minimal and effective cost (economy), between effective cost and realized output (efficiency) and between output and achieved the outcome (effectiveness)”.
2.3 Benefits of human resource planning
According to (Al-Qudah et al., 2020), human resource planning contributes to retaining of top talents. Effective human resource planning helps an organization to identify factors which keep employees in the organization. Engagement of employees is an important thing which leads to retaining of top talents in the organization. Another benefit of human resource planning is that addressing organizational manpower needs. This means that an effective human resource planning will make human resource department of the organization realize the staffing demands of the organization. This will in turn lead to recruitment and selection of adequate number of employees who will address the manpower problem of the organization. 
The author further added that human resource planning is helpful in ensuring management development. This happens when an organization implements human resource planning effectively. Proper human resource planning can ensure development of managers through proper training programs. Human resource planning is associated with several training sessions which are directed to management of an organization. These trainings lead to development of managers in terms of competences and skills in managing organizations. Finally, human resource planning is said to contribute to improvement in labour productivity. Effective human resource planning in an organization leads to satisfaction of employees either through improved remunerations, compensations or development initiatives. Satisfied employees will improve their levels of performance something which will lead to increased productivity in an organization (Duggan, 2018).
2.4 Human Resource Planning and Organizational Performance
Organizational performance refers to an organization's definite production or output, which is calculated by comparing projected productivity to the organization's intended objectives (Shirey, 2008). Organizations that have adopted HRP outperform those that have not because a number of HRP actions are implemented that are likely to improve the achievement of organizational goals (Chakraborty, & Biswas, 2019). HRP provides a framework for ensuring management and organizational activities, as well as the complete execution of choices, all the way to the establishment of goals and objectives that serve as the foundation for measuring organizational performance (Arasa & K'Obonyo, 2012).
Boxall (2000) contends that HRP assists businesses in acquiring a track or course to follow in pursuit of desired aims and objectives, which in turn guides personnel on the road to follow. Thus, HRP serves as a guide for the organization's identification of its primary goals and gives a road map for achieving them. Furthermore, HRP processes impact an organization's recruitment and selection strategy through an organized, rational, and practical approach. HRP identifies and elaborates organizational opportunities and hazards by providing a framework for making sound decisions. HRP promotes effective and consistent performance (Wernerfelt, 1984). Through HRP organizations invest in the nurturing and development of the workers by ensuring that people are effectively trained in the varied skill and knowledge required by the organization (Mahapatro, 2021). Dienemann (2005) noted that HR planning may be leveraged as a tool to encourage transformation of workers. However, the extent to which it is used, as well as the methods used, is determined by the level to which the leadership recognizes that achievement is linked to the organization's future goals, as well as the implementation of a strategy to ensure the duty is met (Campbell, 2000).
The move may also be hampered by the amount of certainty required to make precise estimates. Group functioning in an uncertain setting with unpredictable motion points is dependent on short-term staffing determinants. Seonghee (2000) suggested in his study on HRP and performance that firms that do not have a thorough HR planning process fail to achieve their goals. Delaney (2000) emphasized the necessity of improving performance by implementing motivational structures to encourage employees, as well as strong organizational procedures. There is a need for further in-depth research linking HRP to organizational performance. An examination of the current literature reveals a lack of experience research aimed at investigating the broad use of HRP to improve performance in health organizations. Furthermore, HRP investigations have almost exclusively been undertaken in European countries (Griffins, 2006). In Kenya, however, multiple studies have been conducted to investigate the relationship between strategic planning and performance in various economic sectors (Chemwei, Leboo, & Koech, 2014; Kinyanjui & Juma, 2014; Kanyora & Okello, 2015). None of these studies have focused on the influence of HRP on organizational performance or the public sector in Kenya. This study will therefore fill the void.
(Pamela &Worlu, 2017) revealed that there is a positive relationship between human resource planning and organizational performance. They added that human resource planning influences performance of an organization given that it ensures that an organization is always having a concept of job market and how it relates to its failures. An organization which practices human resource planning effectively succeeds and thus improves its performance. An organization which fails to practice human resource planning effectively finds itself under severe failures. According to (John, 2013) effective implementation of human resource planning can make an organization have right people doing right activity at the right time. This can in turn lead to improvement in performance of organization. 
(Dixit et al., 2018) reveals that effective implementation of human resource planning has a significant influence on performance of organization. Effective implementation of human resource planning dimensions such as adequate funding, competency, age and cultural background have positive significant effect on organizational performance.(Abdulkadir et al., 2012) argue that implementation of human resource planning leads to strengthen of HR department, provision of training and development opportunities to employees as well as retaining of talented employees. HRP further provides better working environment of employees something which contributes to increased satisfaction of employees and finally improvement in performance of organization.
[bookmark: _Toc170793134]2.5 Theoretical literature review
[bookmark: _Toc170793135]2.5.1 Resource based View
Resource Based View (RBV) is a model proposed by Wernerfelt in 1984 which sees resources owned by an organization as a driver towards performance of the organization. The model emerged during 1991 from the article published by Barney which was entitled, “Firm Resources and Sustained Competitive Advantage”. The theory proposes that, the firm is heterogeneous simply because it has a possession of heterogeneous resources of which can be used to increase competitive advantage of the firm (Jurevicius, 2013).
The Resource Based View (RBV) theory suggested that the major concern of an organization is identifying the type of resources which cannot be imitated by competitors. The theory further described that, the sustainability of a firm’s strategic position depends much on how on how easily its resources can be substituted or imitated, and limitability is linked to the characteristics of the resource accumulation, resource efficiencies, inter-connectedness, resource erosion, and casual ambiguity (Teppola et al., 2015).
In this study, the theory will be applied to determine how human resource planning in NHIF adds considerably to overall performance. The notion holds that having uncommon and valuable resources that are difficult to replicate can give a company a competitive advantage over its competitors (Takeuchi, 2007). In its application to the human resource-performance relationship, workers are considered to be analogous to other resources in the firm, resulting in a pool of human capital that drives desirable behavior, giving the firm a competitive advantage (Boxall & Steeneveld, 2001).
To obtain the necessary number of people to complete any job, any business must make a concerted effort to forecast. This is the organization's capacity to determine the number of prospective employees who possess the specific skills and abilities required to boost development. Accessibility forecasting refers to an organization's capacity to determine the number of needed personnel that it is capable of recruiting. HRP is important for the firm since it raises knowledge about the organization's actions and possibilities for attracting and retaining employees (Takeuchi, 2007).  HRP aids organizations in determining whether they have an adequate supply of talent for performance improvement. To be able to compete in the international market, any firm must develop plans to become the chosen employer.
This theory relates to the study especially considering that it talks of organizational resources which are essential in increasing performance of organization. Human resources are among resources owned by organizations which can be helpful in improving productivity. Therefore, organizations need to have effective human resource planning in obtaining qualified human resources. This could lead to availability of human resources with required skills at the right time and who fit particular position. They will in turn contribute to improvement in performance of the organization. 
HRP improves an organization's success by ensuring that it understands the job market and its relationship to its lack of success. An organization that fails to embrace HRP may encounter gaps in its authorized formation. This creates vacancies in essential roles. HRP aids organizations in organizing the capabilities of their human resources and linking them to performance-based delivery. In this study, HRP will support NHIF top managers in organizing staff based on their talents in order to increase performance.
[bookmark: _Toc170792801][bookmark: _Toc170793136]RBV assumes that enterprises should organize all of their human resources' competencies and link them to performance-based delivery. The NHIF will be able to attract, develop, and retain skilled and experienced workers with needed skills and expertise by implementing HRP effectively. This will give the NHIF a competitive advantage over other companies that may be competing for the same type of people. This will assure employee retention, minimize brain drain, and reduce employee unhappiness.
[bookmark: _Toc170793137]2.5.2 Job Matching Theory
This theory was founded by Jovanovic in 1979. The theory declares that the organization will search for employees and people who look for job will search for the organization until there is a good match for both of them. However, after some time, the matching situation may change leading to the reallocation of labour (Bandopadhyay& Chaudhuri, 2011). The theory relates to the study especially considering that it focuses on efforts by organization to obtain employees who match with particular job requirements. The only process which can be helpful in obtaining such employees is human resource planning. Hence, an effective HRP will lead to acquisition of candidates who match with job requirements. Human resource planning which will lead to obtaining employees who match with particular job in the organization will contribute to improvement in performance of employees and generally performance of the organization. 
Job Matching Theory, a labor economics concept, aims to explain how people locate employment that best suit their skills and preferences, while employers find workers whose skills and credentials match their needs. This hypothesis, developed by economists Peter Diamond, Dale Mortensen, and Christopher Pissarides, has important implications for understanding labor market dynamics, particularly exchanges between job searchers and employers.
Job Matching Theory is a framework that helps organizations optimizes the matching of employees to roles, enhancing organizational performance. It involves both employers and job seekers actively searching for suitable matches, aiming to maximize productivity and satisfaction. The process involves search and matching frictions, which can lead to unemployment or unfilled vacancies. The matching function is a mathematical representation of the process, describing the flow of job matches as a function of the number of unemployed workers and job vacancies. Wages are influenced by the matching process, with employers and job seekers negotiating wages based on perceived value. Job Matching Theory is relevant to Human Resource Planning (HRP) as it provides a framework for understanding how organizations can optimize the matching of employees to roles, thereby enhancing overall performance. The study examines how NHIF-Dar es Salaam apply HRP to match employees to appropriate roles, assessing the effectiveness of recruitment, selection, and training processes. It also explores challenges faced by NHIF-Dar es Salaam in implementing effective HRP, such as skill shortages, inadequate training programs, and organizational constraints.
[bookmark: _Toc170793138]2.6 Empirical literature review
Rawashdeh et al. (2012) investigated whether there is a relationship between Human Resource Planning (HRP) and organizational performance. He collected a sample of 140 employees from several manufacturing enterprises in Guatemala. His findings suggested that there is a link between HRP and organizational performance. He suggested that when we construct our planning programme, practitioners keep in mind that their staff members have goals to achieve. This is why employees want jobs. Neglecting these demands would result in low motivation, which could lead to poor performance or possibly industrial action.
Klein (2014) stated that human resource management strategies have a positive impact on organizational performance. He suggested that in order to stimulate organizational performance, management should develop skilled and talented employees who can successfully perform their jobs (Achieving better organizational performance necessitates the successful, effective, and efficient use of organizational resources and competencies in order to create and maintain a competitive position locally and globally.
Ahmad and Schroeder (2013) conducted a study in Pakistan to investigate the association between HRM activities and organizational performance. They discovered a positive relationship between human resource management practices (information sharing, extensive training, selective hiring, compensation and incentives, status differences, employment security, and decentralization and teamwork) and organizational performance, which includes work quality, cost reduction, flexibility, quality deliverability, and commitment.
In a study conducted in Japan, Sang (2015) discovered that human resource management methods (namely, human resource planning, staffing, incentives, assessment, training, teamwork, employee engagement, status difference, and employment security) have a beneficial impact on organizational performance. He advocated that in order for the organization to operate better, HRM be given its proper place of relevance in any business, rather than being left in the hands of line managers who lack the competence, time, and space to carry out the massive functions of a human resource manager.
Chand and Katou (2015) conducted a study in Accra, Ghana, to investigate the impact of human resource practices on organizational performance. They used a sample of 200 employees from Accra-based educational institutions. The analyzed several human resource management practices, measured by organizational output of financial variables (sales growth, goal achievement, good services, productivity) and non-financial variables (management quality, long-term orientation, continuous improvement, workforce quality), as well as other outcomes such as commitment, quality, and flexibility. They discovered that HRM practices have a positive link with organizational performance. They stated that once a company entity has examined its mission, identified all of its stakeholders, and defined its goals, it should have a means to track progress toward those goals.
Husna (2013) conducted a study in Mbeya, Tanzania, to determine the impact of human resource planning on organizational performance. She discovered that Human Resource Planning is one of the major factors that must be considered; if the National Institute of Transportation (NIT) wants to get the most out of its staff, planning for them should be a top priority in allowing the institution to achieve its 52 objectives. Essentially, human resource planning is establishing the necessary objectives, understanding the environment, conducting an audit of human resources, forecasting, reconciling demand and supply of human resources, and evaluating implementation.
Furthermore, the Tanzanian government can require the use of HRP and systematic performance assessment methods in order to increase accountability measures in the public sector. For example, the government can create and pass the Government Performance or Results Act (GPRA) of 1993 (Blackmon, 2008; Franklin, 2011) or a performance-based budgeting system to the Ministry of Social Affairs as an effective governance instrument. This could help the public sector to demonstrate how effective they are in providing valued public services. The findings demonstrated that human resource planning has a significant impact on organizational performance, particularly at NIT, which served as the case study.
(Mutua, 2019) studied on impact of HRP on performance of organization at Ministry of Health in Nairobi. The research approach employed in the study was mixed approach with inclusion of qualitative and quantitative approaches. Data were collected through questionnaires and interviews. The findings of the study revealed that there was no evidence that an effective HRP was undertaken at the ministry. The findings further revealed that impact of HRP on performance of the organization was to a small extent. It was recommended for regular check on schemes of services in order to avoid stagnation of employees in a single job for a long period of time. The study did not show human resource practices which are adhered in the organization and challenges facing human resource planning which reduce effectiveness in performance. 
(Ibura, 2019) studied on the impact of human resource planning on organizational performance of district local governments. The research design used in the study was quantitative and qualitative design. Sampling technique used in the study was purposive sampling technique. Data collection methods used in the study were questionnaire method and interview method. The findings of the study revealed that human resource planning has significant influence on organizational performance of district local governments. The recommendation provided in the study was adjustment of organizational human resource planning policy. The study did not show human resource practices which are adhered in the organization and challenges facing human resource planning which reduce effectiveness in performance. 
(Edeh &Dialoke, 2020) studied on effect of human resource planning on organizational performance of the hospitality sector in Nigeria. The research design employed in the study was cross-sectional survey design. Data collection method used in the study was questionnaire method. Data were analyzed through descriptive statistics. The findings of the study revealed that dimensions of human resource planning especially adequate funding, competence, age and cultural background have positive significant effect on organizational performance. It was recommended for human resource officers to focus on these dimensions which improve organizational performance. The study did not show human resource practices which are adhered in the organization and challenges facing human resource planning which reduce effectiveness in performance. 
(Wey, 2018) studied on HRP and organizational performance in National Health Insurance of Nigeria. The research approach used in the study was quantitative approach. Data collection method employed in the study was questionnaire method. Inferential statistics were used in analyzing data. The findings of the study revealed that there was positive relationship between HRM and organizational performance. The findings further revealed that performance of the organization can be enhanced through involvement of employees in HRP. It was recommended that human resources accounting should be incorporated into HRP practices. The study did not show human resource practices which are adhered in the organization and challenges facing human resource planning which reduce effectiveness in performance.
The study conducted by (Moyo, 2015a) on the contribution of human resource planning in public institutions performance revealed that, even though human resource planning is important in improving performance of public institutions, yet there are challenges which hinder its effectiveness. The mentioned challenges included insufficient top management support, insufficient funds, and also shortage of expertise. The study recommended that central government and ministries should provide support to these institutions. It was also recommended that there should be introduction and improvement of measures on matters relating to employees and also commitment among management members in each and everything concerning Human Resource Planning. The study did not show human resource practices which are adhered in the organization. 
(Mwaniki & Gathenya, 2015) carried out a study on effect of human resource planning on organizational performance of Deloitte Kenya. The research design employed in the study was descriptive survey design. Sampling technique used in the study was stratified sampling which led to selection of 116 respondents. Data were collected through questionnaires. Data were analyzed through descriptive statistics. The findings of the study revealed that there was a significant and positive relationship between HRP and organizational performance. It was recommended for increased adoption of HRP practices such as forecasting and action planning among Audit firms. 
(Aynalem, 2017) conducted a study on practices and challenges of human resource planning in South West Academy. The research design which was employed in the study was descriptive survey design. The research approach used in the study was mixed approach. Data were collected through questionnaires and interviews. The findings of the study revealed that there was still low level of knowledge among majority of managers on human resource planning. It was further revealed that the organization did not have human resource department and managers were unable to forecast human resource needs. They were further unable to link between HRP and strategic objectives of the organization. This led to poor implementation of human resource planning in the organization. It was recommended for an attention on human resource department as well as implementing human resource information system in order to increase effectiveness in implementation of HRP. The study did not show the extent to which human resource planning influences organizational performance. 
(Hayes, 2022) provided several stages which are considered to be as effective human resource planning practices. The first practice was analyzing labour supply in which HR department studies the strength of organization basing on the number of employees available, skills of employees, their qualifications, benefits as well as level of performance. Another stage is forecasting labor demand in which the organization outlines the future of workforce. Another one is balancing labor demand with supply. This helps HR officers in creating a gap analysis which lays out specific needs to narrow the supply of labour. The stage is then followed by developing and implementing a plan in which HR officer take practical steps in integrating the plan with the rest of the organization. The study did not show human resource practices which are adhered in the organization. Aslam et al. (2015) provided the activities which are undertaken during human resource planning in an organization. These include determination of organizational goals, environmental scanning which includes scanning internal environment and external e environment, performing gap analysis, deciding HRP priorities to help achieve department goals and measuring, monitoring and reporting progress. These are considered as important steps which are adhered during implementation of human resource planning.
(George, 2017) studied on the role of human resource planning in the human resource network. The finding of the study revealed that implementation of human resource planning within organizations is implemented by adhering to several procedures. One of the procedures is definition of organizational goals, establishment of strategy for achieving those goals, development of comprehensive set of plans, as well as coordination of activities. The findings further revealed that larger organizations have tendency of using specialists or even complex quantitative techniques in undertaking their human resource plans. However, the case is different to smaller organizations as the responsibility of undertaking organizational human resource planning is left to business managers. 
[bookmark: _Toc170793139]2.7 Research gap
Reviewed literatures have put much focus on human resource planning in organizations. This implies that human resource planning in an important HR practice which is supposed to be practiced by organizations. Tanzania still lacks enough literatures to reveal human resource practices of public organizations particularly insurance organizations. The study by (Moyo, 2015a) revealed influence of HRP on performance of public institutions. Therefore, there is still little knowledge on the role of HRP on performance of NHIF-Dar es Salaam. Therefore, the study was carried out to assess the role of human resource planning on performance of Tanzania National Health Insurance Fund-Dar es Salaam. 
[bookmark: _Toc170793140]2.8 Conceptual framework
The conceptual framework of this study is comprised of two variables which are independent variables and dependent variable. Independent variables are those which influence changes on dependent variable. Independent variable in this study is human resource planning. The dependent variable of this study is performance of NHIF-Dar es Salaam. The existing relationship between these variables is shown in figure 2.1 below. 
[bookmark: _Toc205582303][bookmark: _Toc205574230][bookmark: _Toc170792806][bookmark: _Toc170793141]Figure 2.1 Conceptual framework
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Source: Researcher, 2022
The existing relationship between independent variable and dependent variable of the study is that human resource planning through processes such as assessing capacity, forecasting, identifying gap and monitoring and evaluation contributes to performance of NHIF. Performance of NHIF is determined through looking at the quality of services provided by NHIF, range and types of services provided, level of customer satisfaction as well as extent of registration of members. Hence, effective implementation of human resource planning can contribute to improvement in performance of the organization. Ineffective implementation of human resource planning can contribute to decreased performance of the organization. 
The study "The Role of Human Resource Planning on Organizational Performance: A Case of National Health Insurance Fund (NHIF)-Dar es Salaam" focuses on the importance of operationalizing variables in HR planning. It breaks down HRP into four key components: assessing capacity, forecasting, identifying gaps, and monitoring. These components are operationalized using various tools and methods, such as surveys, interviews, document analysis, and HR audits.
The dependent variable is the performance of NHIF-Dar es Salaam, which is measured through financial performance, operational efficiency, customer satisfaction, and employee performance and satisfaction. Financial performance refers to the organization's ability to generate revenue and manage expenses effectively. Operational efficiency measures how well NHIF utilizes its resources to deliver services. Customer satisfaction reflects the extent to which NHIF meets the needs and expectations of its clients. Employee performance and satisfaction relate to how well employees perform their duties and their overall job satisfaction.
Operationalization is crucial for several reasons, including clarity and precision, empirical measurement, comparability, and practical implementation. By defining specific indicators and measurement tools, the study provides a practical framework for NHIF-Dar es Salaam to assess and improve its HRP practices and performance outcomes.
The application of the study involves examining HRP practices at NHIF-Dar es Salaam, assessing capacity, forecasting, identifying gaps, and monitoring. The study will also explore the challenges faced by NHIF-Dar es Salaam in implementing effective HRP, such as skill shortages, inadequate training programs, and organizational constraints. Based on the findings, the study will provide recommendations for improving HRP practices at NHIF-Dar es Salaam, including strategies for enhancing the job matching process, reducing frictions, and aligning HRP with organizational goals.

















[bookmark: _Toc170793142]CHAPTER THREE
[bookmark: _Toc170793143]RESEARCH METHODOLOGY
[bookmark: _Toc170793144]3.1 Introduction
This chapter covers the research methodologies which were used in data collection process. These methodologies include study area, research design, and targeted population, sampling techniques, sample size, data collection methods and ethical consideration.
[bookmark: _Toc170793145]3.2 Research design
The research design which was used in this study was multiple case study design. It is a kind of study design which involves more than one case to investigate the same phenomena. Multiple case study design was preferred in this study considering that it provided more extensive descriptions and explanations on the role of HRP on performance of organization. The design was also used in the study because it provided an in-depth study of perspectives of participants of the study. Other reasons behind preference of multiple case study design are that; evidence which were generated through this design were strong and valuable thus enhancing effective clarification of findings, it allowed wider discovering of research questions, it increased ability of the researcher to analyze data within each situation and across different situations as well as enable the researcher to identify differences and similarities among selected cases. 
[bookmark: _Toc170793146]3.3 Study area
The study was carried out at NHIF branches in Dar es Salaam which are Temeke branch, Ilala branch and Kinondoni branch, Tanzania. The study was carried out in this organization considering the role played by the organization. The national Health Insurance Fund has been provided with mandate of providing health insurance such as community health insurance and public health insurance. NHIF performs functions such as registering members and issuing identity cards, collecting contributions, certify health providers for provision of health services among other core functions. 
However, performance of NHIF has currently being questionable. The performance of the scheme in terms of sustainability, coverage, accessibility and equity is still questionable. The HHIF report of 2020 revealed that the coverage of the scheme was only 8% of the total population of Tanzania. Therefore, NHI-Temeke branch, Ilala branch and Kinondoni branch were used in this study in order to assess the role of human resource planning on performance of NHIF.  Also, these branches were used as study area considering that there were no studies conducted which have tried to report on the role of HRP on performance of these branches. 
[bookmark: _Toc170793147]3.4 Research approach
A mixed approach comprising of quantitative approach and qualitative approach was used. Mixed approach was used in the study in order to increase generalization of results from small sampled group to large population. Mixed approach led to contextualization of results and thus generation of richer details added to the conclusion. Furthermore, mixed approach led to credibility of results given that different methods of data collection were used. Therefore, valid conclusion was drawn on the role of human resource planning on performance of NHIF.
[bookmark: _Toc170793148]3.5 Target population
The population of this study included staff of NHIF-Ilala branch, Temeke branch and Kinondoni branch in Dar es Salaam and management of the organizations. Staffs of the organization were used given that they are responsible in providing services to customers and they are the ones employed after implementation of HRP. Hence, they had information on HRP practices of the organization, contribution of HRP on organizational performance and challenges facing HRP practices in the organization. 
Management of the organizations including human resource (HR) officers were used in the study considering that they play significant role in management of human resources of the organization. Hence, they had sufficient information on HRP practices of the organization, contribution of HRP on organizational performance and challenges facing HRP practices in the organization. The target population of the study was 260 employees from three selected NHIF-Dar es Salaam branches. 
[bookmark: _Toc170793149]3.6 Sampling strategies
The study relied on two sampling techniques in selecting respondents and these are simple random sampling technique and purposive sampling technique. 
[bookmark: _Toc170793150]3.6.1 Simple random sampling technique
This sampling technique was useful in selecting staff of NHIF-Ilala, Temeke and Kinondoni from their respective departments. The sampling technique was used in order to ensure that there is equality in participation in the study among staffs of Ilala city council. Equality was ensured because there was probability of selection of every individual in departments. Therefore, the technique led to selection of respondents without considering characteristics of individuals in departments. Furthermore, simple random sampling technique was used because it led to avoidance of bias during selection of staffs. In order to ensure that respondents are selected randomly, the researcher prepared papers which were written numbers and provided to staffs of NHIF-Dar es salaam. Staffs who had papers which containing even numbers were selected as respondents of the study.
[bookmark: _Toc170793151]3.6.2 Purposive sampling technique
This is another sampling technique which was used in selecting respondents basing on own judgments of the researcher. The sampling technique was used in selecting respondents who had information necessary for meeting the purpose of the study. The purpose of the study was to assess the role of human resource planning on organizational performance. Management members including HR officers of NHIF-Temeke, Kinondoni and Ilala branches were the ones who were selected purposively. This is because they had enough information on HRP of the organization. Hence, they were useful in meeting the purpose of the study. 
[bookmark: _Toc170793152]3.7 Sample size
The sample size of this study was 72 respondents who included 69 staff of NHIF- Temeke, Kinondoni and Ilala branches and 3 HR officers as well as managers of the organizations. This sample size was obtained in response to the sample size formula which was suggested by Yamane (1967). 
The formula is;
n= N/1+N(e)2
Where; n= sample size
N= Total population
e= Probability of error
n= 260/1+260 (0.1)2
n=260/1+2.6
n= 260/3.6
n= 72
[bookmark: _Toc205582095][bookmark: _Toc205582101][bookmark: _Toc205582132][bookmark: _Toc205582315][bookmark: _Toc205574242][bookmark: _Toc170792818][bookmark: _Toc170793153]Table 3.1 Sample size distribution
	S/N
	Population 
	Sample size
	Percentage of the sample (%)

	1
	Management of NHIF- Temeke, Kinondoni and Ilala branches
	3
	4

	2
	Staff of NHIF- Temeke, Kinondoni and Ilala branches
	69
	96

	Total
	
	72
	100


[bookmark: _Toc170793154]3.8 Data collection methods
Data in this study were collected from primary sources of data and secondary sources. Data collection methods under primary sources were questionnaires and interviews while data collection method for secondary sources was documentary review. 
[bookmark: _Toc170793155]3.8.1 Questionnaires
The researcher prepared questionnaires in papers and supply them to all respondents who were randomly selected. Open-ended questions and closed ended questions were prepared in response to specific objectives of the study. Open-ended questions were prepared in order to provide respondents with opportunity to provide explanations. Closed ended questions were prepared in order to ensure that respondents do not skip from options provided. This led to collection of accurate information. The questionnaire shall be structured into four parts. Part I will based on personal particulars of respondents, Part II based on HRP practices, Part III based on contribution of HRP on performance of organization while Part IV based on challenges facing HRP in the organization. Questionnaire method was used because of its simplicity in collecting data from large population within a short time. This is because the researcher distributed questionnaires to more than one respondent at once. Questionnaires were distributed to 69 staff of NHIF- Kinondoni, Temeke and Ilala branches.
[bookmark: _Toc170793156]3.8.2 Interviews
This is another data collection method which was used in collecting information from respondents of the study through oral conversations. The researcher employed both structured and unstructured interviews. The reason behind using structured interviews is that it made the process easy while at the same time expanding line of questioning and giving better idea of the issue. Unstructured interview was used because it enhanced better understanding among participants and it was flexible. It also provided room for extra questions which were not prepared in the guide while remaining on the same topic. The method will also be used in the study considering direct participation of the researcher. This provided room for more clarification concerning the problem under study during conversations. Interviews were conducted with 3 HR officers as well as managers of NHIF- Temeke, Kinondoni and Ilala branches.
[bookmark: _Toc170793157]3.8.3 Documentary review
This is another data collection method which was used in collecting information from already published documents. These are particularly those with information useful in meeting objectives of the study. Documents which were reviewed include the Strategic Planning of NHIF and Annual Reports of the organization. These had information on HRP including number of new staffs employed, trained or dismissed as well as trend of performance of the organization from year to year. 
[bookmark: _Toc170793158]3.9 Data analysis
Analysis of data in this study was carried out through quantitative and qualitative means. Quantitative form involved preparation of data for analysis, drawing appropriate tables and diagrams, and formation of statistics. Descriptive analysis was preferred in making an analysis of responses from closed ended questions. The analysis involved creating simple summary statistics, tables and diagrams that show frequency and percentage of responses. This kind of analysis was preferred in analyzing demographic characteristics of respondents and presenting findings from each specific objective of the study. Microsoft Excel program was used in drawing tables and figures containing frequencies and percentages of responses. 
Qualitative was used in analyzing data which were collected from interviews. At first, the researcher recorded all important points of conversations during interviews. The researcher then reviewed the recorded information in order to realize themes which had been repeated by most of respondents in every question. Thereafter, quoted sentences were used in presenting information provided by participants of interviews. 
[bookmark: _Toc170793159]3.10 Validity and Reliability of Data
[bookmark: _Toc170793160]3.10.1 Validity
This is described as the degree to which instruments measure what was ought to be measured. In order to ensure validity of results of the study, triangulation process was used in the study. The process was helpful in systematizing different methods in which the weaknesses of one method were complemented by another.
[bookmark: _Toc170793161]3.10.2 Reliability
This is the degree to which research instruments produce similar results under consistence condition. Thus, reliability was ensured in this study through conducting pilot study. Questionnaires were pre-tested and distributed to 15 staffs of NHIF- Temeke, Kinondoni and Ilala branches to test whether they generate reliable results. There was collection of the tested questionnaires, redesigning and later on making final distribution to respondents for final data collection. 
[bookmark: _Toc170793162]3.11 Ethical consideration
Adherence to ethical issues was considered as an important thing. Several ethical principles were adhered before, during and after collection of data from respondents. The researcher requested letter from Tanzania Institute of Accountancy which introduced the researcher to the organization. The researcher also considered informed consent as respondents were first provided with an overview of the study undertaken including the kind of information which was to be provided by them. The researcher then provided freedom to respondents to either agree to participate in the study or not. There was observation of confidentiality and privacy through maximum control of access to information provided by participants of the study. Information which was provided by respondents was used for the intended purpose of meeting academic requirements. At the end, respondents of the study were provided with opportunity to access the prepared report as a result of information they provided.







[bookmark: _Toc170793163]CHAPTER FOUR
[bookmark: _Toc170793164]PRESENTATION AND DISCUSSION OF FINDINGS
[bookmark: _Toc170793165]4.1 Introduction
This chapter presents findings obtained during data collection through questionnaires and interviews. The chapter further provides discussion if each presented findings. Presentation and discussion of findings is centered into three specific objectives of the study which were; to examine human resource planning practices at NHIF-Dar es salaam, to determine the contribution of human resource planning on performance of NHIF- Dar es salaam and to determine the challenges facing human resource planning at NHIF-Dar es salaam.
[bookmark: _Toc170793166]4.2 Presentation of findings
[bookmark: _Toc170793167]4.2.1 Demographic characteristics of respondents
The first part of presentation of findings is findings on demographic characteristics of respondents. This part provides personal particulars of respondents participated in this study. Demographic characteristics presented in this par include age, gender, education level and working experience. Table 4.1 presents demographic characteristics of respondents of the study particularly staff who attempted questionnaires.







[bookmark: _Toc205574257][bookmark: _Toc170793168]Table 4.1 Demographic characteristics of respondents
	Characteristic
	Category
	Frequency
	Percent

	Age
	20-29
	7
	10

	 
	30-39
	34
	49

	
	40-49
	24
	35

	
	50 and above
	4
	6

	
	
	
	

	Gender
	Male
	41
	59

	 
	Female
	28
	41

	
	
	
	

	Education level
	Certificate
	8
	12

	 
	Diploma
	12
	17

	 
	Bachelor degree and above
	49
	71

	
	
	
	

	Working experience
	0-5 years 
	23
	33

	 
	6-11yars 
	37
	53

	
	12 years and above
	9
	13


  Source: Field data, 2023

Age
The findings presented in Table 4.1 show that 7 respondents (10%) were aged between 20-29 years, 34 respondents (49%) were aged between 30-39 years, 24 respondents (35%) were aged between 40-49 years while 4 respondents (6%) were aged 50 years and above. The findings show that most of respondents were aged between 30-39 years.  This implies that most of employees at NHIF-Dar es Salaam were aged between 30-39 years. Also, the findings show that the organization had many employees aged 30 years and above. Considering that different employees with different age groups were used, the study was successful in collecting perceptions among respondents from different age groups towards human resource planning and performance of the organization. 
Gender 
The findings in table 4.1 show that 41 respondents (59%) were males while 28 respondents (41%) were females. The findings show that majority of respondents participated in the study were males. Therefore, majority of employees at NHIF-Dar es Salaam were males. The study was successful in using respondents from different gender. This was helpful in obtaining perceptions among respondents from different gender on the role of human resource planning on organizational performance. 
Education level 
The findings presented in Table 4.1 show that 8 respondents (12%) had certificate education, 12 respondents (17%) had Diploma education while 49 respondents (71%) had Bachelor education and above. The findings show that majority of respondents participated in the study had Bachelor degree education and above. Therefore, most of employees at NHIF-Dar es Salaam are holders of bachelor degree and above. Knowledge of employee on human resource planning and its influence on performance of organization is also influenced by the level of education attained by employees. Therefore, the study managed to use knowledgeable employees on human resource planning and how it influences organizational performance.

Working experience 
The findings in Table 4.1 show that 23 respondents (33%) had working experience of 0-5 years, 37 respondents (53%) had working experience of 6-11 years while 9 respondents (13%) had working experience of 12 years and above. The findings show that majority of respondents participated in the study had working experience of 6-11 years. These were experienced enough in the organization and thus had good knowledge on human resource planning and its influence on performance of the organization. 
[bookmark: _Toc170793169]4.2.2 Human Resource Planning Practices at NHIF
The first objective of the study was prepared in order to determine human resource planning practices in the organization. This means the extent to which HRP is practiced in the organization and the possible activities which are involved during HRP practices. Respondents of the study were required to comment on provided activities by either agreeing or disagreeing that those activities are undertaken during human resource planning. Table 4.2 presents findings on HRP practices at NHIF-Dar es Salaam. 









[bookmark: _Toc205574259][bookmark: _Toc170793170]Table 4.2 HRP practices at NHIF-Dar es Salaam
	S/N
	Practices 
	Strongly agree
	Agree
	Neutral
	Disagree
	Strongly disagree

	
	
	f
	%
	f
	%
	f
	%
	f
	%
	F
	%

	1
	Assessment of current human resource capacity
	20
	29
	33
	48
	5
	7
	8
	11
	3
	4

	2
	Forecasting of future human resource requirements
	17
	25
	35
	51
	3
	4
	12
	17
	2
	3

	3
	Formulation of human resource action plan
	14
	20
	28
	40
	8
	11
	14
	20
	5
	7

	4
	Identification of existing gaps
	18
	26
	32
	46
	5
	7
	10
	14
	4
	6

	5
	Analyzing of organizational objectives
	20
	29
	30
	43
	3
	4
	13
	19
	3
	4

	6
	Monitoring and feedback giving
	13
	19
	26
	38
	10
	14
	16
	23
	4
	6


 Source: Field data, 2023
Assessment of current human resource capacity 
The findings in table 4.2 show that 20 respondents (29%) strongly agreed, 33 respondents (48%) agreed, 5 respondents (7%) were neutral, 8 respondents (11%) disagreed while 3 respondents (4%) strongly disagreed. The findings show that majority of respondents agreed. Therefore, one of the practices of HRP at NHIF-Dar es Salaam is assessment of current human resource capacity. During interviews with management, Participant 2 said; 
Human resource planning basically aims at improving human resources in the organization and makes them match with the performance needs of the organization. We consider an effective assessment on current capacity of our human resources as an important step towards effective HRP. We try to assess the number of human resources we have their current level of skills and match them with the performance targets of a particular year.
Forecasting the future human resource requirements 
The findings in table 4.2 show that 17 respondents (25%) strongly agreed, 35 respondents (51%) agreed, 3 respondents (4%) were neutral, 12 respondents (17%) disagreed while 2 respondents (3%) strongly disagreed. The findings show that majority of respondents agreed. Therefore, another practice of HRP at NHIF-Dar es Salaam is forecasting the future human resource requirements. 
Formulation of human resource action plan 
The findings in table 4.2 show that 14 respondents (20%) strongly agreed, 28 respondents (40%) agreed, 8 respondents (11%) were neutral, 14 respondents (20%) disagreed while 5 respondents (7%) strongly disagreed. The findings show that majority of respondents agreed. Therefore, another practice of HRP at NHIF-Dar es Salaam is formulation of human resource action plan.
Identification of existing gaps 
The findings in table 4.2 show that 18 respondents (26%) strongly agreed, 32 respondents (46%) agreed, 5 respondents (7%) were neutral, 10 respondents (14%) disagreed while 4 respondents (6%) strongly disagreed. The findings show that majority of respondents agreed. Therefore, another practice of HRP at NHIF-Dar es Salaam is identification of existing gaps. This was supported by one of HR officers of the organization who said; 
The operation of activities in the organization aim at meeting the annual performance targets which originate from the strategic plan of the organization. During planning, we do consider whether the current level of performance can make us meet the strategic planning objectives. Here is where we can make decisions on improvements in case of weaknesses which reduce rate of attainment of objectives.
Analyzing of organizational objectives 
The findings in table 4.2 show that 20 respondents (29%) strongly agreed, 30 respondents (43%) agreed, 3 respondents (4%) were neutral, 13 respondents (19%) disagreed while 3 respondents (4%) strongly disagreed. The findings show that majority of respondents agreed. Therefore, another practice of HRP at NHIF-Dar es Salaam is analyzing of organizational objectives.
Monitoring and feedback giving 
The findings in table 4.2 show that 13 respondents (19%) strongly agreed, 26 respondents (38%) agreed, 10 respondents (14%) were neutral, 16 respondents (23%) disagreed while 4 respondents (6%) strongly disagreed. The findings show that majority of respondents agreed. Therefore, another practice of HRP at NHIF-Dar es Salaam is monitoring and feedback giving. 
[bookmark: _Toc170793171]4.2.3 The contribution of human resource planning on performance of NHIF- Dar es salaam
The second objective of the study was prepared in order to examine the contribution of human resource planning on performance of NHIF. The objective was helpful in determining the extent to which HRP has been implemented effectively in the organization. Respondents of the study were required to agree or disagree with provided statements regarding HRP and performance of NHIF. 



[bookmark: _Toc205574261][bookmark: _Toc170793172]Table 4.3 Contribution of human resource planning on performance of NHIF
	S/N
	
Statements 
	
Strongly agree
	
Agree
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Disagree
	
Strongly disagree
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%
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%
	
f
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%
	
F
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1
	
HRP has contributed to improvement in quality of services provided 
	
22
	
32
	
35
	
51
	
4
	
12
	
6
	
9
	
2
	
3


	
2
	
HRP has contributed to increase in range and type of services provided by NHIF
	
20
	
29
	
38
	
55
	
3
	
4
	
6
	
9
	
2
	
3

	
3
	
HRP has contributed to increase in customer satisfaction
	
12
	
17
	
20
	
29
	
5
	
7
	
26
	
38
	
7
	
10

	
4
	
HRP has contributed to increase in number of new members registered to the scheme
	
21
	
30
	
34
	
49
	
3
	
4
	
8
	
11
	
4
	
6

	
5
	
HRP has contributed to increased accessibility of NHIF services
	
20
	
29
	
35
	
51
	
5
	
7
	
7
	
10
	
2
	
3


  Source: Field data, 2023
In the first statement, respondents were asked whether HRP has contributed to improvement in quality of services provided. The findings in table 4.3 show that 22 respondents (32%) strongly agreed, 35 respondents (51%) agreed, 4 respondents (12%) were neutral, 6 respondents (9%) disagreed while 2 respondents (3%) strongly disagreed. The findings show that majority of respondents agreed. Therefore, HRP has contributed to improvement in performance of NHIF-Dar es Salaam through improvement in quality of services provided. 
In the second statement, respondents were asked whether HRP has contributed to increase in range and type of services provided by NHIF. The findings in table 4.3 show that 20 respondents (29%) strongly agreed, 38 respondents (55%) agreed, 3 respondents (4%) were neutral, 6 respondents (9%) disagreed while 2 respondents (3%) strongly disagreed. The findings show that majority of respondents agreed. Therefore, HRP has contributed to improvement in performance of NHIF-Dar es Salaam through increase in range and type of services provided. This is supported by interviews with HR officers of the organization as Participant 1 said; 
We have been able to increase the scope of services provided to members of the scheme because the number of employees who are professionals in different services have been obtained. Human resource planning has ensured that there are available human resources who meet the needs of members of NHIF.
In the third statement, respondents were asked on whether HRP has contributed to increase in customer satisfaction. The findings in table 4.3 show that 12 respondents (17%) strongly agreed, 20 respondents (29%) agreed, 5 respondents (7%) were neutral, 26 respondents (39%) disagreed while 7 respondents (10%) strongly disagreed. The findings show that majority of respondents disagreed. Therefore, HRP has failed to increase performance of NHIF-Dar es Salaam through increased customer satisfaction. 
In the fourth statement, respondents were asked on whether HRP has contributed to increase in number of new members registered to the scheme. The findings in table 4.3 show that 21 respondents (30%) strongly agreed, 34 respondents (49%) agreed, 3 respondents (4%) were neutral, 8 respondents (11%) disagreed while 4 respondents (6%) strongly disagreed. The findings show that majority of respondents agreed. Therefore, HRP has contributed to improvement in performance of NHIF-Dar es Salaam through increase in number of new members registered to the scheme. This is supported from interviews with HR Officers of the organization as Participant 3 said; 
Through human resource planning, we have been able to improve performance of employees because of availability of skilled employees. Also, efficiency of employees in serving members has increased something which has contributed to increase in number of new members.
In the final statement, respondents were asked whether HRP has contributed to increased accessibility of NHIF services. The findings in table 4.3 show that 20 respondents (29%) strongly agreed, 35 respondents (51%) agreed, 5 respondents (7%) were neutral, 7 respondents (10%) disagreed while 2 respondents (3%) strongly disagreed. The findings show that majority of respondents agreed. Therefore, HRP has contributed to improvement in performance of NHIF-Dar es Salaam through increased accessibility of NHIF services.
[bookmark: _Toc170793173]4.2.4 Challenges facing HRP at NHIF-Dar es Salaam
The final objective was prepared in order to determine the challenges which face human resource planning in the organization. The objective was helpful in determining challenges which reduce effectiveness of HRP and thus reducing the extent of performance of the organization. Respondents of the study were required to agree or disagree with provided challenges whether they face HRP in their organization. 






[bookmark: _Toc205574263][bookmark: _Toc170793174]Table 4.4 Challenges facing HRP at NHIF-Dar es Salaam
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Disagree
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1
	
Limited top management support
	
18
	
26
	
39
	
56
	
2
	
3
	
8
	
11
	
2
	
3

	
2
	
Limited skills and knowledge among HRP professionals
	
13
	
19
	
40
	
58
	
4
	
6
	
6
	
9
	
3
	
4

	
3
	
Insufficient funds
	
14
	
20
	
45
	
65
	
3
	
4
	
5
	
7
	
2
	
3

	
4
	
Limited information on human resources
	
20
	
29
	
34
	
49
	
4
	
6
	
9
	
13
	
2
	
3

	
5
	
Inadequate number of HRP professionals
	
15
	
22
	
42
	
61
	
5
	
7
	
6
	
9
	
1
	
2


  Source: Field data, 2023
Limited top management support 
The findings in table 4.4 show that 18 respondents (26%) strongly agreed, 39 respondents (56%) agreed, 2 respondents (3%) were neutral, 8 respondents (11%) disagreed while 2 respondents (3%) strongly disagreed. The findings show that majority of respondents agreed. Therefore, one of the challenges facing HRP at NHIF-Dar es Salaam is limited top management support. 
Limited skills and knowledge among HRP professionals 
The findings in table 4.4 show that 13 respondents (19%) strongly agreed, 40 respondents (58%) agreed, 4 respondents (6%) were neutral, 6 respondents (9%) disagreed while 3 respondents (4%) strongly disagreed. The findings show that majority of respondents agreed. Therefore, another challenge facing HRP at NHIF-Dar es Salaam is limited skills and knowledge among HRP professionals.
Insufficient funds 
The findings in table 4.4 show that 14 respondents (20%) strongly agreed, 45 respondents (65%) agreed, 3 respondents (4%) were neutral, 5 respondents (7%) disagreed while 2 respondents (3%) strongly disagreed. The findings show that majority of respondents agreed. Therefore, another challenge facing HRP at NHIF-Dar es Salaam is insufficient funds. This was supported by an interviewed HR officer who said; 
Sometimes financial problems reduce the effectiveness of the process of planning for skilled human resources. We do have the desire to have larger number of skilled employees in different departments but the problem comes when we think of the expenses of paying those skilled human resources. These will obviously require higher salaries which sometimes fail to match with the salary scale and budget of the organization.


Limited information on human resources 
The findings in table 4.4 show that 20 respondents (29%) strongly agreed, 34 respondents (49%) agreed, 4 respondents (6%) were neutral, 9 respondents (13%) disagreed while 2 respondents (3%) strongly disagreed. The findings show that majority of respondents agreed. Therefore, another challenge facing HRP at NHIF-Dar es Salaam is limited information on human resources. One of HR officers who were interviewed supported by saying;
We sometimes lack enough information on the targeted candidates who would fit vacancies in the organization. Access to information of candidates is limited and this makes it difficult for us to recruit the expected human resources with the required skills. Not all candidates are able to use electronic systems in posting their required information. Others miss some necessary information and thus leading to difficulties in predicting their skills.
Inadequate number of HR professionals 
The findings in table 4.4 show that 15 respondents (22%) strongly agreed, 42 respondents (61%) agreed, 5 respondents (7%) were neutral, 6 respondents (9%) disagreed while 1 respondent (3%) strongly disagreed. The findings show that majority of respondents agreed. Therefore, another challenge facing HRP at NHIF-Dar es Salaam is inadequate number of HR professionals.
[bookmark: _Toc170793175]4.3 Discussion of findings
[bookmark: _Toc170793176]4.3.1 Human Resource Planning Practices at NHIF
[bookmark: _Toc170793177]4.3.1.1 Assessment of current human resource capacity
The findings revealed that human resource planning is practiced at NHIF. The practice of human resource planning at the organization comes as a result of realization of the significance of HRP towards the well-being of the organization as well as its human resources. The organization has been keen to practice human resource planning in order to be able to have the required number of employees in the organization who have skills that match with the requirements of accomplishing goals of the organization. 
Human resource planning at NHIF is carried out annual as responsible members of the planning process sit and discuss several matters concerning human resources of the organization. It looks like the planning process is undertaken during assessment of the achievements of the organization at the end of the year. Undertaking human resource planning annually helps the organization establish annual goals which will have to be met by either new employees who have been recruited or those who have been provided with new skills. It also helps the institute in planning for proper use of existing human resources, forecast the future demands of the organization and also assess the surplus or shortage of human resources at the organization. This at the end leads to reduction in case of surplus or additional in case of shortage and thus leading to achievement of the objectives of the organization.  
The findings have revealed that one of the practices of HRP at NHIF-Dar es Salaam is assessment of current human resource capacity. The implication of the findings is that management of the organization assesses the current capacity of human resources in the organization to determine strengths and weaknesses. Assessing current human resource capacity is an important activity under HRP simply because, it will enable management of the organization to come up with decisions on whether to increase or reduce the number of HR.
Assessment of current HR capacity can be undertaken by asking employees to self-evaluate through questionnaires or sometimes by looking at their previous performances to determine whether they are productive or not. Having realized the current capacity of employees who work in the organization will make management members determine the strengths and weaknesses of employees of the organization. It will be possible to determine whether there are employees who need improvements through trainings or others are to leave their positions due to unsatisfactory performance they have been showing. It can also open rooms for other feedbacks such as promotions or job rotation in order to make them fit in the job that requires their skills. The findings relate to those in the study by(Hayes, 2022) who revealed that one of stages in human resource planning is studying the strength of organization basing on the number of employees available, skills of employees, their qualifications, benefits as well as level of performance. 
[bookmark: _Toc170793178]4.3.1.2 Forecasting the future human resource requirements
The findings have revealed that another practice of HRP at NHIF-Dar es Salaam is forecasting the future human resource requirements. Forecasting human resource requirements is undertaken by determining the demand and supply of HR. It means that the organization assesses whether it needs new human resources or not. This comes after assessing the internal environment in departments and realizes whether there is the need to have new human resources or not. After assessment and determination of the need for human resources, management forecasts the supply in the labour market. The labour market comprises of people who seek for employment opportunities in response to their areas of specialization. Also, forecasting human resource requirements goes hand in hand with assessment on the challenges that the organization will face from the outside organization. An effective forecasting process is what will lead to successful HRP planning at the organization. 
The findings are in line with the arguments by Job Matching Theory as the theory argues that the organization will search for employees and people who look for job will search for the organization until there is a good match for both of them. This can be achieved through forecasting of labor demands of organization. The findings also relate to those in the study by (Hayes, 2022) who revealed that one of stages in human resource planning is forecasting labor demand in which the organization outlines the future of workforce.
[bookmark: _Toc170793179]4.3.1.3 Formulation of human resource action plan
The findings have further revealed that another practice of human resource planning at NHIF-Dar es Salaam is formulation of human resource action plan. This means that after identifying gaps existing in the organization, all strategies proposed are put into practice as the institute starts recruit, select, place, train and even develop human resources of the institute. This takes place after determining whether there is a need to recruit new employees, train the present employees or outsource employees from other organizations in the country. This is helpful to human resource officers in the organization given that it assists them in identifying areas with poor performance and establishes expected performance standards. It is further established in order to assist employees in the organization become successful.
Recruitment of human resources in the organization is associated with interviews which aim at determining whether the candidates can be useful in achieving the goals of the organization or not. Here is where the gaps which were identified will be filled and thus increasing probabilities for improvement in performance of the organization and achievement of objectives of the organization. The findings relate to those in the study by (Hayes, 2022) who revealed that one of steps in HRP is developing and implementing a plan in which HR officer take practical steps in integrating the plan with the rest of the organization
[bookmark: _Toc170793180]4.3.1.4 Identification of existing gaps
Furthermore, the findings have revealed that another practice of HRP at NHIF-Dar es Salaam is identification of existing gaps. During identification of gaps, the organization identifies the number of staffs, skills and abilities required in the future in comparison with the number of staffs, skills and abilities the organization currently has. Furthermore, during planning process, the organization makes an assessment on where the organization wants to be and where the organization is currently. This helps in determining whether the operations in the organization are in line with the wishes of the organization or not. Identifying the gap gives rise to human resource strategies which can be helpful in supporting the strategies of the council. These include recruiting strategies, training and development strategies, outsourcing strategies, restructuring strategies and even collaboration strategies. Effectiveness of these strategies will influence the effectiveness of HRP which will in turn influence performance of the organization. The findings relate to those in the study by(H. D., Aslam et al., 2013) who revealed that one of key steps in HRP is performing gap analysis.
[bookmark: _Toc170793181]4.3.1.5 Analyzing of organizational objectives
Furthermore, the findings have revealed that another practice of HRP at NHIF-Dar es Salaam is analyzing of organizational objectives. Analyzing objectives of the organization is an important practice in HRP as it reveals what the organization intends to achieve in a particular financial year. Meeting the objectives of the organization goes hand in hand with the availability of skilled staff who can assist in meeting those objectives. Thus, analyzing the objectives of the organization assists in coming up with decisions on strategies which can be helpful in meeting the objectives of the organization. The findings relate to those in the study by (H. D. Aslam et al., 2013)who revealed that one of key steps in HRP is deciding HRP priorities to help achieve department goals.
[bookmark: _Toc170793182]4.3.1.6 Monitoring and feedback giving
Finally, the findings have revealed that another practice of HRP at NHIF-Dar es Salaam is monitoring and feedbacks giving. Monitoring is considered important as it makes the organization realize whether the new staffs are in line with the expectations of the organization or not. This assists the organization in determining whether there are any weaknesses in case of performances of new recruits or strengths of the new selected human resources. Monitoring and control play key role in improvement in performance as it will lead to immediate changes in case of weaknesses among new recruits. Feedbacks given are like promotions, trainings or any other managerial decisions resulting from the whole process of planning in the organization. The findings relate to those in the study by (H. D. , Aslam et al., 2013) who revealed that one of key steps in HRP is measuring, monitoring and reporting progress.
[bookmark: _Toc170793183]4.3.2 The contribution of human resource planning on performance of NHIF- Dar es salaam
The findings have revealed that HRP has contributed to improvement in performance of NHIF-Dar es Salaam through improvement in quality of services provided. The implication of the findings is that HRP has enabled the organization obtain skilled human resources who assist in improving quality of services. Considering that the organization deals with provision of NHIF services which are useful in obtaining healthcare services, human resource planning has contributed towards improvement of HHIF services provided. Therefore, members of the scheme are in better position to receive quality services something which increases their level of satisfaction with service provided as well as improved reputation of the organization. The findings are in line with arguments of resource-based view theory given that the theory argues that one of important resources for improved productivity is human resources. Therefore, HRP has ensured availability of skilled human resources who increase performance of the organization. The findings relate to those in the study by (Ibura, 2019) who revealed that human resource planning has significant influence on organizational performance of district local governments.
Also, the findings have revealed that HRP has contributed to improvement in performance of NHIF-Dar es Salaam through increase in range and type of services provided. The implication of the findings is that the organization has been able to expand scope of services due to adequate number of human resources as a result of HRP. Effective human resource planning within the organization has enabled management of the organization to obtain larger number of skilled staff in the labour market. These have been useful in ensuring that the demand for services within the organization matches with the available number of employees. It has further been helpful in ensuring that all staffing gaps are filled in the organization. Therefore, the organization is capable of providing different kinds of services to its members. The findings relate to those in the study by (Edeh&Dialoke, 2020) who revealed that different dimensions of human resource planning especially adequate funding, competence, age and cultural background have positive significant effect on organizational performance. 
Furthermore, the findings have revealed that HRP has contributed to improvement in performance of NHIF-Dar es Salaam through increase in number of new members registered to the scheme. This implies that management of the organization has been able to increase number of employees who serve large number of members and thus contributing to increase in number of new members. Effective implementation of human resource planning in the organization has made the organization capable of hiring new staffs to fill gaps which were left by those who left the organization. Therefore, availability of adequate number of employees within the organization has contributed towards increased ability of the organization to meet larger number of customers who seek for NHIF services. Therefore, all these have been registered in the organization and thus increasing the number of new members who join the scheme. The findings relate to those in the study by (Ibura, 2019) who revealed that human resource planning has significant influence on organizational performance of district local governments. However, the findings are contrary to those in the study by (Mutua, 2019) who revealed that impact of HRP on performance of the organization was to a small extent.
Finally, the findings have revealed that HRP has contributed to improvement in performance of NHIF-Dar es Salaam through increased accessibility of NHIF services. The implication of the findings is that the organization has been able to increase number of human resources and thus being able to make services of the organization accessible to its members. NHIF services are considered to be effective services which are needed by larger number of people across the country. Implementation of human resource planning within the organization has contributed to increased number of employees as well as increased number of skilled employees. These have been able to ensure that services are available to members of the scheme given that they are capable of meeting larger number of clients in different parts of the country. The findings relate to those in the study by (Wey, 2018)who revealed that there was positive relationship between HRM and organizational performance. The findings further relate to those in the study by (Mwaniki&Gathenya, 2015) who revealed that there was a significant and positive relationship between HRP and organizational performance.
[bookmark: _Toc170793184]4.3.3 Challenges facing HRP at NHIF-Dar es Salaam
The findings have revealed that one of the challenges facing HRP at NHIF-Dar es Salaam is limited top management support. The implication of the findings is that top level management of the organization does not provide sufficient support to middle line managers in departments in undertaking the whole process of planning. Developing a plan is not an easy work as it requires greater efforts towards achieving it. Limited management support makes the planning process difficult to be achieved considering that they are the engine for the planning process within the organization. Employees in departments cannot formulate their departmental plans if at all they do not receive adequate support from top management. This contributes to ineffectiveness of human resource planning in the organization and thus limiting its contribution towards performance of the organization. The findings relate to those in the study by (Moyo, 2015b) who revealed that one of challenges facing HRP was limited top management support. 
Another challenge revealed in the study which faces human resource planning at NHIF-Dar es Salaam is limited skills and knowledge among HRP professionals. The implication of the findings is that some human resource officers who are involved in human resource planning process lack sufficient skills and knowledge on best practice of HRP. Executing human resource planning requires higher levels of skills and knowledge in order to be able to make an effective assessment of the external environment surrounding the organization. Human resource planning at NHIF sometimes fails to deliver the expected results due to lack of enough skills and knowledge among professionals who participate in the planning process. They fail to determine the changes taking place in the external environment of the organization especially in the labour market. This leads to recruitment and selection of candidates who do not meet the expectations of the organization. 
It also looks like there are limited trainings among professionals to the extent of lacking skills of executing human resource planning. Lack of enough skills makes it difficult for them to make an assessment on the demands of the organization, identify the gaps which need to be filled as well as determining the possible skills of which recruits must have. Failure to determine the required skills leads to selection of human resources who cannot deliver quality services to clients of the scheme. This in turn reduces effectiveness of HRP is the organization and thus limiting performance of the organization. The findings relate to those in the study by (Aynalem, 2017) who revealed that HRP was not effective because there was still low level of knowledge among majority of managers on human resource planning.
Another challenge revealed in the study facing HRP at NHIF-Dar es Salaam is insufficient funds. The implication of the findings is that the organization has no adequate financial resources to be directed towards the planning process. Human resource planning is associated with activities which require enough funds to execute them. There should be enough funds to provide reasonable salaries to talented human resources, provide trainings to human resources and providing motivational packages such as rewards to those who perform better. Insufficient funds make it difficult for the organization to execute plans including providing trainings to employees and also sufficient salaries to keep all talented human resources of the organization. Furthermore, insufficient funds in the organization limit effectiveness of the planning process and thus contributing to limited performance of the organization. The findings relate to those in the study by (Moyo, 2015a) who revealed that one of challenges facing HRP was insufficient funds. 
Furthermore, the findings have revealed that another challenge facing HRP at NHIF-Dar es Salaam is limited information on human resources. The implication of the findings is that HR officers in the organization lack sufficient information on human resources who are available at the labour market. This happens when management of the organization fails to track information of its employees including information on when an employee is to be promoted or the performance of employees from time to time. This affects effectiveness of human resource planning simply because, it brings difficulties in planning for trainings and development of human resources. It can sometimes lead to retaining human resources who are not productive while letting those who have improvements in performance leave the organization. This challenge shows that there is no proper records management in the organization particularly personnel records. There is also the tendency of losing important documents containing information about human resources of the organization.
For trainings to be provided to human resources, there is always a need for ensuring effective assessment of information of all human resources in all departments. Failure to track information of human resources of the organization leads to failure of implementing human resource planning upon those employees. This will in turn affect the performance of the organization as it will lead to existence of unproductive human resources. This is especially after failing to track their performances from time to time. Performance will also be affected because management of the organization will fail to improve the skills of employees due to failure in tracking their levels of skills and identify gaps which need to be filled through effective trainings. Job matching theory declares that the organization will search for employees and people who look for job will search for the organization until there is a good match for both of them. However, after some time, the matching situation may change leading to the reallocation of labour.
Finally, the findings have revealed that another challenge facing HRP at NHIF-Dar es Salaam is inadequate number of HR professionals. The implication of the findings is that the number of HR professionals in the organization does not match with requirements of HRP and thus making the planning process being undertaken under ineffective way. An effective human resource planning process is the one which is associated with availability of adequate and skilled professionals in the field of human resource planning. Therefore, effectiveness of human resource planning within the organization and its contributing towards performance of the organization is hindered by limited number of HR professionals. The findings relate to those in the study by (Moyo, 2015a) who revealed that one of challenges facing HRP was lack of enough expertise. 





[bookmark: _Toc170793185]CHAPTER FIVE
[bookmark: _Toc170793186]SUMMARY, CONCLUSION AND RECOMMENDATIONS
[bookmark: _Toc170793187]5.1 Introduction
This chapter provides a summary of the study, conclusion of the study as well as recommendations of the study. The summary of the study covers what the study was about including the findings which have been obtained from each objective of the study. The conclusion is based on the idea which has been generated in the study. Recommendations to be provided will aim at improving human resource planning at the council. 
[bookmark: _Toc170793188]5.2 Summary of the study
Generally, the study intended to assess the role of human resource planning on organizational performance, Specifically, the study intended to examine human resource planning practices at NHIF-Dar es salaam, to determine the contribution of human resource planning on performance of NHIF- Dar es salaam and to determine the challenges facing human resource planning at NHIF-Dar es salaam.
The research design which was used in this study was multiple case study design. The study was carried out at NHIF branches in Dar es Salaam which are Temeke branch, Ilala branch and Kinondoni branch, Tanzania. A mixed approach comprising of quantitative approach and qualitative approach was used. The population of this study included staff of NHIF-Ilala branch, Temeke branch and Kinondoni branch in Dar es Salaam and management of the organizations. The study relied on two sampling techniques in selecting respondents and these were simple random sampling technique and purposive sampling technique. The sample size of this study was 72 respondents who included 69 staff of NHIF- Temeke, Kinondoni and Ilala branches and 3 HR officers as well as managers of the organizations. Data were collected through questionnaires, interviews and documentary review and analyzed using descriptive statistics. 
Firstly, the findings revealed that human resource planning is used at the NHIF. The implementation of human resource planning at the company stems from a recognition of the importance of HRP to the well-being of both the organization and its human resources. The organization has been eager to exercise human resource planning in order to ensure that the organization has the necessary number of people with abilities that meet the needs of achieving the organization's goals. 
Human resource planning at NHIF is done on an annual basis, when responsible members of the planning process meet to discuss various aspects of the organization's human resources. The planning process appears to take place during the organization's annual appraisal of its successes. Annual human resource planning assists the organization in setting annual goals that must be completed by either newly hired personnel or those who have been trained in new abilities. It also assists the institute in planning for the optimal use of existing human resources, forecasting future organizational demands, and assessing the organization's human resource excess or deficiency. This at the end leads to reduction in case of surplus or additional in case of shortage and thus leading to achievement of the objectives of the organization.  
The findings revealed that one of the HRP procedures at the NHIF-Dar es Salaam is the assessment of present human resource capabilities. The findings imply that the organization's management evaluates the present capacity of human resources in order to identify strengths and deficiencies. Assessing current human resource capacity is an important function under HRP since it allows the organization's management to decide whether to grow or decrease the number of HR.
Assessment of current HR capability can be done by asking employees to self-evaluate using questionnaires or by looking at their historical performance to see if they are productive or not. Knowing the existing capability of the organization's employees will allow management members to identify the organization's strengths and limitations. It will be feasible to decide whether some employees require training to improve their performance, while others will be let go due to poor performance. It can also pave the way for other forms of feedback, like as promotions or work rotation, to help people fit into the job that best suits their skills. 
Secondly, the findings revealed that HRP has helped to improve the performance of NHIF-Dar es Salaam by improving the quality of services offered. The findings imply that HRP has enabled the organization to obtain talented human resources, hence boosting service quality. Given that the firm provides NHIF services, which are useful in acquiring healthcare services, human resource planning has helped to improve the HHIF services given. As a result, scheme members are in a better position to get quality services, which raises their level of satisfaction with the service supplied while also improving the organization's reputation. The findings are in line with arguments of the resource-based perspective theory since the theory believes that one of essential resources for improved productivity is human resources. Therefore, HRP has ensured availability of skilled human resources who increase performance of the organization. 
However, the findings revealed that HRP has helped to improve the performance of NHIF-Dar es Salaam by expanding the range and type of services supplied. The findings imply that the organization has been able to increase its breadth of services as a result of the adequate amount of human resources provided by HRP. Effective human resource planning within the firm has allowed management to recruit a bigger number of skilled workers in the labor market. These have been useful in ensuring that the organization's demand for services matches the number of available staff. It has also helped to ensure that the organization's staffing vacancies are filled. As a result, the organization can offer a variety of services to its members. 
Furthermore, the data revealed that HRP has helped to improve the performance of NHIF-Dar es Salaam by increasing the number of new members registered in the scheme. This means that the organization's administration has been able to grow the number of staff who services a large number of members, resulting in an increase in the number of new members. The effective execution of human resource planning in the firm has enabled the organization to hire new employees to cover the voids left by those who left. As a result, having a suitable number of staff inside the organization has improved the company's ability to fulfill a bigger number of consumers seeking NHIF services. As a result, all of these have been registered with the organization, boosting the number of new members joining the scheme. The findings are consistent with those reported in the study by (Ibura, 2019), which found that human resource planning has a substantial impact on the organizational performance of district local governments. 
Third, the findings revealed that one of the problems for HRP at NHIF-Dar es Salaam is a lack of senior management support. The findings imply that the organization's top management does not provide adequate support to middle-level managers in departments in carrying out the entire planning process. Creating a strategy is a difficult task that necessitates more effort to complete. Limited management support makes the planning process difficult to attain, as they are the organization's planning engine. Employees in departments cannot design their departmental strategies unless they obtain enough backing from senior management. This contributes to ineffectiveness of human resource planning in the organization and thus limiting its contribution towards performance of the organization. 
Another difficulty identified in the study for human resource planning at NHIF-Dar es Salaam is the lack of skills and expertise among HRP experts. The findings imply that some human resource officers involved in the human resource planning process lack enough skills and understanding of appropriate HRP practices. Executing human resource planning necessitates higher levels of ability and knowledge in order to effectively examine the external environment around the firm. Human resource planning at NHIF occasionally fails to produce the desired results due to a lack of skills and expertise among the experts involved in the planning process. They fail to determine the changes that occur in the organization's external environment, particularly in the labour market. This leads to recruitment and selection of candidates who do not meet the expectations of the organization. 
It also appears that there are few training opportunities for professionals, resulting in a lack of expertise in performing human resource planning. Lack of skills makes it difficult for them to assess the organization's demands, identify gaps that need to be filled, and determine the possible capabilities that recruits must have. Failure to determine the required skills results in the selection of human resources incapable of providing excellent services to the scheme's clients. This limits the effectiveness of HRP in the organization, restricting its performance. 
Insufficient funding are another difficulty that HRP at NHIF-Dar es Salaam faces, according to the report. The findings imply that the organization lacks enough financial resources for the planning process. Human resource planning is related with actions that require adequate funding to carry out. There should be enough cash to pay appropriate salaries to talented human resources, train them, and provide motivational packages such as rewards to those who do well. Insufficient funds make it difficult for the business to carry out initiatives such as offering staff training and paying adequate compensation to retain all of the organization's exceptional human resources. Furthermore, low funding in the organization impede the effectiveness of the planning process, so adding to limited performance of the organization. 
Furthermore, the findings revealed that HRP at NHIF-Dar es Salaam faces another challenge: a lack of human resource information. The findings imply that HR officers in the firm do not have sufficient information about human resources available on the labor market. This occurs when the organization's management fails to track employee information, such as when an employee will be promoted or employee performance on a regular basis. This has an impact on the effectiveness of human resource planning since it makes it harder to plan for training and human resource development. It can occasionally result in maintaining unproductive human resources while allowing individuals who have improved their performance to depart the organization. This difficulty demonstrates that the company lacks effective records management, particularly with personnel records. There is also a high risk of losing key documents providing information on the organization's human resources.
Trainings for human resources must always include an effective assessment of all human resources in all departments. Failure to track information about the organization's human resources results in failure to conduct human resource planning for those employees. This will have an impact on the organization's performance because it will result in the existence of useless human resources. This is especially true after failing to track their performance from time to time. Employee performance will also suffer as a result of the organization's failure to track their skill levels and identify gaps that must be filled through effective training. According to job matching theory, organizations will look for employees, and persons looking for work will look for organizations until they find a good fit for both. However, after some time, the matching condition may alter, resulting in a reallocation of work.
Finally, the research revealed that another issue for HRP at NHIF-Dar es Salaam is a shortage of HR specialists. The data imply that the quantity of HR professionals in the organization does not meet HRP criteria, resulting in an unproductive planning process. An effective human resource planning process is linked to the availability of appropriate and skilled specialists in the field of human resource planning. As a result, the efficacy of human resource planning inside the company, as well as its contribution to organizational performance, is hampered by the restricted number of HR experts. 
5.3 Conclusion
Human resource planning has been revealed to be an important management practice due to its influence on availability of skilled human resources who would improve public services delivery. HRP is practiced in the organization through assessment of current human resource capacity, forecasting the future human resource requirements, formulation of human resource action plan, identification of existing gaps, analyzing of organizational objectives and monitoring and feedback giving. Implementation of HRP in the organization has contributed to improvement in performance of the organization through improvement in quality of services, increase in range and type of services, increase in number of new members as well as increased accessibility of NHIF services. However, effectiveness of HRP is affected by challenges such as limited top management support, limited skills and knowledge among HRP professionals, insufficient funds, limited information on human resources and inadequate number of HR professionals.
[bookmark: _Toc170793189]5.4 Recommendations
There should be commitment among management of the organization in carrying out human resource planning. Improvement in commitment among management members will lead to application of efforts and time of management of the organization in ensuring effectiveness of human resource planning. It will also increase carefulness among management members when assessing both internal and external environments of the institute. 
There should be trainings to HRP professionals in order to increase their expertise skills and knowledge. Providing HRP professionals with trainings on best practices of human resource planning will be helpful in improving their abilities to assess both internal and external environments of the organization. This will also be helpful in reducing the problem of selection of candidates who do not fit with the demands of the institute. 
Management should ensure allocation of sufficient financial resources. Allocation of adequate finds towards HRP will make all processes of the planning undertaken effectively. This will in turn contribute to availability of skilled employees in the organization who are motivated and ready to work for the organization. Therefore, performance of the organization will increase as a result of these employees. 
[bookmark: _Toc170793190]5.5 Suggestion for future studies
The study has revealed how human resource planning has been helpful in improvement in performance of the organization. There are number of organizations across the country which provide different range of services apart from the ones provided by NHIF. There is a need to assess how human resource planning is practiced in these organizations and how it has been affecting the performance of the organizations. This should be the work of future researchers who are supposed to focus on other organizations apart from NHIF. 
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Appendix 1: Questionnaire to staff of NHIF
Introduction
Dear respondents
My name is Eva Thobias, a student of Institute of Accountancy pursuing Masters of Human Resources Management. Before being awarded with my degree, I have to undertake a study on assessment of the role of human resource planning on organizational performance, a case of NHIF-Dar es Salaam. Below are questions containing information relating to the study. I request for your participation in answering these questions. The information you provide will be managed with outmost confidentiality. 
Part A: Personal information
Please tick (√) the right answer in the space provided  
1. Age Group 
(a) 20-29 (    )             
 (b) 30-39 (     )         
(c) 40-49 (     )       
(d) 50 and above (     ) 
2. Gender 
(a) Male (     )                
(b) Female (     )
3. Education level
(a) Certificate (     )     
(b) Diploma (   )     
(c) Bachelor degree and above (	)
4. Working experience
(a) 0- 5 years (     )        
 (b) 6- 11 years (     )       
(c) More than 12 years (    )
5. Department --------------------------------
Part B: Human Resource Planning Practices at NHIF
1. Kindly comment on whether the following practices are adhered during human resource planning in your organization 
Where; 5= strongly disagree, 4= disagree, 3= undecided, 2= agree, 1= strongly agree
	S/N
	Practices 
	5
	4
	3
	2
	1

	1
	Assessment of current human resource capacity 
	
	
	
	
	

	2
	Forecasting of future human resource requirements 
	
	
	
	
	

	3
	Formulation of human resource action plan
	
	
	
	
	

	4
	Identification of existing gaps 
	
	
	
	
	

	5
	Analyzing of organizational objectives 
	
	
	
	
	

	6
	Monitoring and feedback giving 
	
	
	
	
	



Part C: Contribution of human resource planning on performance of NHIF	
1. Kindly comment on statements provided regarding contribution of HRP on performance of NHIF 
Where; 5= strongly disagree, 4= agree, 3= undecided, 2= agree, 1= strongly agree
	S/N
	
Statements 
	
5
	
4
	
3
	
2
	
1

	
1
	
HRP has contributed to improvement in quality of services provided
	
	
	
	
	

	
2
	
HRP has contributed to increase in range and type of services provided by NHIF
	
	
	
	
	

	
3
	
HRP has contributed to increase in customer satisfaction 
	
	
	
	
	

	
4
	
HRP has contributed to increase in number of new members registered to the scheme 
	
	
	
	
	

	
5
	
HRP has contributed to increased accessibility of NHIF services 
	
	
	
	
	




Part D: Challenges facing human resource planning at NHIF 
1 Kindly comment on whether the following challenges face Human resource planning in your organization 
Where; 5= strongly disagree, 4= disagree, 3= undecided, 2= agree, 1= strongly agree
	S/N
	
Challenges 
	
5
	
4
	
3
	
2
	
1

	
1
	
Limited top management support
	
	
	
	
	

	
2
	
Limited skills and knowledge among HRP professionals 
	
	
	
	
	

	
3
	
Insufficient funds 
	
	
	
	
	

	
4
	
Limited information on human resources 
	
	
	
	
	

	
5
	
Inadequate number of HRP professionals 
	
	
	
	
	






Appendix II: Interview questions to management of NHIF 
1. Does your organization have a policy on human resource planning? What does the policy say concerning human resource planning?
2. Who is responsible in undertaking human resource planning in your organization? What are the duties of participants of the planning process?
3. At what time does your organization undertake planning process?
4. What are the key activities that take place during planning process?
5. How does your organization acquire skilled employees? Does human resource planning contribute to this? How does human resource planning ensure availability of skilled employees in your organization?
6. How does human resource planning influence performance of your organization?
7. What challenges do you face when undertaking human resource planning?
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[bookmark: _Toc170793193]Table Schedule of Activities
	Activity
	2022
	2023

	
	Oct
	Nov
	Dec
	Jan
	Feb
	Mar
	Apr
	May
	Jun
	Jul

	Research Proposal Write up
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Research Proposal Submission
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Questionnaire Preparation
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Data Collection
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Data Analysis
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Report Writing
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Research Submission
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 


	






[bookmark: _Toc120960531]	Proposed Budget for Research Writing
The proposed itemized budget for this study was as follows: -
	S/N
	Particulars
	 Cost in TZS 
	Explanation of Use of Requested Fund

	1
	Stationeries 
	                   680,000.00 
	Taking Records

	2
	Transport Costs
	                   580,000.00 
	Travel and Errands

	3
	Telephone and Internet Costs
	                   550,000.00 
	Airtime and Internet costs 

	4
	Accommodation Costs
	                1,000,000.00 
	Accommodation Costs outside of working station

	5
	Meal Allowance
	                   725,000.00 
	During data collection, analysis and Report writing

	6
	Photocopies and Printing
	                   300,000.00 
	Preparation and Review of Documents

	7
	Consultations
	                   750,000.00 
	Data entry and analysis

	8
	Contingency
	                   300,000.00 
	To cover emergencies

	 
	Grand Total
	                4,885,000.00 
	 



