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[bookmark: _Toc182791174]ABSTRACT
This study assessed the factors affecting employee motivation in public parastatal organizations in Tanzania, specifically at TANESCO Headquarters in Ubungo. The primary objectives were to identify key motivational factors affecting employees, explore employee perceptions of these factors, and identify potential barriers or obstacles hindering motivation. The population comprised 240 employees across diverse job roles, with a purposive sample of 12 employees selected for focus group discussions to gather insights on motivational factors. Thematic analysis was employed to analyze the data, identifying key patterns in employee perceptions.
The findings indicated that career advancement opportunities, job security, and a supportive work environment were primary motivators. Financial incentives and non-financial rewards, such as recognition, were also significant contributors to motivation. However, challenges like excessive workloads, limited promotion opportunities, and rigid policies emerged as substantial barriers to motivation.
The study emphasized ethical considerations, obtaining informed consent and ensuring confidentiality for participants. While valuable insights were gained, the reliance on a limited number of participants may restrict the generalizability of the findings. Future research could benefit from a larger sample size and the incorporation of quantitative methods to validate and expand upon these insights. Additionally, exploring motivation across different organizational levels, departments, and demographic factors such as age, gender, and tenure would provide a more comprehensive understanding of employee needs and motivators. Investigating the impact of organizational culture and leadership styles on employee motivation, as these factors were not addressed in this study, would also be beneficial.
[bookmark: _Toc181684097][bookmark: _Toc182633847]Despite these limitations, the research provided actionable recommendations for TANESCO and similar organizations, highlighting the need for clear career pathways, improved workload management, and fair reward systems to enhance employee engagement and organizational effectiveness. 
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[bookmark: _Toc182791176]INTRODUCTION AND BACKGROUND
[bookmark: _Toc182791177]1.1 Introduction
This chapter provides the background of the study, statement of the problem, research objectives, research questions, scope and significance of the study, limitations, and delimitation of the study.
[bookmark: _Toc182791178]1.2 Background of the Study
Employee motivation is an essential factor in the success of any organization, as it directly affects employee productivity, performance, and overall organizational growth. Research into motivation highlights how motivated employees are more engaged, produce higher-quality work, and are less likely to leave their positions, reducing turnover and associated costs (Armstrong, 2010). In public parastatal organizations, which often operate within unique regulatory and operational frameworks, employee motivation is influenced by various factors that can either enhance or hinder organizational performance. This study, therefore, seeks to explore the factors affecting employee motivation at the Tanzania Electric Supply Company Limited (TANESCO), headquartered in Ubungo, to better understand and address motivational challenges within this public parastatal setting.
The understanding and genesis of employee motivation are rooted in numerous theoretical frameworks and models, such as Maslow's Hierarchy of Needs, Herzberg's Two-Factor Theory, and Vroom’s Expectancy Theory. These models underscore different motivators and needs, ranging from basic physiological needs to more complex psychological ones such as self-actualization and recognition (Maslow, 1943; Herzberg, 1959). In organizational settings, these theories have been instrumental in shaping motivation strategies and understanding how various factors, including work environment, compensation, job security, and career advancement, affect employees’ willingness to exert effort and remain dedicated to their roles. For public parastatals like TANESCO, these motivations are critical to understanding, as public sector employees often face unique challenges, such as bureaucratic structures and limited resources, which can impact morale and satisfaction (Deci & Ryan, 2000).
In examining employee motivation, it is crucial to look at the issue from a global perspective before narrowing it down to the Tanzanian context. Globally, motivation in the workplace has been widely studied, with findings showing that it is often influenced by cultural, economic, and organizational factors. For instance, research in developed economies highlights the importance of incentives, flexible work environments, and opportunities for professional development in enhancing motivation (Gagné & Deci, 2005). On the other hand, studies in developing economies show that factors such as job security, salary, and recognition tend to have a greater impact on motivation, primarily due to differing socio-economic conditions (Chiang & Birtch, 2010). The findings from these studies indicate that while certain motivators are universally significant, the extent and impact of specific motivational factors vary across different global regions due to varied workplace dynamics and employee expectations.
In Tanzania, employee motivation within public parastatals like TANESCO faces several challenges. TANESCO, as a public utility company, plays a significant role in the country's economic development by ensuring a stable and sufficient power supply. However, reports indicate that the company faces frequent issues such as financial constraints, bureaucratic delays, and limited employee incentives, all of which may affect its workforce's motivation levels (URT, 2020). Moreover, with TANESCO being a public sector organization, it operates under certain limitations and challenges unique to the Tanzanian public sector, such as limited budget allocations for employee benefits, stringent government policies, and sometimes outdated infrastructural facilities (Mkumbo, 2014). These factors contribute to a work environment where employees may feel underappreciated, overworked, and inadequately supported, all of which can lower motivation levels and, by extension, hinder productivity and organizational performance.
The target group for this study comprises employees at TANESCO headquarters, Ubungo, who are crucial stakeholders in this research. These employees span different departments and positions, from entry-level staff to management personnel, and are instrumental in carrying out the company’s mission of providing reliable electricity services to Tanzanians. This study focuses on understanding their perspectives on motivation and identifying specific factors that either boost or dampen their morale and job satisfaction. By focusing on this target group, the study aims to uncover the direct experiences and perceptions of TANESCO employees, contributing valuable insights into how motivation can be improved within similar public parastatal organizations in Tanzania.
Despite the abundance of literature on employee motivation in general, there is limited research specifically addressing the motivational dynamics within Tanzanian public parastatals, including TANESCO. Most existing studies focus on motivation in private-sector companies or public-sector entities in developed nations, leaving a knowledge gap regarding the unique challenges and motivators within Tanzania's public parastatal landscape. Additionally, while some studies have examined motivation in African public sectors, they often provide generalized findings that may not be fully applicable to the Tanzanian context due to cultural, economic, and policy differences (Meyer & Allen, 1991; Smith, 2003). Therefore, this research aims to fill this gap by offering an in-depth analysis of the motivational factors affecting employees at TANESCO and providing recommendations for policy adjustments and practical interventions to improve motivation levels.
Ultimately, this study intends to contribute to the existing body of knowledge by presenting a case-specific analysis of TANESCO’s motivational challenges and potential solutions. Through this research, it is anticipated that TANESCO and similar public organizations can gain insights into creating an environment that enhances employee motivation, satisfaction, and performance. This study also seeks to lay a foundation for further research into the motivations of employees in Tanzanian public parastatals, fostering a more comprehensive understanding of how to address motivation issues across the broader public sector in Tanzania.
By examining both the existing global and local literature, this research aims to build a holistic perspective on employee motivation within public parastatals, ultimately striving to bridge the gap between theory and practical application in the Tanzanian context.
[bookmark: _Toc182791179]1.3 Statement of the Problem
Employee motivation in public parastatal organizations in Tanzania, such as TANESCO, has increasingly become a significant issue, impacting the efficiency, productivity, and quality of service delivery. As a public utility company responsible for the generation, transmission, and distribution of electricity, TANESCO’s role is vital to Tanzania’s economic development and well-being. However, TANESCO has been reported to experience various challenges in maintaining a motivated workforce due to issues like limited budgets, bureaucratic delays, and insufficient employee benefits, which adversely affect the company’s performance and ability to meet national goals (URT, 2020; Mkumbo, 2014). Motivated employees are essential for achieving optimal performance, but evidence suggests that a lack of motivation leads to high employee turnover, absenteeism, and lower productivity, ultimately impacting the organization's efficiency and capacity to fulfill its mandate (Armstrong, 2010; Deci & Ryan, 2000).
The problem of low employee motivation at TANESCO is further exacerbated by specific challenges unique to the Tanzanian public sector. Studies have shown that, unlike their counterparts in the private sector, public parastatal employees in Tanzania often face additional limitations such as rigid hierarchies, inadequate compensation, and limited professional development opportunities (Smith, 2003; Meyer & Allen, 1991). These constraints are particularly troubling, as they hinder employees' ability to engage fully in their work, reduce job satisfaction, and limit the overall productivity and service quality in essential sectors like electricity supply. TANESCO’s challenges are representative of broader motivational issues within Tanzanian public parastatals, indicating a systemic problem that requires urgent intervention if the country is to meet its development targets effectively.
The issue of employee motivation at TANESCO is directly connected to Tanzania's national development priorities, including the Five-Year Development Plan (FYDP III) and the global Sustainable Development Goals (SDGs). The FYDP III emphasizes the importance of a well-motivated and productive workforce to drive industrialization and economic growth, highlighting the need for efficient public services to support these goals (URT, 2021). TANESCO’s role as the main provider of electricity makes it a critical contributor to the energy sector, which is essential for industrial development, poverty reduction, and improved living standards. However, low employee motivation and associated inefficiencies pose a threat to achieving the FYDP III objectives, especially in relation to energy security, which is crucial for sustainable industrial growth. Similarly, the SDGs, particularly Goal 8 on decent work and economic growth, advocate for inclusive and sustainable economic growth through productive employment and decent work for all. Motivating TANESCO employees aligns with this goal by ensuring better working conditions and productivity, which, in turn, support Tanzania's broader development agenda (UNDP, 2022).
Quantitative and qualitative data further illustrate the gravity of the motivation issue at TANESCO. Reports have indicated high rates of employee turnover, job dissatisfaction, and absenteeism within the organization, all of which are detrimental to organizational performance and customer satisfaction (URT, 2020). According to the Public Service Commission's 2020 report, public sector agencies, including TANESCO, recorded a significant drop in employee satisfaction levels, with many employees citing poor incentives, limited growth opportunities, and an unsupportive work environment as primary reasons for their dissatisfaction (Public Service Commission, 2020). These findings indicate that motivation issues at TANESCO and similar public parastatals are not only a human resource challenge but a critical developmental problem with far-reaching impacts on national goals and public service delivery.
In light of these challenges, it is clear that low employee motivation at TANESCO is a problem that impedes both organizational effectiveness and Tanzania’s ability to meet its national and global development commitments. Addressing this problem requires a nuanced understanding of the factors influencing motivation and targeted interventions that improve the work environment, compensation, and career growth opportunities for TANESCO employees. Through an in-depth analysis of these motivational factors, this study aims to contribute valuable insights and propose recommendations that can enhance employee motivation at TANESCO, thereby supporting the organization in achieving its mission and contributing more effectively to Tanzania's development aspirations.
[bookmark: _Toc182791180]1.4 Research Objectives
1.4.1 General Objective
The main objective of this study is to assess the factors affecting employee motivation in public parastatal organizations in Tanzania, specifically focusing on TANESCO Headquarters at Ubungo.
1.4.2 Specific Objectives
i. To identify the key motivational factors affecting employees in public parastatals in Tanzania, focusing on TANESCO Headquarters at Ubungo.
ii. To explore employee perceptions of factors affecting motivation within public parastatal organizations at TANESCO Headquarters at Ubungo.
iii. To identify potential barriers or obstacles that hinder employee motivation within public parastatal organizations at TANESCO Headquarters at Ubungo.
[bookmark: _Toc182791181]1.5 Research Questions
1. What are the key motivational factors affecting employees in public parastatals in Tanzania, particularly at TANESCO Headquarters at Ubungo?
2. How do employees at TANESCO Headquarters at Ubungo perceive the factors that affect their motivation?
3. What are the potential barriers or obstacles that hinder employee motivation within public parastatal organizations at TANESCO Headquarters at Ubungo?
[bookmark: _Toc182791182]1.6 Scope of the Study
[bookmark: _Toc181684111][bookmark: _Toc182633856][bookmark: _Toc182791183]This study focuses on assessing the factors affecting employee motivation within public parastatal organizations in Tanzania, specifically at TANESCO Headquarters in Ubungo. Geographically, the research is confined to TANESCO’s main office in Dar es Salaam, allowing for an in-depth analysis of a single, central location to provide relevant insights. The target population includes TANESCO employees at various levels within the organization, whose perspectives and experiences form the basis of the study. Data collection was conducted using a qualitative approach, specifically employing focus group discussions to gather detailed information about employees' motivation-related challenges and perceptions.
[bookmark: _Toc182791184]1.7 Significance of the Study
This study is significant both academically and practically. Academically, it contributes to the limited body of research on employee motivation within Tanzanian public parastatals, specifically TANESCO, adding new knowledge that enriches the field of human resource management in public organizations. The findings aim to deepen understanding of motivational factors in the public sector, where existing literature remains sparse compared to private-sector studies.
Practically, the study’s findings provide valuable insights for policymakers, TANESCO management, and other public parastatals. For policymakers, understanding the key motivators and barriers within TANESCO may inform policies that better support public sector employee well-being and productivity. For TANESCO and similar organizations, the study offers a basis for designing targeted interventions that improve employee motivation, thus enhancing organizational effectiveness. Additionally, this research aligns with Tanzania's Five-Year Development Plan (FYDP III) and Sustainable Development Goals (SDGs), particularly Goal 8 on decent work and economic growth, by offering actionable recommendations to foster a more motivated, productive workforce.
[bookmark: _Toc182791185]1.8 Limitations
Several limitations were anticipated during this study. Firstly, due to the qualitative nature of the research, the findings may be specific to TANESCO Headquarters and may not fully represent other public parastatals across Tanzania. Additionally, logistical constraints such as scheduling conflicts with TANESCO employees limited the number of available focus group sessions, potentially impacting the diversity of perspectives gathered. To address these limitations, the study carefully selected participants across different departments and roles to maximize representativeness and ensure a broad range of insights.
Another limitation involves potential biases in participants’ responses due to the sensitive nature of discussing motivation and workplace challenges. To mitigate this, confidentiality was emphasized during focus group discussions to encourage open, honest responses. These limitations were managed to ensure the research could be conducted effectively, maintaining the study's integrity.
[bookmark: _Toc182791186]1.9 The Delimitation of the Study
The study’s delimitations include its focus on TANESCO Headquarters in Ubungo and its use of a qualitative case study design. This scope was intentionally chosen to allow for a comprehensive, focused examination of employee motivation within a specific organization and location, providing an in-depth understanding that may inform future research in similar contexts. Additionally, the use of focus group discussions as the primary data collection method is a deliberate choice to facilitate rich, detailed discussions that provide a nuanced view of employees’ motivational experiences at TANESCO.








[bookmark: _Toc182791187]CHAPTER TWO
[bookmark: _Toc182791188]LITERATURE REVIEW
[bookmark: _Toc182791189]2.1 Introduction
This chapter mainly consisted of five main parts: the introduction, which included definitions of terms, the theoretical review, the empirical studies, the research gap that indicated the initiatives of other researchers and what was not addressed by those researchers, and the conceptual framework of the study.
2.1.1 [bookmark: _Toc182791190]Definition of terms
Employee Motivation
Employee motivation refers to the level of energy, commitment, and creativity that employees bring to their work. In this study, it specifically addresses the factors that influence TANESCO employees' willingness to work effectively and maintain a high level of performance. Motivation can be influenced by intrinsic factors, such as job satisfaction, and extrinsic factors, including compensation and recognition (Herzberg, 1959; Deci & Ryan, 2000).
Public Parastatal Organization
A public parastatal organization is a government-owned enterprise that operates under state supervision and serves public interests. In Tanzania, parastatals like TANESCO are responsible for delivering essential services, such as electricity, which support the country's economic growth and development. These organizations are typically funded by government budgets and subject to regulatory controls to ensure alignment with national priorities (URT, 2020).
Case Study Design
A case study design is a qualitative research approach that provides an in-depth examination of a single entity, event, or group to explore and understand specific phenomena within its real-life context. This study uses a case study design to focus on TANESCO Headquarters at Ubungo, allowing a thorough investigation into factors affecting employee motivation in a public parastatal setting (Yin, 2014).
Focus Group Discussion (FGD) 
Focus group discussion is a data collection method in qualitative research that involves guided group discussions with selected participants to gather diverse perspectives on a particular topic. In this study, FGDs were conducted with TANESCO employees to gain insights into their experiences, perceptions, and challenges related to motivation. This method encourages open dialogue, providing a rich understanding of the issues under study (Krueger & Casey, 2015).
Five-Year Development Plan (FYDP III) 
Tanzania's Five-Year Development Plan (FYDP III) is a strategic national policy framework aimed at fostering industrialization, economic growth, and social development in alignment with Tanzania’s vision for becoming a middle-income country. The FYDP III prioritizes creating a motivated and productive workforce to drive development goals. This study aligns with FYDP III by exploring ways to improve motivation within TANESCO, a key contributor to the national economy (URT, 2021).
Sustainable Development Goals (SDGs) 
[bookmark: _Toc157405508]The Sustainable Development Goals (SDGs) are a global set of 17 goals adopted by United Nations member states to promote prosperity while protecting the environment, with a target for achievement by 2030. Specifically, SDG 8 focuses on promoting decent work and economic growth, which includes creating quality jobs and ensuring fair and productive work environments. This study addresses SDG 8 by assessing motivational factors at TANESCO to support improved working conditions in Tanzania’s public sector (UNDP, 2022).
2.2 [bookmark: _Toc182791191][bookmark: _Toc157405509]Theoretical Review
This study explores employee motivation in a public parastatal setting by using Maslow's Hierarchy of Needs Theory as the foundational model to assess the factors influencing employee motivation at TANESCO. Maslow’s theory, first introduced in 1943, provides a well-recognized framework for understanding how different levels of human needs motivate individuals in personal and professional contexts. The application of this theory in public parastatals, particularly at TANESCO, highlights the importance of addressing various hierarchical needs to improve employee motivation, performance, and retention.
[bookmark: _Toc181684120][bookmark: _Toc182633865][bookmark: _Toc182791192]Maslow’s Hierarchy of Needs Theory
Maslow’s Hierarchy of Needs Theory posits that individuals are driven by a sequential progression of needs, which must be satisfied at each level before advancing to higher needs (Maslow, 1943). These needs are structured in a pyramid format, starting with the most basic, physiological needs, and moving up to safety, love and belonging, esteem, and finally self-actualization. The theory is relevant to employee motivation in organizations because it explains how addressing these needs can impact job satisfaction and engagement (Robbins & Judge, 2017; Deci & Ryan, 2000).
Application in Employee Motivation
In the context of TANESCO, each level of Maslow’s hierarchy provides insights into the specific factors that can affect employees’ motivation:
Physiological Needs
These are basic human needs, such as food, shelter, and rest, which are essential for survival. In an organizational context, satisfying these needs requires providing employees with adequate compensation to cover basic living expenses, which can directly impact their performance and motivation (Armstrong, 2010). TANESCO must ensure that salaries and benefits are sufficient to meet employees' physiological needs to prevent low motivation and high turnover due to financial stress.
Safety Needs
Safety needs relate to physical and emotional security. For employees, this includes job security, stable income, a safe working environment, and clear policies for career progression. Studies in public sector organizations have shown that perceived job security is strongly correlated with employee commitment and motivation (Agarwal &Ferrin, 2016). At TANESCO, ensuring that employees feel secure in their roles can contribute to higher morale and productivity.

Love and Belonging Needs
This level represents the human need for social connections, which includes relationships with coworkers and a sense of belonging within the organization. In public parastatals, fostering a collaborative and inclusive culture is vital for employee motivation, as social bonds within the workplace can enhance job satisfaction and loyalty (McClelland, 1985). TANESCO can improve motivation by encouraging teamwork and providing a supportive environment that helps employees feel valued and connected.
Esteem Needs
Esteem needs are linked to self-respect and the respect of others. Employees are motivated by recognition, a sense of achievement, and being valued by their organization. In the public sector, where resources are often constrained, the provision of awards, promotions, and opportunities for professional development can significantly enhance employee motivation (Herzberg, 1968). For TANESCO, recognizing employees' efforts and achievements can promote higher levels of engagement and performance.
Self-Actualization Needs
This is the highest level of Maslow’s hierarchy and involves personal growth and fulfillment. Employees who reach this stage seek meaningful work, autonomy, and the opportunity to realize their full potential. Research has shown that employees are most motivated when they feel they are contributing to something larger than themselves (Hackman & Oldham, 1976). TANESCO can support employees in achieving self-actualization by providing challenging assignments, opportunities for skill development, and an environment that encourages innovation.
[bookmark: _Toc182791193]2.3 Empirical Review
[bookmark: _Toc157405510]Research on employee motivation in public parastatals has extensively explored factors that influence motivation, employee perceptions of these factors, and barriers that may limit employee motivation. This study examines these areas individually to provide a comprehensive understanding of the dynamics affecting motivation within TANESCO, Tanzania's primary energy provider.
Identifying Key Motivational Factors Affecting Employees in Public Parastatals
Motivational factors in public parastatals are influenced by a range of intrinsic and extrinsic elements, such as salary, job security, recognition, and career advancement opportunities. Herzberg’s (1968) Two-Factor Theory highlights the significance of hygiene and motivator factors, showing that salary and job security often serve as baseline motivators necessary for employee satisfaction. However, factors such as recognition and opportunities for growth play a crucial role in encouraging higher motivation and improved performance. Studies in developing countries align with Herzberg’s theory, revealing that compensation and job security are primary motivators in public institutions due to economic uncertainties and limited job opportunities (Agarwal &Ferrin, 2016). Mkumbo (2014) also observed that in Tanzanian public institutions, motivation is deeply tied to the ability to meet basic financial needs, underscoring the role of adequate salaries as foundational to employee motivation. This study at TANESCO, therefore, investigates whether these motivational factors have a similar influence on employees’ motivation levels, particularly given the essential public service TANESCO provides.
Exploring Employee Perceptions of Factors Affecting Motivation within Public Parastatals
Employee perceptions significantly shape the way motivational factors are received and valued within public organizations. According to Kiruja and Mukuru (2018), public sector employees’ views of job stability, recognition, and professional development opportunities directly impact their overall job satisfaction and motivation levels. Employees tend to place high value on factors that address their immediate needs and ensure long-term security, particularly in parastatals where career growth opportunities are often perceived as limited. A study by McClelland (1985) emphasized the importance of positive workplace relationships and a supportive environment in shaping perceptions of motivation, with employees who felt respected and valued by their colleagues reporting higher motivation levels. This perspective aligns with Deci and Ryan’s (2000) Self-Determination Theory, which posits that employees' intrinsic motivation is enhanced when they feel competent, connected, and autonomous in their work. This study will explore TANESCO employees’ perceptions to uncover whether they view motivational factors such as job security, recognition, and career development as effective and sufficient for enhancing motivation.
Identifying Potential Barriers or Obstacles Hindering Employee Motivation within Public Parastatals
Barriers to motivation in public parastatals often stem from organizational constraints, insufficient resources, and limited recognition, which can negatively affect employee morale. Armstrong (2010) found that bureaucratic processes and limited promotional pathways are significant barriers to employee motivation in public institutions, where rigid organizational structures can make it challenging for employees to advance or receive recognition. Kazimoto (2016) similarly highlighted that restrictive policies and the lack of adequate resources lead to demotivation among employees in East African public institutions, as these conditions limit opportunities for employees to demonstrate their capabilities and achieve higher performance levels. In Tanzania, Mkumbo (2014) noted that public sector employees face challenges in terms of inflexible policies and insufficient training opportunities, which hinder their career growth and ultimately reduce motivation. This study investigates whether similar barriers exist at TANESCO, aiming to identify obstacles that may hinder employee motivation and propose strategies to address these challenges effectively.
[bookmark: _Toc182791194]2.4 Research Gap
[bookmark: _Toc157405511]Despite the extensive body of literature on employee motivation in public organizations, there remains a notable gap in studies specifically targeting the unique context of Tanzanian public parastatals, particularly TANESCO. While existing research emphasizes foundational theories such as Maslow's Hierarchy of Needs and Herzberg's Two-Factor Theory, much of this work has been conducted in developed countries or within the broader context of private sector organizations. For instance, Agarwal and Ferrin (2016) and Kiruja and Mukuru (2018) provided insights into motivation in various sectors; however, their findings may not fully capture the distinctive challenges and motivational factors present in the Tanzanian public sector.
Moreover, empirical studies in Tanzania, such as those by Mkumbo (2014) and Kazimoto (2016), have primarily focused on general motivational factors without delving into the perceptions of employees regarding these factors or the specific barriers that hinder motivation within parastatals. Mkumbo's (2014) research indicated that compensation is critical for motivation; however, it did not explore how employees perceive their compensation concerning their motivation levels, nor did it address the interplay between intrinsic and extrinsic motivational factors in this specific context. Similarly, Kazimoto (2016) highlighted motivation issues but lacked a nuanced examination of how these issues manifest in employee perceptions and experiences.
Additionally, while Maslow’s theory provides a useful framework for understanding motivational needs, there is limited application of this theory specifically within Tanzanian public organizations, which could lead to an incomplete understanding of employee motivation dynamics in this setting. The literature does not adequately address how various motivational factors interact and affect motivation in the context of TANESCO, particularly regarding job security, recognition, and career advancement opportunities.
Furthermore, the barriers to motivation identified in the existing literature, such as bureaucratic constraints and insufficient recognition (Armstrong, 2010), have not been thoroughly investigated in the Tanzanian context, leading to a lack of targeted strategies to enhance employee motivation in public parastatals. Thus, this study aims to fill these gaps by specifically exploring the key motivational factors affecting employees, their perceptions of these factors, and the potential barriers hindering motivation within TANESCO.
By addressing these gaps, the research will contribute to a more comprehensive understanding of employee motivation within Tanzanian public organizations, ultimately providing insights that can inform policy and practice aimed at improving employee motivation and performance in the public sector.
[bookmark: _Toc182791195]2.5. Conceptual Frame Work
The conceptual framework serves as a comprehensive model to analyze the dynamic interactions among these variables, guiding the research process while providing valuable insights for policymakers and organizational leaders. By understanding these relationships, the study aims to identify strategies that can optimize motivational factors, positively influence employee perceptions, and mitigate barriers to enhance overall employee motivation within TANESCO and similar public parastatals. Ultimately, this framework highlights critical areas requiring attention to foster a motivated workforce, leading to improved performance and service delivery in the public sector.
Figure: 2.1 Conceptual Frameworks
Below is a visual representation of the conceptual framework, showing the hypothesized causal relationship between the independent variable and the dependent variable.
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CHAPTER THREE
[bookmark: _Toc182791196]RESEARCH   METHODOLOGY
[bookmark: _Toc390710494][bookmark: _Toc536720198][bookmark: _Toc536720667][bookmark: _Toc136606388][bookmark: _Toc182791197]3.1. Introduction
[bookmark: _Toc173824364][bookmark: _Toc173825365][bookmark: _Toc174149371][bookmark: _Toc174240624][bookmark: _Toc175222762][bookmark: _Toc181239306][bookmark: _Toc181684127][bookmark: _Toc182633871][bookmark: _Toc182791198][bookmark: _Toc390710495][bookmark: _Toc536720199][bookmark: _Toc536720668][bookmark: _Toc136606389]This chapter provides the procedures on how the study was conducted, considering the important information provided. Overall, the elements discussed in the methodology includes the research design, area of the study, population of the study, sample size, sampling technique, methods of data collection, data analysis technique, validity and reliability of the study, ethical considerations, and the pilot study.
[bookmark: _Toc182791199]3.2. Research Design
[bookmark: _Toc181239308][bookmark: _Toc390710496][bookmark: _Toc536720200][bookmark: _Toc536720669][bookmark: _Toc136606390]A research design is a blueprint that guides the collection, measurement, and analysis of data(Mitchell, M. L., Jolley, J. M., & O’Shea, 2020).This study employed a case study research design with a qualitative approach to gain detailed insights from participants regarding their experiences and perceptions of motivational factors. By focusing on a specific organization, the study aims to provide a comprehensive understanding of the motivational landscape within TANESCO.A qualitative approach focuses on understanding social phenomena from the perspectives of the individuals involved, prioritizing their subjective experiences and interpretations (Edwards, M., & Gaber, 2020).
This research design was selected because it accommodated all research instruments used for data collection in this study, which included focus group discussion. The data collected through the case study design were comprehensive and reliable due to their ability to explore instances in depth. This design was also suitable for capturing the contextual factors, organizational dynamics, and stakeholder perspectives that influenced TNA effectiveness in specific public corporation settings.
[bookmark: _Toc182791200]3.3. Area of the Study
[bookmark: _Toc390710497][bookmark: _Toc136606391]The research is conducted at TANESCO Headquarters located in Ubungo, Dar es Salaam, Tanzania. This site was selected due to its significance as a public parastatal organization, which plays a crucial role in the energy sector in Tanzania. The location provides a relevant context for examining the motivational factors that impact employee performance and satisfaction in public institutions.
[bookmark: _Toc182791201]3.4 Population of the Study
[bookmark: _Toc390710498][bookmark: _Toc536720201][bookmark: _Toc536720670][bookmark: _Toc136606392][bookmark: _Toc157405947][bookmark: _Toc166724863][bookmark: _Toc390710499][bookmark: _Toc536720202][bookmark: _Toc536720671][bookmark: _Toc136606393]The population for this study comprises 240 employees working at TANESCO Headquarters in Ubungo. This diverse group includes various job roles and levels within the organization, allowing for a comprehensive examination of employee motivation from multiple perspectives.
[bookmark: _Toc182791202]3.5 Sampling Technique
[bookmark: _Toc166975623][bookmark: _Toc167001492]Sampling refers to the process of selecting a subset from a larger population to make inferences about the entire population (Ritchie, 2019). Purposive sampling was utilized to identify participants who could provide valuable insights into the factors affecting employee motivation. This non-probability sampling technique allows the researcher to select individuals based on specific characteristics, such as their roles, experiences, and perceptions related to motivation in the organization. By focusing on individuals who possess relevant knowledge and experience, the study aims to gather comprehensive and meaningful data.
3.6 Sample Size
[bookmark: _Toc390710501][bookmark: _Toc136606395]A purposive sampling technique was employed to select a sample size of 12 participants for the study. This approach was chosen to ensure that individuals with relevant experience and insights into employee motivation within TANESCO were included. The selection continued until data saturation was reached, meaning that no new themes or insights were emerging from the discussions. This strategy ensures that the data collected is rich and diverse while maintaining a manageable sample size for in-depth qualitative analysis.
           Table 3.1: A sample size of 12 Participants
	No.
	Selected Sample
	Size of Sample
	Percentage (%)

	1
	Human Resource Manager
	2
	16.7

	2
	Administrators
	3
	25.0

	3
	Head of Department
	2
	16.7

	4
	Technical Staff
	5
	41.6

	TOTAL
	
	12
	100


[bookmark: _Toc181684132][bookmark: _Toc182633876][bookmark: _Toc182791203]           Source: Researcher, 2024
[bookmark: _Toc182791204]3.7 Method of Data Collection
[bookmark: _Toc136606400][bookmark: _Toc390710506][bookmark: _Toc536720208][bookmark: _Toc536720677]Data collection involves gathering and measuring information on targeted variables systematically (Ritchie, 2019). Data for this study was collected using focus group discussions (FGDs), a qualitative data collection method that encourages interaction and discussion among participants. The focus groups facilitated the exploration of participants’ experiences, perceptions, and insights regarding motivational factors in TANESCO. Each focus group consisted of 6 to 8 participants, and discussions were guided by a semi-structured interview format to ensure that key topics were addressed while allowing for open-ended responses. 
[bookmark: _Toc182791205]3.8 Data analysis Techniques
The data collected from the focus group discussions was analyzed using thematic analysis. This technique involves identifying, analyzing, and reporting patterns (themes) within the data. Thematic analysis allows for the organization of data into meaningful categories, providing insights into the motivational factors affecting employees at TANESCO. The analysis followed a systematic approach, including familiarization with the data, coding, theme development, and reviewing themes to ensure they accurately represented the participants’ experiences.
[bookmark: _Toc182791206]3.9 Validity and Reliability of the Study
To enhance the validity and reliability of the study, several measures were taken. Triangulation of data was employed by comparing information obtained from different participants and corroborating findings with existing literature on employee motivation. Member checking was also utilized, allowing participants to review and confirm the accuracy of the transcriptions and interpretations of their contributions. This process helps ensure that the findings accurately reflect the participants' views and experiences.
[bookmark: _Toc182791207]3.10 Pilot Study
Before conducting the main study, a pilot study was conducted with a small group of employees at TANESCO to test the focus group discussion guide and the data collection process. Feedback from the pilot study informed necessary adjustments to the discussion questions, ensuring clarity and relevance. The pilot study helped refine the methodology and enhance the quality of the data collection process for the main research. 
[bookmark: _Toc182791208]3.11 Ethical Considerations
[bookmark: _Toc181684138][bookmark: _Toc182633882][bookmark: _Toc182791209]Ethical considerations were prioritized throughout the research process. Informed consent was obtained from all participants, ensuring they were aware of the study's purpose and their rights. Participants were assured of confidentiality and anonymity, with identifying information removed from the data. The researcher also emphasized that participation was voluntary, allowing individuals to withdraw at any time without repercussions.













[bookmark: _Toc182791210]CHAPTER FOUR
[bookmark: _Toc182791211]RESEARCH FINDINGSAND DISCUSSION
[bookmark: _Toc182791212]4.1 Introduction
This chapter presented the research findings and discussion based on the data collected through interviews and document reviews. The findings were structured according to the key research questions, followed by a detailed discussion of the insights obtained from participants.
[bookmark: _Toc182791213]4.2 Presentation of   Findings
[bookmark: _Toc171838279][bookmark: _Toc171927346][bookmark: _Toc173825381][bookmark: _Toc174240641]The findings were derived from interviews with 12 participants, with questions tailored to align with the research objectives. The number of participants was set based on the point of data saturation, ensuring the results' validity and reliability. Each participant responded to all questions relevant to their assigned category, providing comprehensive insights for the study.
[bookmark: _Toc182633887][bookmark: _Toc182791214]    4.1 Demographic Information of Participants
	Category
	Options
	Number of Participants

	Gender
	Female
	6

	
	Male
	5

	
	Prefer not to say
	1

	Age
	Less than 30 years
	3

	
	31 – 40 years
	4

	
	41 – 50 years
	3

	
	Above 50 years
	2

	
	Secondary Level
	1

	
	Diploma
	3

	
	Bachelor’s Degree
	4

	
	Master’s Degree
	3

	
	Other (Certificate)
	1

	Position
	Frontline Employee
	4

	
	Supervisor/Team Leader
	3

	
	Manager/Administrative Officer
	4

	
	Executive/Top Management
	1

	Working Experience
	1 to 5 years
	2

	
	6 to 10 years
	3

	
	11 to 15 years
	3

	
	16 to 20 years
	2

	
	21 years and above
	2

	Career
	Administrative Staff
	4

	
	Technical Staff
	5

	
	Supporting Staff
	2

	
	Others (Consultant)
	1


  Source: Researcher, 2024
The Gender category was vital in this study as it helped determine whether motivational factors differed between male and female employees or if any gender-specific challenges influenced motivation within the organization. By examining gender diversity, the study assessed how well existing motivational practices supported inclusivity and addressed the unique needs of different genders, thus ensuring a balanced approach to employee motivation.
The Age category allowed for a deeper understanding of how motivational needs varied across different life stages. Younger employees tended to seek career growth and learning opportunities, while older employees prioritized job security, stability, and recognition. This categorization enabled the study to examine if and how age influenced motivational factors, allowing organizations to tailor strategies to meet the diverse expectations of a multigenerational workforce.
Understanding the Level of Education among participants offered insights into how education impacted employees' expectations, satisfaction, and career aspirations. Higher-educated employees often had a stronger desire for leadership roles, responsibility, and growth opportunities, while those with less formal education prioritized stability or a supportive work environment. Recognizing these needs allowed for customized motivational approaches based on educational background.
Analyzing Position within the organizational hierarchy was essential, as motivational drivers often varied based on job role and level of responsibility. Frontline employees, supervisors, managers, and executives had different perspectives on motivation and work satisfaction. Examining each level's unique needs enabled the study to recommend motivational strategies that resonated across the organizational structure, fostering engagement from entry-level roles to top management.
Working Experience was another significant factor, as employees with different years of service often had unique motivational needs. Newer employees prioritized skill-building and growth, while those with extended tenure focused on recognition and long-term rewards. By exploring motivation across varying experience levels, the study suggested strategies that supported employees throughout their career trajectories, enhancing retention and satisfaction.
Finally, the Career (Job Function) category acknowledged that each job function within the organization came with distinct motivational challenges. For example, technical staff needed continuous training to stay updated with industry advancements, while administrative staff benefited from leadership and management development. By examining motivation by job function, the study provided role-specific insights, helping TANESCO foster engagement across all job types within the organization.
Overall, these demographic categories provided a comprehensive understanding of employees’ motivational needs, allowing the study to make targeted recommendations that enhanced motivation and engagement across diverse groups within TANESCO.
4.2.2 Primary Factors Motivating Employees at TANESCO Headquarters
The initial question explored the primary factors that motivate employees at TANESCO. Participants frequently cited career advancement, job security, and supportive management as essential motivators. "Career growth opportunities play a significant role in keeping me motivated," stated Participant 1, emphasizing how advancement potential encourages commitment. This feedback suggests that having clear development paths significantly contributes to employees’ drive.
Similarly, Participant 2 highlighted the importance of job security, saying, "Knowing my job is secure makes me feel stable and allows me to focus on my work." This sense of stability reduces work-related anxiety, enabling employees to engage more fully in their roles. These responses underscore the importance of both growth potential and job security as foundational motivational factors at TANESCO.
4.2.3 Influence of Financial and Non-Financial Incentives
Participants discussed the influence of financial and non-financial incentives, with a consensus on the value of both types of rewards. Participant 3 remarked, "Financial incentives like bonuses are crucial, as they validate our hard work and dedication." This highlights that financial rewards serve as direct acknowledgment of efforts, reinforcing commitment.
However, Participant 4 pointed out the role of non-financial incentives, noting, "Recognition and appreciation from management make me feel valued and motivated." This response suggests that while financial rewards are essential, non-financial recognition from leadership can be equally impactful in boosting morale. Together, these views indicate that a balanced incentive strategy that combines financial and non-financial rewards can effectively enhance motivation.
4.2.4 Impact of Organizational Policies
The discussion on organizational policies highlighted both supportive and restrictive elements that impact motivation. Participant 5 explained, "Policies that allow flexible working hours help me maintain a better work-life balance, which is highly motivating." This statement reflects the positive impact of policies that accommodate employees' personal lives, emphasizing that flexibility can enhance motivation by alleviating work-life pressures.
Conversely, Participant 6 expressed frustration with rigid policies, saying, "Some policies are so strict that they make it hard to adapt to the demands of our work." This response suggests that overly rigid policies can hinder productivity and create stress, indicating a need for greater adaptability within the organization. These insights underscore that while certain policies enhance motivation, excessive rigidity in policy implementation can have the opposite effect.
4.2.5 Perceptions of Job Security and Motivation
Participants viewed job security as a crucial factor influencing motivation. Participant 2 reiterated, "Knowing my job is secure allows me to concentrate on my responsibilities without constantly worrying." This statement illustrates how job security reduces anxiety, enabling employees to perform more effectively and with a greater sense of purpose.
Participant 7, however, shared concerns about job security in light of restructuring rumors, stating, "When I hear about possible restructuring, it creates uncertainty, which affects my motivation." This perspective highlights that even the possibility of change can be demotivating, as it introduces a sense of instability. These responses collectively underscore the significance of job security as a core motivator, with even perceived threats to security impacting morale
4.2.6 Role of Work Environment and Managerial Support
The focus group participants discussed how their work environment and the level of managerial support influenced their motivation. Participant 8 remarked, "A supportive work environment that promotes teamwork reduces stress, making me more motivated to perform well." This statement suggests that an inclusive work atmosphere contributes to motivation by fostering a sense of belonging and reducing daily stresses.
Participant 3 commented on managerial support, stating, "Having managers who provide constructive feedback and guidance makes me feel valued." This feedback highlights the importance of accessible and encouraging management in creating a motivating environment. These responses indicate that both a positive workplace culture and supportive leadership are key in promoting sustained motivation.
4.2.7 Fairness and Effectiveness of Reward Systems
In discussing the reward system, participants shared insights on fairness and transparency. Participant 4 expressed, "It’s motivating when rewards are distributed fairly based on performance; it makes us feel respected." This response suggests that employees appreciate when their efforts are acknowledged through a fair and transparent reward system, reinforcing a sense of equity within the organization.
On the other hand, Participant 6 voiced concerns about perceived biases, saying, "When rewards appear to be given unfairly, it demoralizes us." This feedback reflects how perceived favoritism can decrease motivation, undermining trust in the reward system. These responses highlight the critical role that fairness and transparency play in an effective reward system.
4.2.8 Challenges Hindering Employee Motivation
Participants also identified several challenges that hinder motivation, including high workloads and limited opportunities for career advancement. Participant 1 remarked, "The excessive workload without sufficient support from management makes it hard to stay motivated." This statement suggests that unmanageable workloads can overwhelm employees, impacting their drive to excel.
Participant 7 echoed the sentiment regarding advancement, saying, "When career growth opportunities are unclear, it’s discouraging and affects my motivation." This response highlights the importance of clear career paths in motivating employees. Together, these insights reveal that addressing workload concerns and providing well-defined advancement paths are essential to overcoming motivation barriers.
4.2.9 Impact of Career Growth and Advancement
The focus group discussion underscored that career growth and advancement are pivotal for maintaining motivation. Participant 5 shared, "Knowing there’s a clear career path and opportunities for advancement keeps me focused and motivated." This statement suggests that employees are motivated when they see a future within the organization and have a clear path toward achieving their career goals.
Participant 3 added, "It’s disheartening when promotion criteria are unclear or seem impossible to meet." This feedback reflects how the lack of transparency in promotion criteria can lead to frustration and reduced motivation. These responses emphasize that transparent and accessible career growth opportunities are essential for sustaining employee engagement.
4.2.10 Workload and Work-Life Balance as Motivation Barriers
Finally, participants discussed how workload and work-life balance affect motivation. Participant 8 noted, "Balancing work and personal life becomes challenging when workloads are high, affecting my motivation." This response illustrates that high workloads can disrupt work-life balance, leading to burnout and reduced motivation over time. 
Participant 2 reiterated the importance of balance, saying, "Maintaining work-life balance is essential for my long-term motivation." This feedback emphasizes that employees need manageable workloads to sustain motivation, as an imbalance can diminish overall well-being. Together, these insights highlight the importance of workload management and work-life balance in promoting long-term motivation.
[bookmark: _Toc182791215]4.3 Discussion of Findings
4.3.1 Primary Factors Motivating Employees at TANESCO Headquarters
The findings were effectively interpreted through Maslow's Hierarchy of Needs, which outlined a progressive framework of motivational factors: physiological needs, safety needs, social belonging, esteem, and self-actualization. At TANESCO, the emphasis on job security corresponded to the safety needs level, which prioritized stability and protection from uncertainty. Participant 2’s statement, “Knowing my job is secure made me feel stable and allowed me to focus on my work,” highlighted the role of job security in mitigating work-related anxiety and enabling greater focus, thereby fulfilling this foundational need.
Career advancement opportunities, as described by Participant 1, aligned with the esteem and self-actualization levels of Maslow’s framework. The motivation to pursue growth and achieve higher professional goals reflected an individual’s desire for recognition, competence, and the realization of their full potential. As stated, “Career growth opportunities played a significant role in keeping me motivated,” it was evident that providing clear development paths contributed to fulfilling employees’ aspirations and self-actualization needs.
These findings were supported by a study conducted by Malik et al. (2021), which demonstrated that job security and career growth opportunities were critical for employee motivation and engagement. The research found that addressing safety needs and facilitating pathways to self-actualization significantly enhanced employee commitment and productivity. Similarly, TANESCO employees’ focus on stability and growth underscored the importance of aligning organizational practices with the hierarchical needs proposed by Maslow to foster a motivated and engaged workforce.
The discussion of findings revealed significant insights into the motivational factors influencing employees at TANESCO, interpreted through Maslow’s Hierarchy of Needs. The prioritization of job security by participants highlighted the critical role of fulfilling safety needs. Participant 2’s emphasis on stability demonstrated how addressing this foundational requirement reduced work-related anxiety and enabled employees to concentrate fully on their responsibilities. This finding underscored that meeting safety needs was essential for fostering a stable and productive workforce.
Furthermore, the focus on career advancement opportunities aligned with the higher levels of Maslow’s hierarchy, particularly esteem and self-actualization needs. Participant 1’s statement about the motivating impact of growth opportunities reflected employees’ desire for recognition, achievement, and personal development. This finding indicated that employees were not only seeking stability but were also driven by the aspiration to achieve their full potential, highlighting the importance of creating structured and transparent pathways for professional advancement.
These results were consistent with prior research, such as the study by Malik et al. (2021), which established that job security and career growth opportunities were pivotal in driving employee motivation and engagement. Malik’s findings supported the notion that addressing both foundational and higher-order needs led to greater commitment and productivity. At TANESCO, the participants’ emphasis on these factors demonstrated how aligning organizational practices with Maslow’s hierarchy facilitated a motivated and dedicated workforce. The findings reinforced the importance of organizations adopting a holistic approach to employee motivation by addressing both basic and aspiration needs.
4.3.2 Influence of Financial and Non-Financial Incentives
The findings can be interpreted using Maslow's Hierarchy of Needs, which emphasizes the progressive satisfaction of human needs, ranging from basic to higher-level aspirations. Financial incentives, as mentioned by Participant 3, directly relate to the fulfillment of physiological and safety needs. Bonuses and similar rewards provide employees with financial stability, enabling them to meet basic life requirements and feel secure in their roles. As Participant 3 noted, “Financial incentives like bonuses are crucial, as they validate our hard work and dedication,” highlighting the role of such rewards in reinforcing commitment and ensuring foundational needs are met.
On the other hand, non-financial incentives align with higher-level needs, such as esteem and self-actualization. Recognition and appreciation from management, as expressed by Participant 4, address employees' desires for respect, acknowledgment, and a sense of accomplishment. The statement, “Recognition and appreciation from management make me feel valued and motivated,” underscores the importance of fulfilling psychological needs for esteem and belonging, which are essential for boosting morale and enhancing motivation.
These findings were supported by the study conducted by Khan et al. (2020), which explored the impact of financial and non-financial incentives on employee motivation. The research concluded that while financial rewards addressed basic and security needs, non-financial incentives, such as recognition and appreciation, played a significant role in satisfying esteem and self-actualization needs. This balanced approach to incentives was found to be more effective in enhancing motivation, aligning with the views expressed by participants in this study. The implication is clear: organizations must adopt a holistic reward strategy that addresses both the foundational and inspirational needs of employees to sustain motivation and productivity.
The discussion of findings revealed the significance of both financial and non-financial incentives in motivating employees, interpreted through Maslow’s Hierarchy of Needs. Financial incentives, as emphasized by Participant 3, played a critical role in meeting employees’ physiological and safety needs. Bonuses and similar rewards provided financial stability, enabling employees to fulfill their basic needs and feel secure in their positions. This finding highlighted that financial rewards were essential for validating employees' efforts and reinforcing their commitment to organizational goals.
Non-financial incentives, on the other hand, were found to address higher-order needs such as esteem and self-actualization. Participant 4’s statement about the value of recognition and appreciation from management demonstrated the importance of addressing employees' psychological needs for respect, acknowledgment, and belonging. The findings suggested that non-financial rewards fostered a sense of value and boosted morale, ultimately enhancing employees’ motivation and satisfaction.
These findings were consistent with the study conducted by Khan et al. (2020), which demonstrated that financial incentives satisfied basic and security needs, while non-financial incentives addressed higher-level needs such as esteem and self-actualization. This research supported the conclusion that a balanced incentive strategy combining financial and non-financial rewards was more effective in motivating employees. At the organizational level, this emphasized the importance of developing comprehensive reward systems that cater to the diverse needs of employees to foster sustained motivation and productivity. Together, the findings underscored the critical role of addressing both foundational and aspiration needs in designing effective motivational strategies.
4.3.3 Impact of Organizational Policies 
The discussion on organizational policies highlighted both supportive and restrictive elements that impact employee motivation. In line with the findings shared by participants, policies that promote flexibility, such as flexible working hours, have been shown to foster better work-life balance, which in turn boosts motivation. For example, Participant 5 noted how such policies allowed them to manage personal commitments more effectively, increasing their overall motivation to perform. This is consistent with recent research by researchers like Billings (2024), who highlighted that employees who experience a supportive work environment with flexible policies are more likely to exhibit higher levels of commitment and engagement. This flexibility, according to studies, not only enhances job satisfaction but also improves overall organizational performance by reducing work-related stress.
However, the findings also pointed out the potential negative effects of rigid organizational policies. Participant 6 expressed frustrations with policies that were too strict, noting that such policies hindered their ability to adapt to work demands, which can create unnecessary stress. This observation aligns with the work of Steers et al. (2024), who discussed how rigid organizational policies might undermine motivation by limiting employees’ ability to act autonomously. Overly rigid policies can make employees feel constrained, reducing their job satisfaction and engagement. A significant body of research points to the importance of balance in policy implementation—where flexibility is critical for motivation, while excessive rigidity can impede productivity and creativity. Thus, the findings indicate that organizational policies must strike a balance between support and flexibility while avoiding overly strict regulations that stifle employee motivation.
 4.3.4 Perceptions of Job Security and Motivation
The discussion of findings highlighted the centrality of job security as a critical factor in influencing employee motivation. Participants’ responses underscored that job security directly impacted their ability to focus and perform effectively. Participant 2 emphasized that feeling secure in their job reduced anxiety, allowing them to concentrate on their responsibilities without distraction. This finding suggested that job security fulfilled employees’ foundational need for stability, which is essential for maintaining productivity and commitment.
However, concerns regarding potential restructuring, as expressed by Participant 7, revealed the negative impact of perceived threats to job security. The participant noted that uncertainty surrounding organizational changes created feelings of instability, which undermined motivation and morale. This perspective indicated that even the anticipation of changes that might affect job security could be demotivating, emphasizing the importance of transparent communication and proactive measures to reassure employees during times of uncertainty.
These findings were consistent with research conducted by Ahmed et al. (2020), which explored the relationship between job security and employee motivation. The study concluded that job security significantly enhanced motivation and performance, while perceived threats to security led to reduced engagement and increased stress among employees. Ahmed et al.’s research supported the notion that job security not only fulfilled employees’ safety needs but also contributed to their overall well-being and organizational commitment. The findings from this study highlighted the necessity for organizations to prioritize job stability and manage restructuring processes carefully to maintain employee morale and motivation.
 4.3.5 Role of Work Environment and Managerial Support
The discussion of findings revealed that the work environment and managerial support were significant factors influencing employee motivation. Participants highlighted the role of a positive and inclusive work atmosphere in fostering motivation. Participant 8 emphasized that a supportive environment promoting teamwork reduced stress, enabling better performance. This finding suggested that such an environment met employees’ psychological needs for belonging and collaboration, which are essential for maintaining engagement and morale.
Managerial support was also identified as a critical driver of motivation. Participant 3’s acknowledgment of the value of constructive feedback and guidance from managers demonstrated the impact of leadership on employees’ sense of worth and motivation. The findings indicated that supportive and accessible management not only enhanced employees’ confidence but also created a sense of value and alignment with organizational goals. This underscored the importance of leadership practices that prioritize employee development and encouragement.
These findings were consistent with research by Lee et al. (2020), which examined the impact of workplace culture and managerial support on employee motivation. The study concluded that inclusive work environments and supportive leadership significantly enhanced motivation, job satisfaction, and performance. Lee et al. found that fostering teamwork and providing constructive feedback were effective strategies for maintaining sustained motivation in employees. The alignment between these findings highlighted the importance of organizations investing in workplace culture and leadership development to create environments conducive to employee motivation and engagement.

 4.3.6 Fairness and Effectiveness of Reward Systems
The discussion of findings revealed that fairness and transparency in the reward system were essential factors influencing employee motivation. Participants highlighted the importance of equitable reward distribution, with Participant 4 emphasizing that fairness in rewards made employees feel respected and valued. This finding suggested that a transparent and performance-based reward system met employees’ psychological needs for recognition and equity, fostering trust and reinforcing motivation. Fairness in rewards ensured that employees perceived their contributions as acknowledged, which enhanced their commitment to organizational goals.
Conversely, concerns about perceived biases in reward distribution negatively impacted motivation. Participant 6 noted that favoritism in the allocation of rewards was demoralizing, undermining trust in the system and reducing engagement. This feedback indicated that any perception of unfairness in rewards could erode morale, hinder collaboration, and diminish employees’ confidence in the organization’s management practices. The findings underscored that transparency in reward criteria and processes was critical for maintaining employee trust and motivation.
These findings were supported by research conducted by Zhang et al. (2019), which examined the impact of fairness and transparency in organizational reward systems on employee motivation. The study concluded that fair and transparent reward practices significantly enhanced motivation, job satisfaction, and trust in management. Zhang et al. also noted that perceived inequities in rewards led to decreased morale and engagement. This alignment with the present findings highlighted the importance of implementing clear, equitable, and transparent reward policies to sustain motivation and foster a positive workplace environment.
4.3.7 Challenges Hindering Employee Motivation
The discussion of findings revealed that high workloads and limited opportunities for career advancement were significant challenges that hindered employee motivation. Participants highlighted the impact of excessive workloads, with Participant 1 noting that insufficient managerial support exacerbated the issue. This finding suggested that unmanageable workloads created stress and fatigue, which undermined employees’ ability to perform effectively and maintain motivation. The lack of adequate support from management further contributed to feelings of being overwhelmed, emphasizing the need for balanced workloads and organizational support systems.
In addition, the absence of clear career advancement opportunities was identified as a demotivating factor. Participant 7 expressed that unclear growth paths discouraged employees and negatively affected their motivation. This finding indicated that career progression was an essential motivator, as it met employees’ aspirations for growth, recognition, and self-actualization. The lack of defined advancement pathways not only hindered motivation but also risked reducing employee retention and engagement.
These findings were consistent with research conducted by Patel et al. (2020), which examined the effects of workload and career development opportunities on employee motivation. The study concluded that excessive workloads led to burnout and reduced performance, while limited career advancement opportunities negatively impacted job satisfaction and engagement. Patel et al. emphasized the importance of implementing effective workload management strategies and providing transparent career progression frameworks to mitigate these challenges. The alignment between these findings underscored the necessity for organizations to address workload concerns and establish clear career development pathways to sustain motivation and enhance employee productivity.
 4.3.8 Impact of Career Growth and Advancement
The discussion of findings highlighted the importance of clear career growth and advancement opportunities in maintaining employee motivation. Participant 5 emphasized that knowing there was a defined career path within the organization kept them focused and motivated. This finding suggested that employees were more likely to stay engaged when they could envision a future within the organization and understand the steps needed to achieve their career goals. The availability of clear advancement opportunities not only fueled motivation but also contributed to long-term organizational commitment.
On the other hand, Participant 3 expressed frustration with unclear or seemingly unattainable promotion criteria, which negatively affected motivation. This response underscored the critical role of transparency in career progression. When promotion opportunities were ambiguous or appeared difficult to attain, employees experienced demonization, as the lack of clarity hindered their ability to set realistic goals. These findings highlighted the necessity of having transparent, accessible, and attainable career advancement pathways in order to sustain employee engagement and drive.
These findings were consistent with research conducted by Singh et al. (2021), which explored the relationship between career advancement opportunities and employee motivation. The study found that clear and achievable career paths were essential for maintaining employee motivation, while lack of transparency in promotion criteria led to frustration and disengagement. Singh et al. emphasized that organizations that offered clear, transparent, and attainable advancement opportunities were more successful in fostering a motivated and loyal workforce. The alignment of these findings underscored the importance of transparency in career growth opportunities for sustaining employee engagement and long-term commitment.
 4.3.9 Workload and Work-Life Balance as Motivation Barriers  
The findings from the focus group discussion reveal a range of factors influencing motivation at TANESCO, including job security, incentives, organizational policies, managerial support, and work-life balance. These insights offer a comprehensive understanding of employee motivation, pointing to areas for improvement to enhance satisfaction and productivity at TANESCO Headquarters.
The findings from the focus group discussion can be understood through the lens of Maslow's Hierarchy of Needs, which posits that human motivation is driven by a progression of needs starting from basic physiological needs to self-actualization. Workload and work-life balance directly relate to the lower and higher levels of Maslow’s hierarchy.
High workloads, as expressed by Participant 8, can impact employees' physiological needs for rest and well-being, leading to burnout and decreased motivation. When employees struggle to balance work and personal life, their basic need for relaxation and recovery is threatened, which impedes their ability to function effectively in both their professional and personal spheres. This disruption can lead to dissatisfaction and reduced performance, as the body and mind require balance to maintain peak productivity.
Participant 2's emphasis on maintaining work-life balance for long-term motivation aligns with Maslow's esteem and self-actualization needs. A well-balanced life allows employees to pursue personal growth and reach their full potential, fulfilling higher-level needs for self-worth, achievement, and personal fulfillment. When employees feel they are able to manage both work and personal responsibilities effectively, they are more likely to stay motivated, engaged, and committed to their roles within the organization.
The discussion of findings underscored the importance of workload management and work-life balance as critical factors influencing employee motivation. Participant 8 pointed out that when work demands were high, it disrupted their ability to manage personal life, leading to burnout and a decrease in motivation. This finding suggested that an unbalanced workload could overwhelm employees, diminishing their ability to sustain engagement and productivity over time. Similarly, Participant 2’s emphasis on the need for work-life balance highlighted that manageable workloads were essential for long-term motivation, as employees needed to maintain their well-being to perform at their best.
These findings were supported by research conducted by Adams et al. (2021), who studied the impact of work-life balance on employee motivation. The study found that excessive workloads and poor work-life balance significantly reduced employees' motivation and well-being. Adams et al. concluded that organizations must focus on managing workloads and ensuring that employees can maintain a healthy balance between work and personal life to promote sustained motivation and productivity. The findings from both the focus group discussion and the research reinforced the idea that organizations must prioritize workload management and work-life balance to improve employee satisfaction, well-being, and long-term engagement.
[bookmark: _Toc182791216]4.4 Summary
The findings from the focus group discussion revealed several key factors influencing employee motivation at TANESCO, with a strong emphasis on workload, work-life balance, career growth, and fairness in rewards. Participants indicated that high workloads and unclear career advancement opportunities hindered motivation, as these factors impacted employees' well-being and long-term engagement. When workloads were excessive, as noted by Participant 8, it disrupted work-life balance, leading to burnout and reduced motivation. Conversely, manageable workloads and clear career growth paths, as highlighted by Participants 5 and 7, were found to significantly boost motivation and commitment.
Furthermore, participants emphasized the importance of fairness and transparency in the reward system. Financial and non-financial incentives were seen as crucial for maintaining motivation, with fairness playing a pivotal role. Participants stated that they felt motivated when rewards were distributed based on performance, but perceived unfairness or bias in reward allocation, as noted by Participant 6, led to demotivation and frustration.
The findings were interpreted through Maslow’s Hierarchy of Needs, with work-life balance and workload management fulfilling lower-level physiological needs, while career growth and recognition addressed higher-level esteem and self-actualization needs. The need for transparency in career progression and the distribution of rewards further aligned with Maslow’s theory, emphasizing that fulfilling both basic and higher-level needs is essential for sustained motivation.
Supporting research from Adams et al. (2021) validated these findings, highlighting the detrimental effects of excessive workloads and poor work-life balance on motivation, as well as the positive impact of clear career development opportunities and fair reward systems on employee engagement. Overall, the study concluded that organizations must prioritize workload management, career advancement transparency, and fairness in rewards to foster a motivated and productive workforce.

[bookmark: _Toc182791217]CHAPTER FIVE
[bookmark: _Toc182791218]SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
[bookmark: _Toc182791219]5.1 Introduction
This chapter presents an overview of the study's findings, offers conclusions based on these findings, provides actionable recommendations, and includes a critical evaluation of the study. The study explored the factors influencing employee motivation at TANESCO Headquarters in Ubungo, focusing on key motivators, employee perceptions, and barriers to motivation within a public parastatal organization.
[bookmark: _Toc182791220]5.2 Summary
The focus group discussion at TANESCO provided valuable insights into the factors that influenced employee motivation. Key drivers of motivation identified included job security, financial and non-financial incentives, organizational policies, managerial support, work-life balance, and career advancement opportunities. Participants emphasized that job security played a crucial role in alleviating anxiety and enabling employees to concentrate on their tasks. Career advancement opportunities were highlighted as significant motivators, fulfilling employees' needs for esteem and self-actualization. Both financial rewards and non-financial incentives, such as recognition from management, were essential in meeting employees' physiological and higher-order needs. Organizational policies, including flexible working hours, were seen as motivating, while rigid policies created frustration. Additionally, managerial support and a positive work environment were considered critical factors in enhancing motivation. Fairness and transparency in reward systems were emphasized as essential for maintaining trust and motivation.
[bookmark: _Toc182791221]5.3 Conclusion
The findings from the focus group discussion confirmed that employee motivation was influenced by a combination of basic needs, such as job security and financial incentives, and higher-order needs, such as career development and recognition. Job security emerged as a primary factor, while career growth opportunities, managerial support, and a positive work environment played significant roles in fostering motivation. The study highlighted the importance of fair and transparent reward systems, as well as policies that promoted work-life balance. Inconsistent workloads and limited career advancement opportunities were identified as barriers to motivation. It was concluded that a holistic approach, addressing both foundational and aspirational needs, was necessary for maintaining a motivated and productive workforce.
[bookmark: _Toc182791222]5.4 Recommendations
Based on the findings, it was recommended that TANESCO prioritize job security by minimizing uncertainty and maintaining open communication regarding organizational changes. Employees needed to be regularly updated on potential impacts to their job roles to alleviate concerns and ensure a stable work environment.
The importance of clear career development paths within the organization was highlighted. It was suggested that TANESCO foster growth opportunities through training, mentorship, and leadership programs, encouraging employees to pursue professional development. This would not only meet employees' needs for career advancement but also contribute to their overall job satisfaction.
A balanced approach to incentive programs was recommended, with a focus on both financial and non-financial rewards. Recognizing employees' efforts and achievements, alongside offering competitive financial rewards, would address both their basic and higher-order motivational needs. It was also suggested that the rewards system be regularly reviewed to ensure it remained relevant and impactful.
Work-life balance was identified as a key factor in enhancing motivation. It was recommended that TANESCO adopt more flexible working policies, such as remote work options and flexible hours, to support employees in managing their professional and personal lives. This would help reduce stress and increase long-term motivation and productivity.
Moreover, fostering a supportive and inclusive work environment was seen as essential. Managers were encouraged to provide regular feedback, guidance, and recognition, creating positive relationships with employees. This approach would contribute to higher job satisfaction and motivation.
Finally, the need for fair and transparent reward systems was emphasized. It was recommended that TANESCO ensure fairness in the allocation of rewards by developing clear, performance-based policies. Transparent systems would help reduce perceptions of bias and foster respect and value among employees.
By implementing these recommendations, TANESCO could create an environment that would not only enhance employee motivation but also improve job satisfaction and contribute to the organization’s long-term success.
[bookmark: _Toc182791223]5.5 Critical Evaluation of the Study
This study provides valuable insights into employee motivation within a public parastatal context, particularly TANESCO Headquarters. While it successfully identified key motivators and barriers, the study’s reliance on focus group discussions with a limited number of participants may restrict the generalizability of the findings to all TANESCO employees or similar organizations. Future research could benefit from a larger sample size and incorporate quantitative data to validate and expand upon these findings. Additionally, exploring motivation across different organizational levels and departments would offer a more comprehensive understanding of employee needs and motivators. Despite these limitations, the study contributes important recommendations for improving employee motivation, highlighting areas where TANESCO and similar public organizations can enhance workforce engagement and satisfaction.
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[bookmark: _Toc182791226]RESEARCH QUESTIONS
Dear Participant
I am Sakina Jumanne, a candidate at the Tanzania Institute of Accountancy (TIA) pursuing a Master’s Degree in Human Resource Management with Information Technology (MHRM – IT) for the academic year 2023/2024. I am conducting research titled "An Assessment of the Factors Affecting Employee Motivation in Public Parastatals in Tanzania, A Case Study of TANESCO Headquarters Ubungo." This research aims to assess the key factors influencing employee motivation, explore employee perceptions regarding these factors, and identify potential barriers that may hinder motivation at TANESCO.
The insights gained will contribute to academic knowledge and provide valuable recommendations for enhancing employee motivation in public sector organizations. By understanding these motivational drivers and obstacles, this study aims to support TANESCO and other public parastatals in creating more engaging and supportive work environments.
I kindly request your cooperation in responding to these interview questions. Please be assured that all information gathered will be handled confidentially and used exclusively for academic purposes. Your contribution is greatly valued and appreciated.



Thanks for your Cooperation.

I: Demographic Information of Participants
This is for researcher to collect participant’s demographic information
· Gender
· Female
· Male
· Prefer not to say
· Age
· Less than 30 years
· 31 – 40 years
· 41 – 50 years
· Above 50 years
· Level of Education
· Primary level
· Secondary Level
· Diploma
· Bachelor’s Degree
· Master’s Degree
· Doctorate
· Other (Please Specify).................
· None
· Position
· Frontline Employee
· Supervisor/Team Leader
· Manager/Administrative Officer
· Executive/Top Management


· Working Experience
· 1 to 5 years
· 6 to 10 years
· 11 to 15 years
· 16 to 20 years
· 21 years and above
· Career:
· Administrative Staff
· Technical Staff
· Supporting Staff
· Others (Please Specify)
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Objective 1: To identify the key motivational factors affecting employees in public parastatals in Tanzania, focusing on TANESCO Headquarters at Ubungo.
1. What are the primary factors that motivate employees at TANESCO Headquarters?
2. How do financial and non-financial incentives influence employee motivation at TANESCO?
3. Which organizational policies at TANESCO Headquarters contribute to employee motivation?
Objective 2: To explore employee perceptions of factors affecting motivation within public parastatal organizations at TANESCO Headquarters at Ubungo.
1. How do employees perceive the impact of job security on their motivation at TANESCO?
2. What role do work environment and managerial support play in shaping employee motivation at TANESCO?
3. How do employees view the fairness and effectiveness of the reward systems at TANESCO?
Objective 3: To identify potential barriers or obstacles that hinder employee motivation within public parastatal organizations at TANESCO Headquarters at Ubungo.
1. What challenges do employees face that hinder their motivation at TANESCO?
2. How do issues related to career growth and advancement impact motivation at TANESCO?
3. What factors related to workload and work-life balance serve as barriers to motivation at TANESCO Headquarters?
These questions align with the objectives and aim to capture the necessary insights from employees regarding motivational factors, perceptions, and obstacles.
Thanks for your Corporations


















[bookmark: _Toc182791228][bookmark: _Toc182791229]                APPENDEX II: Ministry Structure
[bookmark: _Toc182791230][image: https://www.nishati.go.tz/uploads/1622009296-ORGANIZATION-STRUCTURE.PNG]

APPENDEX III: Introduction Student Letter from TIA
[bookmark: _Toc182791231][image: C:\Users\KMKGM\Desktop\WhatsApp Image 2024-11-05 at 00.08.43.jpeg]

image2.png
MINISTER

[

"PERMANENT SECRETARY

"ADMINISTRATION AND HUMAN RESOURCES INTERNAL AUDITUNIT
MANAGEMENTDIISION
‘CHIEF INTERNAL AUDITOR
DIRECTOR
POLICY AND PLANNING DIVISION FROCUREMENT MANAGEMENT UNTT
DIRECTOR omecToR
FINANCE AND ACCOUNTS UNIT COVERNMENT COMMUNICATION TNIT
CHIEF ACCOTNTANT PRINCIPAL INFORMATION OFFICER
‘LEGAL servicES UNTT eroar
DRECTOR FRINCIPAL ICT OFFICER.

ENVIRONMENTAL MANAGEMENT UNIT

EassrIscs

PRINCIPAL OFFICER
'ELECTRICITY AND RENEWABLE ENERGY DIVISION. ‘FETROLEUM AND GAS DIVISION.
COMMISSIONER
COMMISSIONER
‘ELECTRICITY SECTION. Frrsrmv—
‘RENEWABLE ENERGY SECTION ‘NATURAL GAS SECTION

‘ELECTRICITY DEVELOPMENT SECTION.

PETROLEUM DEVELOPMENT SECTION





image3.jpeg
TANZANIA INSTITUTE OF ACCOUNTANCY
(T1A)
P.0.80x 8522,

KURASINI AT THE JUNCTION OF KILWA/
'NELSON MANDELA ROAD. DAR ES SALAAM.
Al Correspondences to be

Addressed to CEO ~TIA

TEL. Nos: 2851035/6

FAX. No:255 (022)0736 502628

Our Ref. Nn 'BE.30/390/01/141 1%t October, 2024

Clearance for Conducting Research in Tanzania

Chief Executive Officer,
TANESCO Headquarters Ubungo,
P.O. Box 9024,

Ubungo,

DAR ES SALAAM.

RE: INTRODUCTION OF MASTER STUDENT FROM TANZANIA INSTITUTE OF
ACCOUNTANCY

2. The purpose of this letter is to introduce to you Ms. Sakina Jumanne with
Reg.No.DSM/MHRM-IT/22/99638 who is a master student at the Tanzania Institute of
Accountancy. She is planning to conduct research in partial fulfilment of the requirement of the
master degree at the Institute. The research tittle is “An Assessment of the Factors Affecting
Employment Motivation in Public Parastatal Organisations in Tanzania” The area(s)
selected for conducting research is Dar es Salaam.

3 With reference Government Notice No. 489 of 1st 1997 which established the Tanzania
Institute of Accountancy, the responsibilities of the Institute are to provide training, conduct
research and consultancy activities in the areas of Accountancy, Procurement & Logistic
Management and other related business disciplines.

4. I kindly request your good office to avail to the students the necessary assistance to
undertake the research as planned. The main assistance his needs is the permission to conduct
research and meet different people in your institution. All financial costs will be met by student
herself. In case of restricted premises, the researcher may be guided accordingly. The expected
dates of commencement are April, 2024 up to end of October, 2024.

5. Ifthere is any query, please contact the Rector, Tanzania Institute of Accountancy, P.O.
Box 9522, Dar es Salaam, Tel: 0714 449 030,

Thank you for your continuous cooperation,
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