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ABSTRACT

This research examined the impact of the workplace environment on employee productivity. The study specifically aimed to: assess the effect of the tangible office setting on the job performance of Mkuranga District Council employees; evaluate the influence of the intangible environment on employee performance within the same organization; and ascertain the role of leadership approaches in enhancing employee productivity at Mkuranga District Council. Employing a mixed-methods approach with an explanatory sequential design, the study involved 187 participants, encompassing both managerial and non-managerial personnel. Data was gathered through questionnaires and interviews, and analyzed using descriptive statistics for quantitative data and thematic analysis for qualitative data. The results indicated a positive correlation between both the tangible and intangible aspects of the workplace environment and employee performance. Furthermore, the study established the significant contribution of leadership approaches to employee productivity. The findings suggest that organizations seeking to optimize employee performance and achieve their objectives should prioritize the careful design and management of the workplace environment, coupled with the implementation of adaptable and appropriate leadership styles. The study concludes by recommending further research into factors that contribute to increased employee performance, ultimately leading to greater organizational success.
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CHAPTER ONE
AN OVERVIEW OF THE STUDY
1.0 Introduction
This research explored how the tangible and intangible aspects of the workplace affect employee output. More precisely, it aimed to understand how the physical office setting impacts employee performance, how the overall workplace culture influences employee performance, and how leadership approaches intended to enhance employee performance are implemented at the Mkuranga District Council. The study analyzed the link between the work environment and the effectiveness of employees. This section outlines the study, providing a comprehensive overview that includes the context, the issue being addressed, the study's aims and goals, and its importance. It also details the constraints, scope, key definitions, and structure of the dissertation. 
1.1 Background to the Problem 
Working environment encompass a location where employees gathers and engage in their daily activities while spending long hours in additional it also includes the physical appearance of buildings, offices and managers support (Lazzara et al., 2021; Eyong,2025). The performance of an employee at work is determined by the level of working environment safety and security. This in turn adjust employee attitude towards work and which affects job performance including physical working environment and non-physical working environment (Raziq & Maulabakhsh, 2015; Lupenza et al. (2024).
Unlikely in the past, during the early 20th organization started to understand the importance of safe and health working condition and focusing on safeguarding employees while working (Nderito & Ndeto, 2019). At this point organizations have passed procedures, laws and regulations that assure and promotes employee working environment. In a wide perspective change in working policies and management after World War II organizations followed a more regulated formal and hierarchical setting which made difference between management personnel and employees Which in turn labour unions grew creating a strong workers’ bargaining power leading to additional benefits like monthly payment, illness and vacation payment bundles (Anakpo et al., 2023; Tarimo, 2024).
Contemporary perspectives acknowledge that optimal employee performance is contingent upon both tangible and intangible aspects of the work environment. The modern workplace, increasingly influenced by socio-economic and technological shifts, demands a nuanced approach to employee well-being (Bondarouk & Brewster, 2020). Research suggests a positive correlation between employee health, both mental and physical, and heightened motivation. Consequently, a conducive work atmosphere can foster improved employee productivity and a reduction in absenteeism (Lengnick-Hall et al., 2011).
Organizational success is fundamentally linked to the collective output of its constituent workforce (Raziq & Maulabakhsh, 2015). Consequently, consistent employee contribution is essential for the attainment of individual objectives and the overall strategic aims of the organization (ibid). While numerous factors influence employee effectiveness, the significance of the work environment in shaping worker performance is widely recognized (Luppenza et al., 2024; Mutonyi et al., 2020). Therefore, the development and provision of a favorable work environment constitutes a crucial strategy for enhancing employee performance within organizations.
When employees operate in conditions that align with their physical and cognitive capacities, the likelihood of efficient and effective task completion increases. Under these circumstances, employees are optimally positioned for learning, contributing, and achieving organizational objectives. The work environment encompasses the aggregate of forces and influences that directly or indirectly affect employee activities and performance (Lupenza et al., 2024).
Effective management of the work environment necessitates its transformation into an attractive, innovative, agreeable, fulfilling, and stimulating space that instills a sense of value and purpose in employees' work (Hassan & Al-masri, 2020; Eyong, 2025). This study, therefore, seeks to examine the effects of both the physical and non-physical dimensions of the work environment on employee performance.
1.2 Justification of the Study
Work environment is the sum of the interrelationship that exists within the employees and between the employees and the environment in which the employees work (Nelson, 2010; Tarimo, 2024). Work environment is the combinations of physical and non-physical working conditions and the level of the motivation and performance of the employees (Eyong, 2025). It is therefore very important to understand the working condition determinant factors that explicitly impacts employees at work for the performance of an institution. Again, the favourable working condition are argued to impact the positive attitudes of the workers, reduced turnovers while at the same time improving senses of working as a team toward  the goals of the institutions (Tarimo, 2024).
The physical and non-physical factors that determine an employee state of working environment should be well investigated in order to understand and establish organization ability in influencing employee and organization performance at large. A compromised workplace environment is strongly linked to negative employee outcomes, including diminished job satisfaction, increased absenteeism, physical health issues, burnout, and symptoms of depression. Given that employees often spend a substantial portion of their lives within enclosed spaces, these environments exert a profound influence on their mental well-being, behavior, skills, and overall work performance (Armstrong & Murlis, 2017; Anakpo et al. (2023). 
In Tanzania, the quality of working environment has been an important issue and remains a critical issue especially in the public offices. According to Anakpo (2023) there had been limited access to technology, poor safety, inadequate motivations and relatively poor infrastructures that hinders the performances of workers. It is therefore a vital to make an investigation on the impacts of working environment on organizational performance using Mkuranga district council as a case study. 
1.3 Statement of the Problem
In the quest of bringing services closer to the community, Tanzania opted for a decentralization system which led to the establishment of the local governments among the notable initiative at the early stages of the local government. The established employees were usually supplied with tools, technical facilities like photocopiers, computers and stationery to help in enhancing their performance (Nderito & Ndeto, 2019). However, there are reports that shows that at local government level retaining employees has been an issue whereby employees demand to shift from one office to the other or rather change their job completely while working environment has been at the top list as the major cause leading to poor performance at local government offices (Madalena 2017;  Nderito & Ndeto, 2019; Lupenza et al. (2024).
While Tanzania has implemented governmental regulations concerning workplace conditions, Local Government Authorities (LGAs) continue to struggle with substandard and unfavorable working environments (Machui, 2018). Leadership often neglects to offer motivational benefits and excludes staff from participatory decision-making. Furthermore, employees face precarious work situations, characterized by excessive demands and workloads, contributing to diminished employee productivity within Tanzanian LGAs (Bushiri, 2014). Prior research in Tanzania exploring the association between the workplace milieu and employee effectiveness in local government contexts has highlighted diverse interpretations and experiences of the working environment and its relationship to employee output (Bushiri, 2014; Donald, 2015; Machui, 2018).

Consequently, limited scholarly attention has been directed towards broadly understanding the nexus between the employee working environment and employee productivity within the Tanzanian context. Thus, the present study aims to examine the influence of the working environment on organizational performance within LGAs in Tanzania, utilizing Mkuranga District Council as a case study. Specifically, the research will explore the effects of the working environment on employee performance, focusing on the particular instance of Mkuranga District Council.
1.4 Purpose and Objectives of the Study
This study comprised one main purpose and three specific research objectives. The main purpose and specific objectives of the study are described hereunder. 
1.4.1 Main Purpose of the Study
The general objective of the study is to investigate the impacts of working environment on the performance of  employees a case of Mkuranga district council.
1.4.2 Specific Objectives of the Study
The following were the specific objectives of this study; 
i. To determine the influence of physical office environment on the employee performance of Mkuranga district council,
ii. To determine the influence of non-physical environment on the employee performance of Mkuranga district council,
iii. To determine the influence of leadership style that is designed to improve employee performance at Mkuranga district council.
1.5 Research Questions
This study was guided by the following research questions; 
i. How physical working environment affects employee performance Mkuranga district council performance? 

ii. What is the role of non-physical incentives on the performance of employee performance at Mkuranga district council? 

iii. To what extent does leadership style have effect on the performance of employee at Mkuranga district council?
1.6 Significance of the Study
The findings of this study will assist management in comprehending and implementing workplace environment elements that enhance performance for better organizational outcomes. Local government policymakers can use the outcomes of this study to determine how the workstation environment influences employee performance. The administration will be cognizant of the positive and negative impacts that the work environment may have on employees' performance. This research is part of the Ministry of Local Government's ongoing efforts to expand the body of studies that link workplace factors such as workplace environment, organizational communication, and training. The research will contribute to the understanding of how the workplace influences employee performance, according to other researchers.... Those who are interested in this topic or similar topics can use the study as a reference. The work will serve as a reference material for future research. 
1.7 Scope of the Study
The study confined itself on investigating the impacts of Working Environment on the Performance of employees in Mkuranga District. The study was limited to employees with more than three years of working experiences at the Mkuranga district council. Also, the working environment being wider, the study was limited to physical, non physic environment and leadership style as related to employee performance.
1.8 Definition of Key Terms
Some of the concepts that were employed in this study might have no common understanding to the readers. These concepts are defined in the context of this research so as to be understood by all the final consumers. In light of that, this subsection presents definitions of some key concepts as applied within the study. 
Working environment
Refers to the physical infrastructures with working facilities that enable an employee to execute tasks efficiently but minimizes time wastage and reduces stress caused by lack of resources (ILO, 2019). Moreover, the work environment includes organization’s rules, management practices, policies and reward systems which can increase the employees’ motivation (Ahmad & Khan., 2019).
An employee performance
It refers to the degree to which an employee effectively carries out tasks, duties and responsibilities assigned in alignment with the organizational goal and objectives.
1.9 Organization of the Dissertation 
This study consists of five sections. The initial chapter details the problem's background, and study objectives. This chapter begins with an overview. The dissertation also outlines the study's significance, its scope, limitations, and definitions of terms. The second section features theoretical and empirical related literature on employee working conditions and performance. The chapter has a gap in research. The third chapter outlines the research methodology used in the study. The document outlines the research methodology, design, target audience, sampling methods and protocol, data collection techniques, study validity/reliability, analysis, and ethical considerations. In Chapter four, the study results are presented, interpreted, and discussed. The fifth chapter provides a summary of the study, along with recommendations for further studies and other findings.
.
CHAPTER TWO
LITERATURE REVIEW
2.0 Introduction 

This chapter reviews the empirical literature on the impacts of working environment on the performance of employees. The theoretical literature highlights theories guiding this study while the empirical literature review discusses and evaluates previous studies on working environment and employee performance. It also presents the research gap. 
2.1 Conceptualizing Working Environment

The concept of working environment has attracted many researchers from different disciplines globally and locally. Thus, this sub section presents findings from other studies on working environment and the employees’ performance and the aspects it is related to.

According to Kohhun (1992) working environment refers to the totality of the interrelationship that exists within the all aspects employees and the premises in which the employees works.

Opperman (2002) considers the working place being comprised of technical environment, human environment and the organizational environment which are considered to be positive in influencing the employee productivity as well as the safety of an employee. The International Labour Organisation (ILO) promotes the improvements in working places not only employee safety and promotion of decent work but an increased productivity through reduced accidents risks, absenteeism and delaying in work attendance (International Labour Organisation, 2019 (ILO, 2019))

According to zheng et al , studying the working environment is a vital issues towards organizational productivity because the employees spends longer time at working place that in homes and that the positive working environment are linked to higher outputs.

The concept of working environment have therefore being perceived differently by scholars but the most agreed being combination of the following;

Firstly, the physical aspects that include the infrastructures like furniture, offices, ventilations and transport.

Secondly, the social aspects that include communication and involvements, workloads and mediation

Thirdly, the organisational aspects which refer to the policies and guidelines, cultures and career developments that operates in the working environment.

Generally, the studies indicate the rewards, motivation, policies, rules, management and the physical infrastructures being the main determinants towards the goals and organizational performance.

2.2 Employee Performance

Employee performance refers to how well an individual carries out their job duties. This performance can be observed and evaluated, reflecting their behavior in the workplace (Diamantidis & Chatzoglou, 2018). Additionally, employee performance is influenced by their motivation and receptiveness to the demands of their role (Anakpo, 2023). Ultimately, it encompasses both tangible and intangible outcomes that contribute to a company's objectives and overall success. Research indicates a strong link between employee engagement and positive performance outcomes, including improved job quality, task completion, positive contributions to the organization, efficiency, initiative, dedication, work environment, and customer interactions (Vercic, 2021).
2.3 Importance of Working Environment in Performance

It is an important element that influence productivity job satisfactions and at last the success of the organization. According to Oswald et al 2015, the social relationship, culture and availability of resources supports an employee to effectively and efficiently attain the organizational goals.

It influences the employees’ motivation to work and performance. When an employee are assured with aspects such as safety, respect and the necessary equipment for the duties then leads to an increased productivity (Chandrasekar,2011)

It increases the employees’ loyalty and retentions among workers. Where well provided with the necessary working environment like comfort ability and opportunities to improves the duties, then the employees feel safe when to continue working while valuing and increasing productivity (Raziq & Maulabakhsh, 2015)

Again, the working environment leads to collaboration and innovations among employees that boosts the efforts towards attainment of the organizational goals. Amin & Kadir (2020) agrees that aspects such as light, noise, ventilations and unsafe physical surroundings lower performance and productivity. 

Oswald et al., (2015) adds that job performances and productivity are linked because where employees are created with senses of collaborations and innovations there are increased success in attainment of the organisational goals. That is, when an employee are provided with supportive culture, secured and free exchange of ideas and communications then one feels comfortable to contribute and being a part of the organisation with less forces and commands (Keyton,2017).

2.4 Working Environment and Employee Performance

A study by Raziq and Maulabakhsh (2015) explored the relationship between organizational climate and the degree to which knowledge workers followed information security regulations within Swedish companies. Their findings suggest a notable association between cultures that prioritize internal operations and employees' compliance with established information security protocols. While other research suggests that organizational culture may have a reduced influence on control and adaptability (Lengnick-Hall et al., 2011; Kuvaas et al., 2016), Raziq and Maulabakhsh's investigation implies that organizations characterized by a bureaucratic structure are particularly effective in promoting adherence to information security standards among their workforce; 
Wargocki et al.,( 2017) in Denmark studied the employee performance in area with poor and well ventilated room and realised that the working environment including the air ventilation are significant in performance of an employee. The study recommends the reduced pollutions and increased ventilation as a working environment to increase productivity of an employee and an organization as well.

Hassan and Al-Masri (2020) investigated the connection between institutional effectiveness and on-the-job development within the hotel sector. Their inquiry explored the degree to which workplace development enhances institutional effectiveness and competitive advantage in the hospitality field. Employing a mixed-methods approach, incorporating questionnaires, conversations, and group discussions, they gathered data from 29 hotels situated in the Netherlands. The participant group consisted of 227 individuals, encompassing administrative personnel, team leaders, and operational staff. The findings demonstrated a favorable link between institutional effectiveness and on-the-job development in the hospitality field. In particular, the outcomes indicated that on-the-job development is a notable indicator of institutional effectiveness and plays a vital function in improving the competitive edge of hotels. The research also suggested that on-the-job development positively influences job contentment, employee drive, and the broader institutional atmosphere. Moreover, the investigation determined that the kinds of developmental prospects afforded to personnel, such as practical training, structured development programs, and mentorship, are significant elements in ascertaining the success of on-the-job development.
Mutonyi et al. (2020) undertook a study to assess the influence of the institutional setting on employees' discretionary contributions, using a Norwegian governmental body as an exemplar. The aim of the research was to ascertain the extent to which the institutional setting impacts discretionary contributions, which encompass actions not explicitly defined in job roles but crucial for overall institutional achievement. Utilizing a quantitative methodology, the researchers employed questionnaires to gather data from 150 employees within the institution. The study's outcomes highlighted a noteworthy correlation between the institutional setting and discretionary contributions. The results indicated that a constructive institutional setting, characterized by elements such as transparent interaction, encouraging leadership, and equitable compensation systems, exerted a considerable impact on employees' discretionary contributions (Nderito & Ndeto, 2019). The research further disclosed that employees who perceived their work setting as positive were more inclined to participate in actions beneficial to the institution, such as aiding coworkers and exceeding their prescribed job responsibilities. A limitation of this study was its exclusive focus on the relationship between the institutional setting and discretionary contributions, without investigating other possible elements that might affect employee conduct and performance, such as remuneration packages.  

In China, a quantitative study on employees’ work places and their impacts found the positive relationship between working environment and productivity through the employees’ intrinsic motivations in attaining the goals of the organization (Zhenjing et al.2022). The study categorized the working environment to physical and behavioral aspects where all contributes equally towards the goals of the organization through employee performance. 
Several studies across diverse geographical contexts highlight the significance of the organizational environment in shaping employee performance and overall organizational effectiveness.

In Indonesia, Sunardi and Adjeng (2021) investigated the impact of the organizational context on worker productivity within the Kuningan Regency Regional Secretariat. Their findings suggest that factors such as internal control mechanisms and leadership approaches are associated with diminished employee performance, thereby contributing to organizational ineffectiveness.

Tan and Olaore (2021) explored the interplay between organizational learning, effectiveness, and employee performance in Nigeria. Their research indicates a direct relationship between organizational practices, workforce productivity, and the comprehensive effectiveness of employees across all hierarchical levels. The authors emphasized the importance of cultivating a supportive work environment to optimize employee capabilities.

Shifting to Ethiopia, Awoke (2019) examined the working conditions of employees at Bole Lemi Industrial Park. The results revealed a noteworthy correlation between the physical work setting (specifically regarding rewards and training) and employee performance, as well as the impact of leadership styles. In contrast, work-life balance did not demonstrate a significant relationship with performance. In general, various aspects of the workplace environment, including the physical setting, compensation, leadership approaches, work-life balance, and training opportunities, exert individual influence on employee performance (Amin & Kadir, 2020). A study within higher education further emphasized the challenges faced by employers in attracting, retaining, and motivating personnel due to workplace environment-related issues, particularly intense competition and high turnover rates. Moreover, inadequate interpersonal dynamics between employees and supervisors, alongside insufficient supervisory support, were found to negatively affect employee performance.
Madalena (2017) conducted an extensive analysis in Uganda on the role of organizational values in shaping the quality of work life at Kampala International University. Using a mixed-methods approach, the study demonstrated that organizational values significantly influence employee well-being. Employees who perceived alignment between their personal values and those of the organization reported higher job satisfaction, organizational commitment, and overall well-being. The presence of shared organizational values also fostered innovation and a sense of purpose and belonging.
Finally, Nderitu and Ndeto (2019) in Kenya, emphasized the impact of the work environment on employee performance, identifying key variables such as the physical workplace, incentives, training and development opportunities, and supervisory support as influential factors. Complementarily, Lubogoyi et al. (2018) examined the relationships between stewardship behavior, collectivism, and perceived goal congruence among public sector employees in Kenya. Their quantitative research revealed positive associations between both stewardship behavior and collectivism with a perceived common aim among employees. Collectivism was also positively related to perceived goal congruence, suggesting that employees who prioritize group objectives are more likely to perceive alignment between their personal aspirations and organizational goals.
2.5 Empirical Review on Working Environment and Performance in Tanzania 

Machui's (2018) research, conducted in Tanzania, explored the impact of various elements of the workplace setting on employee productivity. The findings indicated that appropriate physical conditions – including temperature regulation, air quality, illumination, office architecture, and hygienic provisions – are significant determinants of employee output. Furthermore, access to necessary resources and effective organizational communication were also identified as key factors influencing performance.

In studying the aspects of working environment Mkumbo (2018) found the factors such as physical office surroundings and infrastructures affects the employees' performance and productivity. The study found that the layout and size of the office, as well as the quality of the air ventilation and the lighting, all contributed to the performance and productivity of employees. It was also discovered that good organizational communication and supervisor assistance boost employees’ performance and productivity.

Bushiri (2014) revealed that the organization should involve people in identifying the challenges and tackle them to improve the performance of the organization. The study reported the challenges like the negative relationship between the leaders and their subordinated which lowers the productivity of the employees and the organization at large.

A quantitative study revealed positive and significant relationships between employee’s working environment and performance of organizations in Tanzania. Mhina (2022) found that the better working environment leads to a sense of ownership, enjoy working and feel like a responsibility towards accomplishment of the assigned tasks effectively and efficiently.

The leadership style was also described as an important component toward the effective and efficient performance of the organization through an employee. Swai & Tieng’o (2022) found that the transformative leadership style found to improve performance among employees at Bahi district in Tanzania. The quantitative study also revealed the transport services, communication and safe working being the vital aspects towards optimal performances among the employees.

2.6 Conceptual Framework

This is designed on the assumption that employees performance as a dependent variable depends on the physical environment, working environment and leadership style within an organization. Therefore, the study assumes that there is positive significance relationship between independent variables and dependent variable.
Figure 2.1: Conceptual Framework of the Study
      Independent Variables



               Dependent Variable 




      Source:  Researcher, 2025
2.7 Research Gap
Most of the reviewed literatures have concentrated on assessing the general determinants of employee performance with little concentration on the specific factors that explicitly determines the employee performance. These studies Bushiri (2014); Mkumbo (2018); Machui (2018) ;Mhina (2022); Swai & Tieng’o (2022) did not explicitly indicate the link between working environmental factors and performances of the employee.
Thus, this study investigated the impacts of working environment on employees using a case of Mkuranga district council because the reviewed studies showed no such a study has been conducted at Mkuranga which is a gap in terms of contextual aspect.. The review identified a methodological gap whereas previous studies from Tanzania neglected the use of a mixed research approach to compliment the methodological short comings from either quantitative or qualitative revealed in the literatures. Thus, the current study investigated the impact that working environment have on influencing performance of the employees and established the strength and direction of the relationship between the variables in order to fill the gap identified above.
CHAPTER THREE
RESEARCH METHODOLOGY
3.0 Introduction 
This chapter outlines the methodology used in this study. It provides information on the chosen research method, survey design, study area, target audience, sample size, sampling methods, questionnaire, and interview as data collection tools. Furthermore, it outlines the data collection, validity, and assurance of the research, as well as ethical considerations. The concluding section provides a summary of the chapter and introduces the next chapter. 
3.1 Research Approach

This study on the impacts of the working environment to the performance of the employee conducted at Mkuranga district council employed both quantitative and qualitative research approach. This was because of its ability to grasp the advantage of both approaches on complex phenomena but also to allow triangulation by cross verifying finding from questionnaires and interviews as used (Creswell &graham, 2018). Also, nature of the study based on the research study and the objectives which sought to collect data from different participants but mostly the approaches allows the use methodologies that complement one another.
3.2 Research Design
A research design is a set of conditions for collecting and analyzing data in varying ways, with the aim of combining research relevance with economic methods, as stated by Kothari (2004). The current study employed an explanatory sequential approach, which involved gathering quantitative data and qualitative data to facilitate further explanations of the findings. The validity of this study can be enhanced through triangulation, as stated by Creswell & Plano (2018), by testing statistical correlations between the questionnaire and interviews.
3.3 Study Area
This study was conducted at Mkuranga District in Coast region which was randomly selected by using a table of random numbers of districts in Tanzania. The choice of Mkuranga district as the study area also helped the researcher to collect data within planned period of time due to its proximity. Most important was the fact that there is no evidence for this kind of the study to be conducted at Mkuranga district.
3.4 Population of the Study
The population for this study involved all employees at the Mkuranga district council including heads of departments and officers working at the headquarters at Mkuranga. Based on the main purpose of the current study, the choice of this population was found appropriate to provide all relevant information to address the objective of the study. The district had a population of 187 that includes 12 head of departments and other employees. 
3.5 Sample Size and Sampling Procedures 
The study applied probability sampling design in selecting the employees who provided relevant information on the impacts of the working environment towards employee performance. The study used a sample size of 90 employees and six heads of departments as key respondents. These participants were selected among employees based on Krejcie and Morgan’s table. The study applied stratified sampling technique to divide employees in categories from each department. This ensured proportional representation of employees and heads of department from all the Mkuranga district based on their gender, working experiences.
The researcher obtained the sampling frame which comprised all employees from Mkuranga district council that helped to determine the sample size. Table 3.1 below presents the study sample size. 
Table 3.1: Study Sample

	Category
	Population
	sample size
	

	
	Female
	Male
	Male
	Female
	Total

	Head of departments
	4
	9
	4
	02
	06

	Employees
	86
	89
	33
	51
	84

	Total
	90
	98
	37
	53
	90


Table 3.1 indicates that the sample size of the study comprised 37 females and 53 males. These statistics are indicative that the study sample size was gender inclusive involving 47.4% male employees and 33.3% female employees. Gender of respondents was inquired in order to obtain proportionate representation from both genders.

Following the determination of a suitable participant quantity for the research, the researcher employed simple random selection to achieve the intended sample dimensions. This approach ensured that each member within each stratum had an equivalent probability of inclusion. Participants were chosen utilizing a sequence of random numbers. The employment of this sampling methodology was deemed pertinent, as it provided all potential participants with an equitable likelihood of selection. 
3.6 Data Collection Methods
This study employed two data collection tools namely the questionnaires and interviews.
3.6.1  Questionnaires
This study modified the questionnaires that Preez (2018) had originally designed to collect data. The physical office environment had an impact on the employee's performance, which was investigated through the questionnaires. According to the research tool, the seven-point Likert scale had 75 choices, and the Cronbach's Alpha () was 0.7. By using the four-point Likert Scale, some items were added or removed to align with the study objectives. This study's questions were presented in a four-part Likert scale from strongly agreeing to strongly disagreeing, with 4 being considered Strongly Agree, 3 as Agranged, 2 As Disarrage, and 1 is considered strongly opposed. Four sets of questions were included in the questionnaires, which consisted of 15 close-ended questions. This part provided respondents with relevant information and the other three parts, which were related to research objectives.The study used the questionnaire as an instrument to collect survey information because it can be reached by many participants in a short time frame and produce large quantities of information (Cohen-et al, 2011).
3.6.2 Interviews

Creswell & Plano (2018) defines interview as a qualitative data collection method where a researcher asks questions directly to a participant to gather detailed information about their experiences, opinions, feelings and knowledge on a particular topic. This study employed interview to respond the objectives of the study. The interviews were conducted to 11 heads of department who involved in this study at the Mkuranga district council.
3.7 Data Analysis

Data analysis encompassed the calculation of relevant metrics and the exploration of relational patterns within the dataset (Kothari, 2004). This investigation employed both descriptive and inferential statistical methods to analyze the collected data. The Statistical Packages for the Social Sciences (SPSS), version 22, facilitated this process. Prior to analysis, the raw data underwent a coding procedure before being inputted into the SPSS software. Subsequently, the data was analyzed in accordance with the established research objectives. Furthermore, a qualitative data analysis approach was utilized to organize information into key themes pertinent to the research questions, ultimately contributing to a comprehensive understanding of the problem under investigation. 
3.8 Reliability and Validity

In order to ensure the reliability and validity of the study the researcher the following were conducted. 
3.8.1 Validity
In research, the credibility of data and findings is referred to as validity (Kothari, 2004). Reliability, moreover, suggests that consistent results will be obtained if the study is replicated by another researcher or independent observer using the same procedures. In the present investigation, measures were taken to enhance validity, as follows;

To ensure the validity and consistency of the findings, this research incorporated a mixed-methods approach. Furthermore, a pilot study was undertaken to assess the efficacy of the data gathering instruments prior to the commencement of data collection.. According to Heale and Forbes (2013), triangulation can help to increase confidence of study findings than using one approach. Additionally, the use of multiple sources is considered for as best approach for helping researchers to gain deeper understanding of the study problem as well as enhancing the rigor of research findings (ibid).  Secondly, the study instrument was reviewed so as to ensure language appropriateness and reduce or revise some of the questions in order to capture relevant information from respondents. Thirdly, the gathered data from employees and management and the interview was conducted by using the interview guide to clear any ambiguity. 
3.8.2 Reliability
Prior to conducting the main research, the researcher pre-tested the questionnaire using 35 respondents (10% of sample size) who were selected randomly from the employees at Mkuranga district council. These respondents were not part of respondents during the main research. The researcher conducted the pilot study purposefully to ensure the reliability of the instrument before the actual study. Findings from pilot study helped the researcher on improving the procedure for respondents’ recruitment, usability of questionnaire and time to be taken to complete filling the questionnaire.  The reliability test was then conducted to 27 items by using Cronbach Alpha and the finding from the actual study also confirmed that the reliability test for all items.
3.9 Ethical Consideration
Prior to conducting the study, the researcher made sure that ethical considerations were taken into account as follows: 

Prior to collecting the data, a researcher obtained s research authorization from Tanzania Institute of Accountancy upon receiving the research permit, an individual in charge of research data collection contacted the Mkuranga district council employees. 

Prior to collecting the data, the researcher asked respondents to complete informed consent forms. When asked about their study's primary purpose, the researcher explained to them that withdrawing from the exercise was a voluntary task. 

The researcher made a commitment to safeguard the confidentiality of the information provided, as requested by all respondents. More care was taken to protect the data collected from survey participants from any potential harm. Therefore, all data provided by respondents was stored according to research principles. 
3.10 Summary of the Chapter
The chapter has outlined the process of analyzing the effects of the working conditions and employee performance in Tanzania. It covered the research approach and design used in the study, as well as the target population, sample size, sampling methods, and data collection techniques. Furthermore, it outlined the study's ethical aspects and ensured its reliability and validity. Additionally. The subsequent chapter delves into the study's findings, meanings, and discourse. 
CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND DISCUSSION
4.0 Introduction
This chapter provides data presentation, analysis and data discussion on the main objectives of this study which investigated the impacts of employee working environment on organization performance conducted at local government authorities where data was collected at Mkuranga district council.
4.1 Participants Characteristics 
This section describes the typical characteristics of the individuals who participated in this study, based on information gathered from questionnaires and interviews. Understanding these common traits will provide valuable context for interpreting the research findings.
4.2 Distribution Participants by Sex  
The study included 90 participants, with a fairly even distribution of genders. Specifically, 53 participants (59%) were female, and 37 participants (41%) were male. This suggests that the sample was reasonably representative of both sexes. Further details on the gender breakdown can be found in table 4.1.

Figure 4.1: Distribution of Participants by Sex
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     Source: Field Findings, (2025)

The study findings revealed a slight difference in percentage between female and male participants which means that there was a balanced representation of gender in the study.
4.3 Participants Age Distribution 
The age distribution of the 90 participants was as follows: Approximately a quarter (24%, n=22) were between 30 and 39 years old, while a third (33%, n=30) were between 40 and 49 years old. A smaller proportion (16%, n=14) were in the 18-29 year age range, and just under a fifth (19%, n=17) were between 50 and 59 years old. The remaining participants (8%, n=7) were 60 years of age or older. Further details on the age distribution can be found in table 4.2. 

Figure 4.2: Distribution of Participants by Age
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       Source: Field Findings, (2025)

This suggests that most participants were old enough to be interviewed and offer valuable insights based on their work experience.  The study showed many participants 57% had more than 30 years of age which means that the study collected information from participants with enough age and experience at the district.  
4.4 Participants Education Level Distribution 
Among the 90 participants who were asked to participate in this study, 7 (5%) had obtained postgraduate education, 18 (18%) received undergraduate education; 29% received certificate education and 41% received diploma education. Additionally, 93% received secondary school education while 0 (0%) got primary level education (refer to table 4.3).
Table 4:3: Distribution of Participants by Education Level
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       Source: Field Findings, (2025)

The study's methodology accounted for varying educational backgrounds among participants. The data revealed a correlation between participants' educational attainment and their responses, suggesting that educational level influenced their perspectives. 
4.5 Data Presentation Based on the Specific Objectives of the Study 
This research explored how the workplace environment affects employees, focusing on the Mkuranga District Council as a specific example. The study sought to examine: how the physical office setting impacts employee productivity at the Council; how aspects of the work environment beyond the physical space influence employee performance; and how leadership approaches designed to enhance the work atmosphere affect employees at the Mkuranga District Council.

4.5.1 Influence of Physical Office Environment on the Performance of Employees Conceptual Framework

The first objective of this study was to investigate how the physical workspace affects employee performance. Participants were asked to indicate their level of agreement or disagreement with several factors that were relevant to the study's aims. A Likert scale, ranging from "Strongly Disagree" to "Strongly Agree," was used to allow participants to express their opinions on these factors. 
4.5.1.1 Office Ventilation  

The study investigated the relationship between office ventilation and employee performance at the Mkuranga District Council. Findings indicated varied opinions among the participants. A significant portion of the respondents, 37% (33 individuals), agreed that adequate office ventilation positively impacts employee performance. Further bolstering this view, 18% (16 individuals) strongly agreed with this statement. However, not all participants shared this sentiment. Approximately 22% (20 individuals) disagreed, while 14% (13 individuals) strongly disagreed, suggesting they did not believe ventilation influenced performance. The remaining 9% (8 individuals) held a neutral stance on the matter (as detailed in table 4.1).
Table 4.1: Views on Good Ventilation

	Measurement of Responses
	Frequency
	Percent

	Valid
	Strong Disagreed
	13
	14

	
	Disagreed
	20
	22

	
	Neutral
	8
	9

	
	Agreed
	33
	37

	
	Strong Agreed
	16
	18

	
	Total
	90
	100.0


             Source: Field Findings (2025)

The data presented in table 4.1 indicates that a substantial majority (61.7%) of participants concurred that adequate ventilation in Mkuranga district council offices has a positive impact on employee performance. This observation aligns with the findings of Swai & Tieng’o (2022), whose research into the connection between the work environment and employee productivity demonstrated a notable correlation between ventilation and employee performance. 

Wargocki et al., (2016) added that an employee works comfortably when are in an area with fresh air, regulated temperature as well as unpolluted area which again are linked with productivity. Lengnick-Hall et al., (2011) asserts that when an employee is exposed to poor ventilation leads to discomfort, tiredness and absenteeism hence poor productivity and therefore an organization should establish an environment where employees are supported with technology and adaptability towards accomplishment of the assigned activity.

4.5.1.2 Transport Facilities

	Table 4.2: Views on Transport Facilities

	Measurement of Responses
	Frequency
	Percent

	Valid
	Strong Disagreed
	13
	14.4

	
	Disagreed
	22
	24,4

	
	Neutral
	7
	8

	
	Agreed
	31
	34.4

	
	Strong Agreed
	17
	18.8

	
	Total
	90
	100.0


The study focused was to know if availability of transport facilities affects the performance of employees at Mkuranga district council. The findings of the study showed that, 31 participants equivalent to 34.4% agreed and 17 participants equivalent to 18.8% strongly agreed that availability of transport facilities affect the performance of employees at Mkuranga district council. 22 participants equivalent to 24.4% disagreed, 13 participants’ equivalent to 14.4% strongly disagreed availability of transport facilities affect the performance of employees at Mkuranga district council. While 7 respondent equivalents to 8% were neutral that availability of transport facilities affects the performance of employees at Mkuranga district council. 
Source: Field Findings (2025)

Table 4.2 shows that 60% of the participants agreed that availability of transport facilities affect the performance of employees at Mkuranga district council. The above analysed data agrees with a respondent from an interview who added that;

When an organization provides transport services to and from work it tends to increase performance because of the difficulty in the morning and evening, stressful commuting and insecurity (RO1).

From the data above, transport is an important aspect for performance and stress less aspect of working environment when it is provided as it increases love for job. It reduces the employees’ burden on fares being too high to affect the income of the employee. The responses align with the recommendations for safety and occupational health considerations that proved an increased productivity but also an increased performance with low accident risks and injuries (ILO, 2019).  Olsson et al. (2013) identifies various elements that contribute to successful employee performance. These elements encompass the workplace setting, necessary tools, tasks that provide a sense of purpose, clear performance goals, performance reviews, and inefficient processes, among others. The authors suggest that for optimal performance, employers should ensure employees' tasks are completed effectively to facilitate the achievement of organizational objectives.

4.5.1.3 Effective Communication 

The study aimed at understanding if effective communication affects the performance of employees at Mkuranga district council. The study revealed that 25 participants equivalent to 28% agreed and 19 participants equivalent to 21% strongly agreed effective communication affect the performance of employees at Mkuranga district council. 23 participants equivalent to 25.5% disagreed, 14 participants ’equivalent to 15.5% strongly disagreed that effective communication networks affect the performance of employees at Mkuranga district council.  While 9 of respondent’s equivalent to 10% were neutral effective communication networks affect the performance of employees at Mkuranga district council (Table 4.3).

	Table 4.3: Views on Communication

	Measurement of Responses
	Frequency
	Percent

	Valid
	Strong Disagreed
	14
	15.5

	
	Disagreed
	23
	25.5

	
	Neutral
	9
	10

	
	Agreed
	25
	28

	
	Strong Agreed
	19
	21.0

	
	Total
	90
	100.0


Source: Field Findings, (2025)

Table 4.3 shows 53% of participants agreed that effective communication affect the performance of employees at Mkuranga district council. The respondents from the interview added as follows:

When there are smooth and clear information at work i do enjoy work and performs effectively because i know what and how is to be accomplished unlike when the boss or fellow workers gives incomplete directives or leave for us to decide among employees which lowers performances (RO12).

 The above presentation indicates that where the employees are provided with a situation that allows free communication among them, fellow employees and supervisors they tend to perform at their maximum level to accomplish the assigned duties. ILO (2019) agrees on the positive communications from the hierarchical structure and among themselves because of the differences in education, experiences, culture and language towards attaining the organisational goals. Again, the finding concurs with (Keyton, 2017; Tan & Olaore, 2021) also argues on the same perception that both the verbal and non verbal communication should be employed appropriate depending on differences to instil health relationship within an organisation towards attaining the goals.
 4.5.1.4 Office Space

This study aimed to determine how sufficient workspace impacts employee performance at the Mkuranga District Council. The results indicated that a significant portion of the participants, specifically 46.7% (35 individuals), agreed that adequate workspace influences performance, while an additional 14.4% (13 individuals) strongly agreed with this statement. 17 participants equivalent to 18.8% disagreed, 13 participants’ equivalent to 14.4% strongly disagreed that adequate office space affects the performance of employees at Mkuranga district council while 12 participants equivalent to 13.3% were neutral that adequate office space affects the performance of employees at Mkuranga district council (Table 4.4).
	                               Table 4.4: Views on Office Space

	Measurement of Responses
	Frequency
	Percent

	Valid
	Strong Disagreed
	13
	14.4

	
	Disagreed
	17
	18.8

	
	Neutral
	12
	13.3

	
	Agreed
	35
	38.8

	
	Strong Agreed
	13
	14.4

	
	Total
	90
	100.0

	
	
	


 Source: Field Data (2025)

The data from table 4.4 indicates that a significant majority (58.4%) of participants concurred that sufficient workspace influences employee performance at the Mkuranga district council. Workplace challenges are common for employees across many organizations. It's been suggested that decreased employee involvement is on the rise, and this is becoming a significant factor impacting job performance. Respondents offered the following comments related to this theme;

You can see these offices are old and the new ones are small compared to the files we are dealing with. In that sense the offices look like stores but also the number of workers per office is many which hinders efficiency and confidentiality of the official documents (RO18).

The employees realised the importance of relatively high-quality offices depending on the duties to be performed. However, the finding showed that office spaces are small and not friendly for effective employee performance because of inadequate offices where some employees shared offices and facilities like computers and furniture. The present findings concurs with reviewed literature which reported that safe, adequate and healthy, conducive work space for employee increases productivity that contribute to the goals of the organisation (Vischer,2007;Sunardi and Adjeng (2021). It was argued that offices should be made comfortable and enough to make the employees free from back pain, fatigue and eye strain (Haynes, 2008; ILO, 2019)

Studies have shown that employee well-being and comfort in the workplace, influenced by factors like the physical environment and overall conditions, significantly impact their output and efficiency (Raziq & Maulabakhsh, 2015; Zhenjing et al. 2022).  

4.5.1.5 Safety at Working Place

The study aimed at knowing if safe working environment affects the performance of employees. The study findings revealed that, 30 participants’ equivalent to 33.3% agreed and 30 participants’ equivalent to 27% strongly agreed safe working environment affects the performance of employees at Mkuranga district council. 13 participants equivalent to 14.4% strongly disagreed, 20 participants equivalent to 22.2% disagreed that safe working environment affects the performance of employees at Mkuranga district council (Table 4.5).
Table 4.5:  Working Environmental Safety

	Measurement of Response
	Frequency
	Percent

	Valid
	Strong Disagreed
	13
	14.4

	
	Disagreed
	20
	22.2

	
	Agreed
	30
	33.3

	
	Strong Agreed
	27
	30.0

	
	Total
	90
	100

	
	
	


     Source: Field Data (2025)

According to the results presented in Table 4.5, a significant majority (68.3%) of participants believed that a secure work environment has a positive influence on employee effectiveness at the Mkuranga District Council. This finding aligns with the arguments made by Amin and Kadir (2020) in their qualitative research, which highlights that employee success is shaped by a combination of individual contributions and the resources and conditions provided by their workplace. 

The findings are connected with the ILO (2020) definition of working place which insists on protections of the employees from injuries, health risks while ensuring psychological and social wellbeing. When the employees feels safe from all risk becomes motivated and is likely to perform to the maximum under no or minimal supervision (Anakpo et al., 2023; Luppenza et al.,2024).

4.6 Influence of Non-Physical Environment on the Employee’s Performance of Mkuranga District Council

The second goal of this study focused on understanding how the workplace environment, beyond just the physical aspects, affects employee performance at the Mkuranga District Council. Participants were asked to indicate their level of agreement or disagreement with a series of factors that were considered relevant to answering the study's research questions. A Likert scale, ranging from "Strongly Disagree" to "Strongly Agree," was used to allow participants to express their opinions on these specific factors.

 4.6.1 Supervisor Support

The study investigated the perception of supervisor support as a non-physical incentive on employee performance within the Mkuranga district council. Among the 90 participants, a substantial proportion (35%) concurred that supervisor support played a role, while a smaller, yet notable, segment (16.7%) strongly concurred with this assertion. Conversely, a significant minority (23.3%) expressed strong disagreement, and a further 16.7% disagreed with the notion that supervisor support acts as a non-physical incentive. The remaining participants displayed a neutral stance (8.3%) regarding the impact of supervisor support on employee performance (Table 4.6). These findings suggest a mixed perception regarding the influence of supervisor support as a motivational factor.

	Table 4.6: Views on Supervisor Support

	Measurement of Response
	Frequency
	Percent

	Valid
	Strong Disagreed
	20
	23.3

	
	Disagreed
	14
	16.7

	
	Neutral
	9
	8.3

	
	Agreed
	33
	35.0

	
	Strong Agreed
	14
	16.7

	
	Total
	90
	100.0

	
	
	


Source: Field Data, (2025)
Table 4.6 shows that, 51.7% of the participants agreed that the supervisor support plays role plays role as a non-physical incentive on the employees’ performance of Mkuranga district council. Supervisors are ones who guides and recommends duties from planning to implementation. From the interview the respondent had the following to add;

When a supervisor is harsh and don’t share the way to perform our duties, then we rely and wait for the directives only which lowers the innovative ideas towards performance that brings profit and goal accomplishment on time but with optimal resources (RO23).

 From the findings, it was realised that a supervisor determines the modality and the how goal of the organization should be effectively and efficiently attained through the employees. Anakpo et al., (2023) supports the contention that with the support of the supervisors, them employees are motivated, trusted and feel being a part of the organisation towards attainment of the goals. The supervisors are argued to minimize or remove the negative perceptions that employees have towards fellows, customers and the works through friendly work rosters, collaborations and remunerations depending performance (Nderito & Ndeto, 2019).

4.6.2 Workplace Incentives

The study sought to know if workplace incentives play roles as a non-physical incentive on the employees’ performance of Mkuranga district council. A survey of 35 respondents (39%) indicated agreement that workplace incentives function as a non-physical motivator influencing employee performance at the Mkuranga District Council. An additional 18 respondents (20%) strongly concurred with this assessment. Conversely, 20 respondents (22.2%) expressed disagreement, while 10 respondents (10.1%) strongly disagreed with the notion that workplace incentives play a significant role as a non-physical impetus for enhanced performance among employees at the Council. While 7 respondents equivalent to 8% were neutral that workplace incentives plays role as a non-physical incentive on the employees’ performance of Mkuranga district council (Table: 4.7).
	Table 4.7: Views on Workplace Incentives

	
	Frequency
	Percent

	Valid
	Strong Disagreed
	10
	11

	
	Disagreed
	20
	22

	
	Neutral
	7
	8

	
	Agreed
	35
	39

	
	Strong Agreed
	18
	20

	
	
	
	

	Total
	90
	100.0


Source: Field Data, (2025)
The 4.10 shows that 56.7% of the respondents agreed that workplace incentives play a role as a non-physical incentive on the employees’ performance of Mkuranga district council. When asked about the effects of incentives, the interviewee also added that;

When the boss provides rewards and incentives i do feel like working even harder. As we expect to be rewarded it gives us hope and therefore we improve performance so that the management see us especially during the May Day holiday and when we gather in internal meetings and work feedbacks (RO26).

The above quantitative and qualitative data indicates that the incentives to employees foster performance in the organisations. The findings are connected with Nelson (2010) who found that both the monetary and non monetary plays a great role towards an employee’s performance. When an employee is rewarded in terms of commissions, recognition awards or being appreciated feels honoured and therefore increases work performances. Contrary to the findings, (Kuvaas et al., 2016) warns that there should be an appropriate and careful incentives giving because it may lead to employees sabotages and unhealthy competition that may negatively lower the attainment of the goals of an organisation.

4.6.3 Performance Feedback

The study aimed to know if performance feedback plays role as a non-physical incentive on the employees’ performance of Mkuranga district council. 17 respondents equivalent to 18.8% disagreed and 15 respondents equivalent to 16.6% strongly disagreed performance feedback plays role as a non-physical incentive on the employees’ performance of Mkuranga district council. 33 respondents equivalent to 36.6% agreed, 19 respondents’ equivalent to 12.1% strongly agreed that performance feedback plays role as a non-physical incentive on the employees’ performance of Mkuranga district council. While 6 respondents equivalent to 7% were neutral that performance feedback plays role as a non-physical incentive on the employees’ performance of Mkuranga district council. 
	                          Table 4.8: Performance Feedback

	
	Frequency
	Percent

	Valid
	Strong Disagreed
	15
	16.6

	
	Disagreed
	17
	18.8

	
	Neutral
	6
	6.6

	
	Agreed
	33
	36.6

	
	Strong Agreed
	19
	21.1

	
	Total
	90
	100.0


      Source: Field Data, 2025

Table 4.8 shows that 59.7% of the respondents agreed that performance feedback plays role as a non-physical environment on the employees’ performance of Mkuranga district council. Employees needs feedback for them to improve competence, change their work related modality and accountability in fulfilling the responsibilities towards attaining the goals. The respondent added that;

It is well to have the feedbacks on how one performs so as to improve the performance because things do change and therefore the ways to performs changes too. Also every supervisor has different vision and so we need to be flexible after the feedbacks have been provided with us (RO28).

The findings suggest that employees require the feedbacks for improvements. Mhina (2022) found that when employees are informed about performance feels good and inculcate a sense of ownership for improved performance at work. The study also aligns with Awoke (2009) who asserted that the feedbacks are helpful and effective in performance because it allows the employees and the employers to prioritise and discuss on the best ways to maximize productivity.

4.6.4 Management Support

The study aimed at understanding whether management support plays role as a non-physical incentive on the employees’ performance of Mkuranga district council. 27 respondents equivalent to 30% disagreed and 20 respondents equivalent to 22.2% strongly disagreed that management support plays role as a non-physical incentive on the employees’ performance of Mkuranga district council. 23 respondents equivalent to 25.5% agreed, 11 respondent’s equivalents to 2.2% strongly agreed management support plays role as a non-physical incentive on the employees’ performance of Mkuranga district council while 9 respondents 10% was neutral management support plays role as a non-physical incentive on the employees’ performance of Mkuranga district council (Table 4.9).

	                    Table 4.9: Views on Physical Factors

	
	Frequency
	Percent

	Valid
	Strong Disagreed
	20
	22.2

	
	Disagreed
	27
	30

	
	Neutral
	9
	10

	
	Agreed
	23
	25.5

	
	Strong Agreed
	11
	12.2

	
	Total
	90
	100.0


               Source: Field Data, 2025
The table above shows that 75% of the respondents disagreed that management support plays role as a non-physical incentive on the employees’ performance of Mkuranga district council. According to Chandrasekar (2019; Luppenza et al.,2024) there are key factors like physical work place environment, reward, management and leadership style, training and development, and work-life balance that could give a great impact towards the motivation and performance level. The business environment is becoming very competitive, dynamic and complex. Management should therefore and ways to ensure that workplace environment is conducive enough to enable employee performance in order to remain competitive. The performance of the employees as found in the study is subject to the rewarding system that involves the aspects of motivations, working conditions and the individual attitude towards the work (Armstrong & Murlis, 2017).
4.7 Influence of Leadership Style that are Designed to Improve Employee Working Environment

The third objective of this study aimed at examining the influence of leadership style that is designed to improve employee working environment at Mkuranga district council. 
4.7.1 Open Discussion
This study investigated the impact of open communication as a leadership approach on employee performance within the Mkuranga District Council. The results indicate mixed opinions. A total of 21 participants (23.3%) concurred, and 20 participants (22.2%) strongly concurred, that open communication as a leadership style influences employee performance. Conversely, 24 participants (26.6%) disagreed, while 13 participants (14.4%) strongly disagreed with this assertion. While 12 respondents equivalent to 13.3% were neutral that open discussion as a leadership style has effect on employee’s performance of Mkuranga district council (Table: 4.10). 

	Table 4.10: Views on Open Discussion

	
	Frequency
	Percent

	Valid
	Strong Disagreed
	13
	14.4

	
	Disagreed
	24
	26.6

	
	Neutral
	12
	13.3

	
	Agreed
	21
	23.3

	
	Strong Agreed
	20
	22.2

	
	Total
	90
	100.0


Source: Field Data, 2025

The table above shows that 51.7% of the respondents agreed that open discussion as a leadership style has effect on employee’s performance of Mkuranga district council. The findings indicate a positive relationship that when the employees are involved, they feel valued and therefore feel the sense of ownership of an organisation hence improves performance. The respondent had the following when probed;

We have number of meetings to all employees annually; we have the departmental meetings and morning meeting with employees to give their views, challenges and how to do better in their works for them to work smooth (RO34).

The findings shows that the togetherness and sharing of what happens at the workplace are essential for attainment of the organizational goal since it removes gossiping, conflicts and increases cooperation among employees.  When employees and employers have the opportunities and are willing to involve on how to do better in work, then their performance increase because of the innovations and sharing experiences to meet the common objectives (Tarimo, 2024; Lupenza et al. (2024). They also stated that having a workplace environment that allows them to air their views concerning their affairs and how to improve their duties helps in reducing the number of absenteeism and as a result can increase the performance in today’s competitive and dynamic business world (Mutonyi, 2020).

4.7.2 Monitoring and Evaluation 

This study focused to assess if monitoring and evaluation a leadership style has effect on employee’s performance of Mkuranga district council. 32 respondents equivalent to 35.5% agreed and 22 respondents equivalent to 24.4% strongly agreed monitoring and evaluation a leadership style has effect on employee’s performance of Mkuranga district council. 15 respondents equivalent to 16.6% disagreed, 11 respondents’ equivalent to 12.2% strongly disagreed monitoring and evaluation a leadership style has effect on employee’s performance of Mkuranga district council. While 10 respondents equivalent to 11.1% were neutral that monitoring and evaluation a leadership style has effect on employee’s performance of Mkuranga district council (Table 4.11).
	Table 4.11:  Views on Monitoring and Evaluation

	
	Frequency
	Percent

	Valid
	Strong Disagreed
	11
	12.2

	
	Disagreed
	15
	16.6

	
	Neutral
	10
	11.1

	
	Agreed
	32
	35.5

	
	Strong Agreed
	22
	24.4

	
	
	
	

	Total
	90
	100.0


     Source: Field Data, 2025

The table above shows that 68.4% of the respondents agreed monitoring and evaluation a leadership style has effect on employee’s performance of Mkuranga district council. Employees will be contented when they feel that their works are recognised and that they have much to contribute towards the attainment of the goals of an institution. According to Armstrong (2020) monitoring and evaluation allows tracking the progresses, to identify the challenges and make corrections so as it does not negatively affect the output but improves employee performance. Leadership that value and implement the monitoring and evaluation in working places gets immediate feedbacks, gets a continual learning and improves transparency in an organisation and therefore the performance increases (Lazzara et al., 2021). Also the findings align with a Ugandan study when there the local government were urged to ensure the presence of resources, effective team work and communication for improved performance (Madalena, 2017).
4.7.3 Investing in Facilities 

The intention of the study was to know whether investing in facilities as a leadership style has effect on employee’s performance of Mkuranga district council. 13 respondents equivalent to 14.4% strongly disagreed and 16 respondents equivalent to 17.7% disagreed investing in facilities a leadership style have effect on employee’s performance of Mkuranga district council. 30 respondents equivalent to 33.3% agreed and 20 respondents equivalent to 22.2% strongly agreed that investing in facilities a leadership style has effect on employee’s performance of Mkuranga district council. While 11 respondents equivalent to 12.2% were neutral investing in facilities a leadership style has effect on employee’s performance of Mkuranga district council (Table 4.12).

	                Table 4.12: Views on Investing in Facilities

	
	Frequency
	Percent

	Valid
	Strong Disagreed
	13
	14.4

	
	Disagreed
	16
	17.7

	
	Neutral
	11
	12.2

	
	Agreed
	30
	33.3

	
	Strong Agreed
	20
	22.2

	
	Total
	90
	100.0

	
	
	


       Source: Field Data, 2025
The table above shows that 67% of the respondents agreed investing in facilities a leadership style has effect on employee’s performance of Mkuranga district council. When a respondent was asked on this aspect, the following were revealed;

Duties are to be effectively accomplished but the tools are not enough for all of here us to do at the best and on time. We therefore urge for the management it increase the completers, transport means and internet services so as not to keep blaming the output (RO36).

Good working environment through availability of the working facilities increases employee performance in an organization as will enable employees to concentrate on work and therefore increases performance. The findings concurs with ILO that recommends the availability of appropriate facilities and infrastructures in order to achieve higher productivity but also the better working environment for the employees particularly in the current situation where technology keeps changing very fast (Bondarouk &Brewster, 2020; Anakpo et al., 2023).When people are working in situations that suit their physical and mental abilities with the required resources, the leadership and the employees sections enjoys works, reduced conflicts with management and works are accomplished in timely manner (Mutonyi, 2020).
4.8 Summary of the Chapter
This chapter has presented the study findings, interpretations and discussion on impacts of the working environment towards the employee performance.  Specifically, the chapter presented respondents’ background information followed by presentation of findings and lastly discussion of findings based on study objectives.  The next chapter presents summary of the study, conclusions and recommendation.

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.0 Introduction

This chapter provides a concise overview of the research, including a recap of the study's key findings. Based on these findings, we draw several conclusions. Finally, we offer recommendations for potential policy changes and suggest avenues for future research.

5.1 Summary of the Study

his research endeavor primarily aimed to explore the relationship between the work setting and employee productivity within the Mkuranga District Council. Specifically, the study pursued three subordinate objectives:

First, to assess the impact of the tangible office surroundings on employee effectiveness. Second, to evaluate the effect of the intangible aspects of the work atmosphere on employee performance. And third, to examine the influence of leadership approaches intended to enhance employee output.
The study was guided by mixed research approach whereby the explanatory sequential design was adopted. The study area was Mkuranga district council where the study sample size involved 187 employees including the 12 heads of department and the normal employees. These respondents were selected based on proportional number of employees, gender and year of working experiences by using both purposive and simple random sampling techniques. Data collection was conducted by using questionnaire and interview while the analysis conducted by using both descriptive statistics and thematic analysis whereby descriptive analysis were presented in forms of frequencies and percentages while thematic were presented by descriptions.

5.2 Summary of Study Findings

The first objective was to determine the influence of physical office environment on employee performance. From the findings, it was revealed that the working environment aspects namely the office ventilation, transport facilities, effective communication, office space and safety at working place plays a crucial role in improvements of the employee performance. The results indicated more that an average of 50% agreed that better physical environment leads to better performance.

In respect of the second objective, this was to determine the influence of non-physical environment on the employee performance. The findings revealed that the variables in non physical factors showed a positive and significant relationship with employee performance. These findings imply that when an employee is provided with supervisor support, workplace incentives, performance feedback and management support leads to satisfaction among employees and therefore fosters performance.
The results findings from objective number three that sought to determine the influence of leadership style that is designed to improve employee performance indicated the significant positive relationship between leaderships aspects like open discussion, monitoring and evaluation and investing in facilities and the performance of an employee. This implies that the leadership aspects when are used effectively tends to influence employee performance among employees. 
5.3 Conclusion

This study investigated the influence of various workplace environment factors on employee performance within the Mkuranga District. The factors under consideration included the physical office setting, non-physical environment attributes, reward structures, leadership approaches, opportunities for training and development, and work-life balance considerations.
Regarding the physical work environment, results suggested that respondents generally felt comfortable with the provided furniture, facilitating effective task completion. Moreover, a work setting free from excessive noise was perceived to positively impact performance. A consensus emerged that an improved physical workspace, characterized by adequate space and lighting, would further enhance employee output. Overall, findings indicated a positive association between the physical work environment and employee performance.
Concerning employee rewards, findings indicated a general dissatisfaction. Participants largely disagreed that the district provided adequate opportunities for promotion based on merit, or that financial support for professional development was sufficient to motivate improved performance. Furthermore, they expressed dissatisfaction with the fairness of compensation and perceived a lack of incentivization from the Mkuranga District Council. The analysis suggests that inadequate incentives, compensation, and rewards negatively impacted employee motivation and, consequently, performance.
Regarding leadership style, respondents acknowledged that managers generally modeled high-quality performance standards. However, a significant portion disagreed that managers effectively communicated a clear organizational vision. This lack of clarity in strategic direction may negatively affect employee motivation and performance. While most respondents felt able to communicate and collaborate with superiors, a majority indicated that management did not actively involve them in decision-making processes related to performance improvement. This suggests that while communication channels were open, a lack of participatory management might be hindering optimal performance.
In terms of training and development, the findings revealed a prevailing sentiment that the organization did not adequately invest in employee development. Participants disagreed that the organization provided sufficient training to enable effective task completion, nor did it actively assist in identifying individual training needs through performance evaluations. Furthermore, the organization was not perceived to effectively monitor the effectiveness of training and development initiatives. The analysis suggests that the limited emphasis on employee training and development negatively affected employee performance.
Regarding work-life balance, the findings showed a more positive outlook. Respondents generally felt that they were able to effectively manage their work priorities alongside their personal lives, and that the organization provided sufficient flexibility in work schedules and leave policies to support work-life integration. This suggests that work-life balance plays a crucial role in employee performance within the Mkuranga District, allowing employees to maintain focus and achieve higher levels of output.
To assess the relationship between workplace environment factors and employee performance, a linear association was examined. The results indicated a positive linear relationship between all workplace environment factors (physical environment, rewards, leadership style, training/development, and work-life balance) and employee performance in the Mkuranga District.
5.4 Recommendations

Employees are the cornerstone of any successful organization. Their contributions are vital to achieving organizational objectives, making it crucial to prioritize their well-being and performance. Employee performance is inextricably linked to the work environment, influencing both motivation and output. When employees perceive a harmonious alignment between their roles and the workplace, they are more likely to excel.
Research conducted in the Mkuranga District reveals a significant correlation between various workplace environment factors and employee performance. Specifically, the study indicates that aspects such as the physical work environment, employee compensation, leadership approaches, training opportunities, and work-life balance all exhibit a positive relationship with employee performance. Notably, work-life balance and compensation demonstrate a particularly strong association, while the remaining factors show a moderate positive influence.
Employee performance can be understood as a function of both competence and motivation. The Mkuranga District study suggests that effective work-life balance initiatives have a statistically significant impact on employee motivation. Recognition through fair work-life balance arrangements serves as a powerful motivator, encouraging employees to exert greater effort and enhance their performance.
These findings align with the two-factor theory, which posits that the environment in which work is conducted plays a critical role in motivating employees. Consequently, the study recommends that the Mkuranga District Council implement improved work-life balance programs and equitable reward systems to incentivize employees.
Furthermore, employers in Mkuranga District councils should prioritize creating a supportive and comfortable work environment by enhancing working conditions. A more favorable work environment will inevitably lead to improved employee performance, as employees are better equipped to fulfill their responsibilities when they have adequate environmental support. This, in turn, will contribute to the overall attainment of organizational goals. Given the pivotal role of workplace environment factors in shaping employee performance, organizations should invest in providing the resources necessary to create a supportive and conducive work environment. Employee performance merits significant and sustained attention from employers.
5.5 Limitation and Areas for Further Research 
5.5.1 Limitations of the Study

The current study investigated the impacts of working environment on the performance of employees in Tanzania. However, the study experienced financial constrains, due to financial constraints the study was conducted at only one district council, which would be regarded as limited representation of many district councils in Tanzania. However, since the study was guided by mixed research approach in which the results are used for generalization, the researcher collected data from a wider set of demographics as much as possible to have an excellent representation of the study population including their gender. Finally, all necessary means were done that avoided lowering the quality of the study. 
5.5.2 Areas for Further Research 

This study in the Mkuranga District Council didn't cover every possible element of the work environment that affects employee performance. There are likely other aspects at play that could offer a more complete understanding. Furthermore, the factors we did identify might not fully explain the connection between the workplace environment and how well employees perform. We encourage future research to explore additional ways to optimize employee effectiveness and productivity.
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APPENDICES

Appendix I: Questionnaire for Employees
Dear participant,

Kindly you are invited to participate in my research entitled: “the impacts of working environment on the performance of employees”. This questionnaire seeks to to examine your views concerning with the impacts of the working environment to the employee performance. The results of your responses will be used for academic purposes only by the researcher. Your positive response is highly appreciated. Please feel free to provide genuine information. 
Part A: Personal Information

i.
Gender

i. Male_____

ii. Female______

ii.
Age_________________

iii.
Highest Education Level Attained

a. Primary education

b. Secondary education

c. University degree

d. Postgraduates/Master’s degree

Part B: Specific Objective One: Influence of Physical Office Environment on the Performance of Employees 

	SN
	Attributes 
	SD
	D
	N
	A
	SA

	PE01
	Good ventilation at offices affects the performance    of employees at Mkuranga district council
	
	
	
	
	

	PE02
	Good transport facilities affect the performance of employees at Mkuranga district council
	
	
	
	
	

	PE03
	Effective communication networks affect the performance of employees at Mkuranga district council
	
	
	
	
	

	PE04
	Adequate office space affects the performance of employees at Mkuranga district council
	
	
	
	
	

	PE05
	Safe working environment affects the performance of employees at Mkuranga district council
	
	
	
	
	


Part C: Specific Objective Two: Influence of Non-Physical Environment on the Performance of Employees

	SN
	Attributes 
	SD
	D
	N
	A
	SA

	MS01
	Job aid and goal setting plays role as a non-physical incentive on the employees’ performance of Mkuranga district council?
	
	
	
	
	

	MS02
	Supervisor support plays role plays role as a non-physical incentive on the employees’ performance of Mkuranga district council?
	
	
	
	
	

	MS03
	Workplace incentives plays role plays role as a non-physical incentive on the employees’ performance of Mkuranga district council?
	
	
	
	
	

	MS04
	Performance feedback plays role as a non-physical incentive on the employees’ performance of Mkuranga district council?
	
	
	
	
	

	MS05
	Management support plays role as a non-physical incentive on the employees’ performance of Mkuranga district council?
	
	
	
	
	


Part D: Specific Objective Three: Influence of Leadership Style that are Designed to Improve Employee Working Environment

	SN
	Attributes 
	SD
	D
	N
	A
	SA

	LS01
	Employee role acting as a leadership style have effect on employee’s performance of Mkuranga district council
	
	
	
	
	

	LS02
	Open discussion a leadership style has effect on employee’s performance of Mkuranga district council
	
	
	
	
	

	LS03
	Budgeting sufficiency as a leadership style has effect on employee’s performance of Mkuranga district council
	
	
	
	
	

	LS04
	Monitoring and evaluation as a leadership style has effect on employee’s performance of Mkuranga district council
	
	
	
	
	

	LS05
	Investing in facilities as a leadership style has effect on employee’s performance of Mkuranga district council
	
	
	
	
	


Appendix II: Interview Guide
i. How physical working environment affects employee’s performance at Mkuranga district council performance? Please Explain 

…………………………………………………………………………………………………………………………………………………………………………………………………………………………..........……………………………………………
ii. What is the role of non-physical incentives on the performance of employee’s performance at Mkuranga district council? 

………………………………………………………………………………………………………………………………………………………………………………………………………………………………….........................……………………………
iii. To what extent does leadership style have effect on the performance of employee’s at Mkuranga district council?

………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………......................................................................................

Appendix III: Time Schedule for Research Report Writing
	Activity
	Timeline

	Topic Selection & Approval
	Sept 2024

	Preparation of Research Proposal (Drafting, Writing & Refinement)
	Sept – Nov 2024

	Proposal Defense & Approval
	Dec 2024 – Jan 2025

	Literature Review (Comprehensive Writing & Refinement)
	Feb – Mar 2025

	Development of Methodology Chapter
	Mar – Apr 2025

	Designing Research Instruments (Questionnaires, Interviews, Guides)
	Apr 2025

	Data Collection (Fieldwork / Surveys / Interviews)
	May – Jul 2025

	Data Processing, Cleaning & Analysis
	Aug – Sept 2025

	Writing Draft Chapters (Findings, Discussion, Conclusion, Recommendations)
	Sept – Oct 2025

	Draft Compilation & Review with Supervisor
	Oct 2025

	Editing, Formatting & Plagiarism Check
	Oct – Nov 2025

	Final Dissertation Submission
	Nov 2025


Appendix IV: Proposed Research Budget
	Item
	Details
	Estimated Cost (TZS)

	Proposal Development
	Printing & photocopying draft proposals, stationery, internet bundles for online resources
	150,000

	Proposal Defense
	Binding proposal copies for panel, transport, refreshments
	120,000

	Literature Review
	Journal access fees, library services, internet, printing
	100,000

	Research Instruments Preparation
	Questionnaire & interview guide design, piloting, photocopying
	150,000

	Data Collection
	Transport to field (multiple trips), accommodation (if needed), research assistants, communication (airtime & data)
	600,000

	Data Processing & Analysis
	Data entry, SPSS/STATA/Excel software license or analyst support, internet
	250,000

	Drafting Dissertation
	Printing draft chapters for supervisor feedback, typing, and editing
	200,000

	Final Report Production
	Printing & binding final copies (3–5 copies), high-quality paper, cover design
	250,000

	Plagiarism Check & Language Editing
	Professional editing and plagiarism scanning fees
	200,000

	Contingency (10%)
	Unforeseen costs (e.g., transport fluctuations, extra printing)
	202,000

	Total
	2,222,000


Physical Environment 


-Good Ventilation  


-Good Transport Facilities


-Effective Communication Networks


-Adequate Office Space


-Safe Working Environment








Leadership Style  
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-Open Discussion
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