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Human Resource Department is heart in delivering service to the public. Much
expectation put by the public employees in this department increases pressure
and demand to deliver more. The purposes of this study is to investigate the
impacts of work stress on perceived job performance among HR professionals
in Tanzania. To establish the causality, three stress factors (work overload,
salary and role ambiguity) are used to determine its effects on job performance
which are measured by promotion and recognition. This research is based on
survey design which includes 152 sample observations from Central
Government, Local Government Authorities and Independent Institutions,
Departments and Agencies. The study finds moderate positive statistical
significant of two stress factors on job performance. However, work overload
is positively associated to job performance but it is not statistically significant.
Positive and significant association are found between salary and job
performance. Meanwhile, negative and statistical relationship is found between
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role ambiguity and job performance. This research recommends that the
Government of Tanzania should address the problem of role ambiguity and low
salary as the most stress factors affecting job performance. Steps should be
taken to increase salary and also provide non-financial rewards to increase
performance level.
Key words: Stress, Work stress & Job performance.
Student No. 2016-28855
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Chapter I: Introduction
For the organization to effectively performance, securing the wellmotivated employees with high level of performance is important. To
achieve this both intrinsic and extrinsic motives has been used to maintain
and improve performance of the employees. Job performance as many
researcher argued leads to increase commitment and improves the work
quality (Banna 2009). Among the HR officers, employee performance is
important because the HR is considered to be the heart of any organization
and therefore initiatives have been done to ensure high performance level.
However, the current changes in work structure, limited financial resources
to public sector poses the challenges in improving performance level.
Decision to stop hiring new employees, promotion inadequate salary and
compensations poses a threat to performance level of employees. The result
of these challenges are; increase of work overload among employees,
increase work pressure and stress that considerably affects the job
performance. This situation, therefore, makes working in HR department
more stressful as a result labor turnover among the HR officer increases.
Research shows that people working in employee service departments like
HR departments, Accounting departments, teachers, Health departments,
corrections officers and police officers are prone to stress (Isman 2010.
Mkumbo 2014, Jackson 2015, Azmana 2015, and Ungwuja 2009).
Work Stress is not only a problem in Tanzania but also the global problem
and thus it attracts concentration among the HR professionals and
Researchers. However, one of the controversial aspect of stress research
lies on the meaning of the term. Several meaning has been embedded in
understanding the term. For stance, Sisk (1977) defined Stress as the
individual’s tension, strain and reaction occurring between demands and
1

the environments (Sisk 1977) whereas Jackson (2015) defined it as the state
where job-related characteristics became unfriendly and unpleasant to the
extent it affects their behaviors, feelings, psychological and physiological
conditions in such a way that an individual fails to adopt new conditions.
More contradictions emerged right after some researchers stated the two
phases of stress that are Eustress and Distress. The eustress is the one which
brings constructive feelings and the distress is the one which is the threat
and destructive in nature (Ismail (2010), Mayor (2000), Yu Fei (2012) &
Leung (2012). This idea was then supported by Kella (2003) where he
proposed that some stresses are beneficial to organization performance as a
result of competitions and overworking meanwhile some stresses are
harmful as it may affect the employee health, increase labor turnover,
injuries and therefore lower job performance.
In most cases, work stress is the result of the government decision in human
resource management, its implementation and reaction to organization
changes. This makes researcher to conduct empirical studies that link work
stress and perceived job performance. In support of this (Kella 2003,
Mkombo 2014, Jackson 2015, Melanie 2005 and Marisory 2000) done the
empirical studies that linked several variables like work overload, role
ambiguity and salary with the employee job performance. Yet stress among
the HR officers in Tanzania is still under investigated and researched. This
makes the stress – job performance research remain the hot topic among the
researchers and HR specialists in Tanzania to peruse further. This research
therefore seeks to explore the existing relationship between the work stress
(imposed by work overload, role ambiguity and salary/compensation) and
the employee job performance among the HR officer in Tanzania. As of
important, this research also will provides valuable information about the
work stress effects and organization strategies to solve them.

2

1.1 Background of Study
For the past few years, the government has started changing the government
work structure by insisting creating well committed employees with high
integrity and performance. The implementation of this decision led to freeze
of hiring the new employees, promotions, salary increments and transfers
within the public service. HR department was given the mandate to ensure
that the decision is fully implemented. However, the decision increased
pressure and stress among the HR officers. Among the notable effects of
the implementation of this government decision is the increasing workload
among the HR officers in both local and central government mainly because
it was the HR department that was given mandate to make staff inspection,
re- verifying the employee academic certificate which raised concern and
pressure among the HR officers. In fact, the implementation of the decision
to a large extent increased the workload, however, there is no extra duty
allowance paid. Because of increasing pressure created by increasing
workload, the need to increase workforce in HR department and increase
salary, increments and overtime payment to HR officers and annual
promotion as it was before, is of paramount to increase the level of job
performance among the HR officers (Aliah 2011, Mkumbo 2014, Peter at
al 1999, Cox et al 2000 and Oi Lee Sing 2003). Currently, stress among the
HR officers is considered as one of major concern in the Ministries and
Local Government Authorities. Because of the increasing stress level, the
HR level of performance has been being affected considerably (Mkumbo
2014, Burchel (2002), Blaud at al. (2007), Henry et al (2008). Moreover,
the rate of the turnover among the HR officers has been reported to increase
because of over increasing workload and lacking the financial incentives
like salary increments and overtime payments.
Findings on the stress level among the HR officers shows that the
overloading makes these groups of employees failing to strike the balance
3

between work and family and finally reduces the morale and general job
performance. In the end, low performance among the HR officers has been
noticed as among the sources of the increasing labor turnover in Tanzania
(Mkumbo 2014). Some scholars have argued that because of the increasing
rate of stress and decreasing of performance level, there is need to conduct
the national wide survey in both LGAs and Ministries to determine the
extent of the stress and satisfaction level among the employees (Jackson
2015).
However, the extent of stress among the HR professional in Tanzania differ
considerably from central to local government. The findings by (Jackson
2015, Cannon 2013) indicates the high level of stress in LGAs which leads
to high rate of absenteeism, low level of

job performance, poor

performance and low commitment to work than in Central government
mainly because of differences in workload and role ambiguity.
This research therefore seek to investigate the effects of the work related
stress on the perceived employee job performance among the HR officers
in Tanzania.

1.2 Statement of Problem
Where there is a conducive environment, employee likes to work and their
performance will be maintained if the employee health and welfare are
taken into consideration. Yet, work stress affects the employee health,
commitment, satisfaction and general work performance. Some researchers
have asserted that many organizations in Tanzania consider work stress as
the personal problem than organization oriented (Mkumbo 2014, Jackson
2014 and Cannon 2013). The organization tendency to ignore employee
stress among HR officers increases the labor turnover, absenteeism,
sickness, reduces work commitment and lower performance level among
employees. The stress management also depends on how the employees are
4

able to cope with new pressure. More findings show that impacts of stress
on employee job performance in public organizations in Tanzania is
increasing. The research done by (Flora 2015, Musyoka 2012 Nita 2008)
shows that, about 42% of employees in service department like Nursing,
police and HR department experiences frustration and pressure which
makes the employee leave the organization. Several stress factors has been
studied and linked with poor performance among the studied groups. As
(Cannon 2013, Flora 2015 and Jackson 2014) stated that the factors like
role ambiguity, low salary, work overload, working environment in
Tanzania remains as the top sources of workplace stress which affects
employee performance. Moreover, it is worth to mention that poor
performance in the public organization is the results of the poor stress
management.
The HR department in Tanzania is prone to work stress. Although other
departments have a lot to do but the nature of HR department faces with
challenges of role ambiguity, insufficient financial motives, insufficient
working force leads to increasing work stress. Moreover, HR officers
because of the nature of their activities where they always interacts with
customers are subjected with pressure of satisfying the customers’ demands
with limited resources offered (Mkumbo 2014). In the other vein, little has
been done to investigate the stress among the HR officers and how it affects
the job performance. It is worth therefore to mention that, stress among
within HR officers is not worthy investigated. Based on the above research
gap therefore, this study seek to investigate the impacts of work stress on
employee job performance among the HR officers in Tanzania.

1.3 Research Questions
To achieve the research objectives the following research questions are
proposed;
5

a) What are main causes of job stress among management and
administrative staff in Tanzania public service organization?
b) What are the relationship of stress factors on employee job
performance in Tanzania public service organization?
c) What are the relationship between demographic variables with
stress level and job performance in Tanzania?

1.4 Study Purposes
The purposes of these study are to study the effects of the work related
stress on the job performance among the Human Resources Officers in
Tanzania ministries and local government authority. The second purpose is
to determine the most stressing factors that are significantly affecting job
performance among HR officers in Tanzania. The third purposes of the
study is to determine the correlation existing between the work related
stress and the demographic variables like job position, gender, level of
education, working experiences and marital status. The study also aims at
exploring the causes of the perceived stress level among the HR officers
and the organization strategies that can be used to solve the work stress
problem in Tanzania.

1.5 Stress in Tanzanian Context
Work stress has been studied in many countries especially in developed
countries however stress in the Tanzanian context is different. Tanzania in
past few decades experienced different social, political and economic
transformation aiming at increasing effectiveness and efficiency in service
delivery in both central and local government (Banna 2009). These
transformation also brought the changes on customer preferences for
demanding more quality and quantity services. Yet, the capacity of the
6

government in providing the necessary resources for service provision is
limited (Mutahaba 2009). The customer’s preference changes and limited
resources brings a lot of pressures in HR department however, there is
disparities in pressures and stress between Local government and Ministries
in Tanzania since over 70% of the services are provided by the local
government than central government.
The HR department in local government in Tanzania has been facing
several problems including lack of enough manpower in relation to the total
number of the employees to supervise in their work places (Devotha 2011).
Nevertheless, it is evident that few numbers of the staff increase the work
load and therefore, HR officers has to work more hours per day and even
during weekends and holidays. Despite the work overload among the HR
and administrative officers in local government authorities, it is clear to
point out that salary increments and promotions has been stopped for the
past few years because of limited financial resources which makes them
feels stressed because their efforts do not match with rewards (Laura 2016).
Moreover, the Local government authority in Tanzania have no authority
to determine their overtime payment until being approved by the central
government and therefore lacking the autonomy in financial incentives
increases level of stress among the HR and administrative Officer. On the
other hand, HR Officers in LGAs during the execution of their duties like
hiring, recruitment of operational staff and appointment, faces the problem
of role ambiguity mainly because of political interference which increases
pressure and stress and reduce the employee performance.
Unlike LGAs, the central government in Tanzania has well organized work
structure with expertise, few number of employee to supervise and less
political interference. Although HR and administrative Officers in Central
government (Ministries) faces the problem of work load and low salary, yet
the organized programs like training, sports and games competition and
cancelling minimizes the level of stress which makes the employee
7

performance to vary from that of local government. Prominent researchers
has stated that local government have high level of role ambiguity and
overload than the central government yet, this claims need justification and
verification. Therefore it is worth to undertake this study with this unique
cases in Tanzania in order to justify the effects of workload, role ambiguity
and salary as stressor on the employee’s performance with paying attention
to HR and administrative officers in LGAs and Ministries.

1.6 Scope of the study
The Tanzania Public service organization consists of the Ministries,
Independent Departments, Agencies and the Local Government Authorities.
The Ministries and the Local Government Authorities is governed by the
Tanzania Public Service Act No. 8 of 2002 and its amendment No. 8 of
2007.

The independent departments are governed by the respective

parliamentary act establishing the respective departments. This study will
therefore focuses on the Ministries and Local Government Authorities with
exclusion of independent departments, Agencies and quasi – autonomous
public organization
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Chapter II: Literature Review
This chapter will provide the conceptual discussion of the important terms
used in the study, the theoretical parts that underline the study, the empirical
literature of the previous studies, the conceptual framework of the study,
variable identifications and research hypothesis.

2.1 Conceptual Discussion
2.1.1 Stress
The term stress has been defined differently in different context and
therefore there is no universal accepted definition of the term stress to all
academician and researchers. For stance, Fetcher (2006) defined stress as
the continuous process involving individual transacting with their
environment, making appraisal of their situation they find themselves in
and endeavoring to cope with any issues that may arise. Stress is the state
of confusion and conflict arising from difference between demands,
responsibilities and opportunities (Usman 2010). Moreover, Stress is
defined as the process where the individual is under the excessive pressure
with no ability to effectively cope with it (ILO 2014). Stress is also defined
as the process whereby the individual interact with the changing
environment, ability they have to appraise the possible condition and
situation they came across and their ability to cope with any uncertainties
they face (Fletcher 2006). Durham (1992) stated that understanding the
term stress one has to consider three important aspects which are
engineering stage (limit of an employee to tolerate the uncertainties),
Reaction stage and the interaction stage. Moreover, the term stress is
defined as the state of individual transaction between three elements namely
demands, copying ability and the importance of being able to cope with the
demands McGrath (1976). Stress can be positive or negative and the
9

positive stress is the one that is constructive in nature while the negative
stress is the one that is destructive in nature (Bloisi et. all 2007& Mkumbo
2014).
It is now evident that the term stress and its definition as the previous
studies and researchers tried to define, is more contradictory and confusing.
To ovoid this academic contradictory some stress researcher preferred to
use the term Burnout instead of stress. The term burn out was developed by
the American psychologist called Hurbert Freudenberger in 1970’s and
thereafter it gained momentum in the field of academia (Mkumbo 2014).
The term simply means being exhaustive, listless and unable to cope with
environmental changes (Maslachy 2001). To make it different from stress
the researchers states that burn out happen when three condition happen
which are exhaustiveness, feeling down and reduces ones performance. To
avoid more confusion both terms (stress and burnout) will interchangeably
be used in this study.
Nature of Stress
The nature of Stress is considered to be complex and contradictory term
because it is more psychological and physiological and its effects cannot
easily be observed. The prevalence of the stress in other word is more
perceptual to the people who feels the disequilibrium over several aspects.
Individual perception over the external forces, motives and pressures was
considered as among of the important factors in understanding the concept
of stress in many researchers and psychologist however over time the nature
of stress changes considerably to include the individual responses to those
external pressures and motives. Some researcher therefore suggest that
understanding both internal and external environments of stress is more
important than considering only.

10

The nature of stress in many cases varies from one person to another and
from one organization to another depending the environment and
circumstances. The societal arrangements and interactions, balancing life
(family and work) and inequalities may differentiate the nature of stress
from one person to another. However Blumenthal (2003) tried to point out
that the nature of stress can be describes as cognitive nature of stress,
behavioral nature of stress and physiological nature of stress. Firstly, the
Cognitive nature of stress is concerned with the component of the individual
mental ability to understand the environment and difficulties he often
encounter. In many cases, some psychologists states that the cognitive
stress is first and far most concerned with the individual analytical and
mental capacity that deals with memory, capacity of problem solving and
attentions. It may also cause the problem of focusing to the important matter
that someone is doing because of the noises that are increasing in the nerves
system. Under the cognitive stage of stress an individual more often has the
tendency of being reactive and more likely to do harmful things (Mkumbo
2014). Secondly, the physiological nature of stress is the one which starts
from the individual brain and later on movers around other parts of the body
like liver, and blood vein which according to the medical practitioners
increases the plod pressure and blood sugar. If this situation persist the
person’s immunity to resist against any other diseases is threatened. Lastly
the behavioral nature of stress states that the individual faces the problem
of restless, forgetting the work arrangements and deadlines and sometimes
makes the impaired speeches at the work places.

2.1.2 Work Stress
Work stress in past decades has gained more attention in the field of
management among many researchers (Fisher el all 2001). Job stress is
explained as the reactions against external and internal organization
environment. Many researchers has stated further that the source of these
11

reactions and responses is the result of mismatching between the required
resources to perform a certain task and the provided resources by the
organization (Sauter et all 1999). Job stress also entails the personal
psychological and physical feelings of being unpleasant and threatened by
the changing organization environment (Montgomery 1996). Despite
carrying many connotation from different researcher who tried to define it,
it is important and worth to mention that there are about four unit of
analysis which relates to organization of work oriented that many
researchers used in developing the understanding and meaning of the term
job stress. These approaches are role ambiguity, role conflict work overload
and reward-effort imbalance (Jackson 2013). The above mentioned
organization conditions has overtime considered by researchers as the
sources of the psychological and physical pressures that makes some of the
time, employees fail to cope and therefore feel burnout (Malik 2011). The
employee’s self-esteem is important in understanding the capacity of the
individual to copy from the organization work arrangement. With high
personal esteem it is likely to have less and lower rate of job stress among
the employee in the organization. (Harris & Camerron 2005). Moreover it
has been statistically proven that gender disparities (men and women) in the
organization has different level of esteem and that will correlate with the
low level of job stress (Iwasaki at. al 2002).
General causes of work stress
Several studies has tried to show the sources of work stress in today’s
working setting and these causes do varies from one organization to another.
Since each organization has it’s our structure and culture the causes of stress
will therefore differ from one organization to another. Generally causes of
stress can be divided into two categories namely stress causes by work and
stress which is not caused by work. However for the purposes of this
research job centered stress will be explored. The organization sources of
stress is considered as the factors that is associated within the organization
12

and these includes organization structure, organization changes employeesupervisor relations (Deborah 2003). The Organization Change if not well
communicated and handled creates pressures and stress to employee. Many
organization theorists and researchers has stated that it is important to well
training the employees on the changes the organization intend to initiates in
order to reduces resistances, pressures and stress (Cannon 2013). Moreover,
some researchers has also argued that lack enough opportunities for
advancement among the employees, work overloading and under loading
also increases stress level among the employees. However Alberch (1978)
stated that stress in working places is based on the individual feelings and
emotion arising from the unrealistic expectations from the organizations.
These feelings includes time, anticipatory, situation and encounter stress.
On the other hand working conditions has been noted as among the factors
causing workplace stress. The prevalence of noises in workplaces, lack of
air conditions during summer time, lack of enough working facilities and
resources in the public organization increases pressure and stress level. In
Tanzania case, unavailability of enough employee housing facilities
especially in Local Government Authorities as been pointed as major
sources of stress (Mkumbo 2014, anon 2013 and Jackson 2015). As argued
by (Nadeem et. all 2011) communication, information sharing and the
relationship between supervisor and employee as well as co-workers
relationship are among the organization factors for workplace stress. Where
the channels of communication within the organization are clear and the
information conveyed through those channels are not clear stress escalates.
On the other hand lack of balance between work and family life is among
of the emerging factors for work stress in modern public organizations.
Report shows that work – life balance in Tanzania public service is much
affected by lacking work flexibility arrangements where part time work,
voluntary reduced work time, temporary works, job sharing, leave sharing
and pooling and telecommuting are not allowed.
13

Measuring Work Stress
One of the important aspect in the work stress research in based on the
parameters used to measure the work stress. The work developed by
Krestesen on measuring the work stress is important in this part. He
developed the Occasional Stress Inventory (OSI) as the scale to measure
the work related stress in the work places. The OIS uses three parameters
in measuring the work stress. The first dimension used is Occupational Role
Questionnaire (ORQ) which uses six dimensions in measuring the work
related stress and these dimension are the role ambiguity, role conflict, role
insufficient, role Physical work environment, work boundary and
responsibilities. The second developed dimension to measure work relate
stress is called Personal Strain Questionnaire which among other thing it
measures the individual physical stress, interpersonal stress, the
intrapersonal stress and the psychological stress of an employee. The third
notable measurement of the work stress is called the Job Resources
Questionnaire which takes into consideration the job related factors like the
job participation, employee rewards, job control, job security job feedback
and the employee – employers relations (Flora 2015).
Stress Management Strategies
Several strategies has been used by the organization to manage the stress
level within the work premises. Although over years the reactive measures
has been used to manage and solve the work place stress yet the proactive
measures are important to take into consideration. The proactive strategies
toward stress management focuses on the work arrangement than
employers and therefore it produced tangible fruits as far as far stress
management is concerned. The first step toward stress management perhaps
should be identifying the factors that perpetuate stress to HR officers.
Folcuman & Lazarus (1988) in their research proposed that copying
mechanism can be categorized into two ways which are problem focused
14

and emotion focused. The problem focused copying mechanism focuses on
the changing the problem that the employee faces in the organization
whereas the emotion focused mechanism focuses on the individual ability
to copy with the changing and emerging circumstances which increases
pressure and stress (Najimoddin & Selamawit 2013).Simply, Stress
management strategies can be categories into two groups which are
employee strategies and the organization strategies to stress management.
Generally, the employee stress management strategies aims at solving the
health problem that the HR officers and other employee faces in the
organization whereas the organization strategies focuses on work structure.
This research puts more emphasize on organization strategies because they
provide the base for stress management in work place. These strategies are
Improve the rewards system, training opportunities to employees. The first
way is improving the reward system. Many management researchers argues
that rewarding system can be the source of stress in itself and can be one of
the important strategies to solve the stress problem and increase the job
performance level among the employees. In today’s competitive
environment the main task of the managers is therefore to find the way to
motivate the employees, reduce the stress level and increase the satisfaction
level (Turinawe 2009). In many cases the rewarding system is closely
related to stress level and job performance. As the Effort – Reward
Imbalance (ERI) theorist argues that where there is imbalance between the
employee effort offered to the organization and the reward given in return
the level stress will increase and satisfaction level drop dramatically
(Riketta 2002). Many researchers has agreed therefore that there is strong
relationship and association between rewarding system and satisfaction
level. In most cases therefore the high better reward reduces the rate of
stress and increase the satisfaction level. Gerald & Osbon stated clearly
that rewarding system is the major determinant towards stress and
satisfaction level. Although this assertion didn’t emphases on what kind
reward system is more important but it is imperative to not that both
15

financial and non-financial motives plays major role in reducing the stress
level and increasing the perceived performance level. The second strategy
is Employee Training and development. The HR managers in both
Ministries and LGAs should design the training programs that will help to
capacitate the employees in the organization to understand the challenges
ahead of them and more importantly to be able to master the added new task
arising here and then (Deborah 2003). The employee training will offer two
important role toward managing the work related stress. The first role is
providing relaxation. Since HR officers in Ministries and LGAs are facing
heavy workload and working with tight deadlines with less time of rest,
training will be important to teach how best employee could relax and
handle their duties as well. As Melanie (2005) argued that relaxation
training to employee helps to improve the wellbeing feeling and work
control, and better physiological and physiological feelings toward work.
The second role of training to manage the stress level among the HR
officers in Tanzania is to train how to handle the added duties. Many has
argued that because of the shortages of staff HR officers are assigned duties
without equitable training on how effectively to handle the new assigned
responsibilities (Melanie 2005). The third strategy is balancing demand and
control mechanism in the organization. Many stress management
researchers has pointed out that the management role to solve the work
place stress is to strike the balance between the employee demand and
control side. For effective work stress management the demand side of the
employee like the workload and its patterns should be controlled. Demands
sides to be taken into consideration among the HR officers in Tanzania
includes the ensuring the availability of equitable resources necessary for
performing the HR tasks, developing flexible working plan, forecast and
discuss the current and future anticipated workloads and work patterns that
will help to solve and adjust to staff absence and shortages and lastly but
important providing formal and informal training on how to manage the
work load and prioritize the work ahead of them (Leka 2004). On the other
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hand the control side concerned about the extent the employee has decision
and say over the work they do. For effective stress management the
emphases under the control side is based on how far and much the
employees are able to develop and use new skills that will help to manage
the workload, the extent employers and employees communicate over the
work patterns and more importantly the extent the HR officers are able to
handle the assigned duties with the limited available resources (Soodesh
2006)

2.1.3 Employees Performance

Employee performance over decades has remained as the concern to
organization theorists and researchers. Although the concept of employee’s
performance is very common and widely used, both researchers and HR
practitioners have seen an increasing demand of linking HRM to the firm’s
performance (Rogers et al 1998). Performance implies the extent to which
the organization has successful in accomplishing the predetermined goals
(Banna 2009). The successful organization can be considered to have high
performance if first and far most its output and outcome are more than
inputs (Eivazi 2010). Moreover, Employee performance is considered as
the ability of organization members to successful accomplish the
predetermined goals (Edvadson 2005). Many organization researchers has
stated that performance measurement between public and private
organization is different as the private enterprises will largely focus on the
profit, shareholder returns and rate of investment (Maguire 2003). The
government organizations which its major task is to provide services to its
people in most cases, the performance is measured by its effectiveness and
efficiency in delivering the same service to the community (Glasser 2005).
The organization theorist has identified factors behind the successful
organization performance. These includes supportive leadership system,
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amount of resources allocated to the same organization (Banna 2009).
However, measuring organization and employee performance is not a
simple task as there is no single accepted measurement of it. Yet, most
organization uses Key Performance Indicator (KIP) to determine the extent
to which the organization has successful realized the predetermined
objective (lebo et al. 2010). KPI uses both monetary and non-monetary
determinants to measure the level of organization performance. On the
other hand Human Resource is identified as the most important factor
toward organization performance since the successful utilization of the HR
remains as the central factor toward organization performance (Amstrong
2005). Performance measure is done to determine the employee’s level of
effectiveness and efficiency in achieving their goals. Moreover the
employee performance measurement is based on the quality and quantity of
service offered and extent to which the level of their effectiveness and
efficiency contribute to service delivery (Eivazi 2010).

2.2. Empirical Literature Review
Several research have linked workload, low salary/compensation and role
ambiguity as the source of stress in most organization. Moreover the above
factors, according to the studies affects not only organization but also
employee performance (Mkumbo 2014). Nevertheless, Role stress
contribute much to lower the organization performance. Role stress entails
several aspects but role ambiguity and work load remains as more used
indicators to job stress (Cooper 1999). Role ambiguity happens when the
organization members lacks the important information and resources that
help them to perform their duties, lacks clear understanding on how the
desired goals should be meet, how their performance will be measured and
how rewards and sanction can be imposed if they underperformed (Alham
er all (2011), Copper (1991) & Muttie et all 2012). On the other hand, it is
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true that employees have job descriptions that contains the information of
their responsibilities, yet, the changing environment and competiveness
among organizations in service delivery force employee to perform
multiple task at a time (Banna 2009). As Alham et al. 2011 in his research
stated that the University lecturers perform multiple tasks such as lectures,
Research, Consultations, supervising the student and carry out other
administrative activities which makes them feel overloaded. Based on the
previous researchers, it is worth to mention that, work load is and remains
as the most stressor that affected mostly the organization performance
Sajuyigbe et al. (2015). Although multitasking become common in today’s
working environment, yet, its contributions to work overload bring
countless effects as it lower the employee satisfaction and reduces the rate
of commitment to the organization mainly due to unmanaged workload
(Ibtisam et all (2015). It is because of work overload that majority of the
Administrative staff in Mongolia according to researches, find themselves
in difficult time of balancing the family life and work life since they were
obliged to work even during weekends and holiday to finish the assigned
duties (Oyongurel et all (2015).

2.3 Stress – Performance Relation
Previous research has contradictory views on the work stress – employee’s
performance relationship. Moreover, the present literatures of stressperformance relationship show that there is liner direct relationship
between the two variables while other finding shows otherwise (Oi 2003).
Currently, there is no clear agreement among scholars and researchers on
the relationship existing between the job stress and performance. For the
purpose of this research, the study of the previous research on stress –
performance relationship can be categorized into two groups. One group
argued that stress has a direct positive effects on employee’s performance
while other group stated that there is a negative relationship between the
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two variable. For instance Stevenson et al (2006) conducted the empirical
study on stress-organization performance relationship among the higher
education and academic stuff and the result of the study shows that there is
a direct and positive relationship between job stress and performance.
Moreover, Henry O. et al (2008) conducted the survey in five public sector
in Botswana with 125 respondents by using the administered questionnaires
to study the effects of the job stress and the organization performance
among the selected institutions. The result of the study shows that with high
rate of role ambiguity and work load the level of employee’s performance
dramatically drop and therefore lower the performance. Furthermore,
Mkumbo (2014) and Jackson M. (2015) in their studies about work stress
in Tanzania they showed that unmanaged job stress has a direct
psychological and physical effects to employee and positively affect their
commitment on the organization activities.
The organization with lack of job clarity (job ambiguous) in most cases
create pressures among the employees who in most cases fails to decide
what to perform and at what time(Wu 2011). Under this group, job stress is
perceived as detrimental to the employee performance as it leads to health
problem, lower satisfaction level of the employees, lowering commitment
level, time wastage as employee will consume much time to deal with their
stress problems than work and reduce the employee concentration on their
work (Van dyne 2002 & Le pine 2005).
The second group suggest that job stress and performance are negatively
correlated. For stance Rashid (2011), in his research using survey method
to study the impacts of job stress on job performance among the Bank staff
in Pakistan by using 100 sample and the results shows that organization
culture and family–work balance are not necessarily affects the
performance of the organization therefore negative relationship between the
two variable observed. Moreover, Jamal (1984) he studied the relationship
between the job stress and performance and the results shows the negative
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relationship between stress and performance variables. The researcher
postulated further that stress in merely the product of employee perception
and reaction against working environments where sense of insecurity
happen. Interestingly, the researcher found that the relationship between the
two variable are not always liner. In his survey using 305 sample frame
among managerial workers in Canadian organizations he found that there
is a negative correlation between job stress and employee performance. The
employees with high ability to control their emotions and feelings are more
likely not to be affected by stress and they will be able to maintain their
level of performance (Carmel 2003). Furthermore, those who support the
argument states that, despite lacking job clarity, the employees who always
be able to follow the supervisor instructions are more likely to perform (Wu
2011). David (1998) in his research has observed that work stress is the
growing problem in work place now a days as it affects the employee health
that at the end deteriorate their commitment to effectively perform
according to the agreed standards. Moreover, Marilyn (2010) conducted
research to investigate the considerable effects of work stress on
performance level. The findings shows that stress factors like work load and
low salary was the major sources of labor turnover and low level of
performance among the surveyed employees. Factsheet (2006) studied the
factors that are commonly associated with the stress and hoe they are
negatively associating with performance of the employees. The research
finding shows that among the stress factors included in the study, role
ambiguity, work overload, low salary, working environment are the most
stressing factors which are negatively affecting not only individual
performance but also organization performance. Despite the fact that work
stress and employee performance relationship is still not clear, however,
many scholars and researcher has argued that job stress negatively affect
the employee’s performance (Coper 2008, Mkumbo 2014, Oi Ling 2003 &
Siu 2003). This research seeks therefore to make clarity on whether work
stress affects the perceived job performance on Tanzanian context.
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2.3 Theoretical Background
This part tries to discuss different theoretical background that underpins
the stress and employee job performance relation. The effort- reward
imbalances, job characteristics theory and Demand control model will be
discussed hereunder.

2.3.1 Effort - Reward Imbalance Theory (ERI)
The ERI model has its origin from medical sociology and in deed it
emphasis on the balance between the effort and the reward structure of the
work (Marmot Siegrist at al 1996). The effort – reward imbalance theory is
a popular theory that explain the source of stress in work places. This theory
has the transactional features as it emphases on the role of organizational
environment and the individual employee’s differences in the organization
(Jackson 2013). The theory argument is based on the ideal of social
reciprocity where the employee expects that with the increase of the effort
in performing the duties there will be relative increase in the rewarding
system (Johannes 2012). The imbalance and the failure of the reciprocity
create the psychological effects among the employee and sense of feeling
burnout. The Organization strategies in providing the reciprocity rewards
such as salary increment, carrier development opportunities, equal
promotion has a logical meaning in addressing the work stress (Peter 1999).
Moreover, it is evident that any miss match between the effort and the
provided rewards is likely to make employees more stressed. ERI deeply
emphasis on the extrinsic motivation in which the major emphasis was put
on the ability to control the whole process of the work against the personal
commitment toward performing the assigned duties (Mkumbo 2014).
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Figure 1 ERI Model

Source: Johannes 2012.
Although this theory laid down the foundation on this study it has been
criticized by other researchers and theorists by focusing much on the
extrinsic motives and incentives in the organization such as rewards, salary
and compensations (financial rewards) and neglecting the intrinsic motives
like appreciation, recognitions that might reduce the stress level and
increase the level of job performance (Natasja 2004).

2.3.2 Job Characteristic Theory
The theory was developed by Hackman and Oldhaman and it suggest that
a certain job characteristics like task identity, task significance, workload,
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job autonomy, skill variety and job feedback are important aspects to focus
in studying the job related stress because they create the psychological
states of experienced responsibilities and outcome (Hackman et al 198).
Moreover, George et al (2008) stated that the positive or negative work
characteristics has the possibilities to create the chance for promoting the
cognitive and behavioral outcomes like motivation satisfaction and
absenteeism. The theory states that in the organization there are about four
job characteristics which if not well stated and carried out can cause job
stress.
These characteristics includes Task identity which implies the extent to
which the organization is able to let its employee perform the assigned work
and produce the intended organization goals,

Task significant which

implies the nature of the impacts of the employees job has within the
organization itself and outside the organization at large. The third
characteristics is skill variety which implies the nature of skill an employee
possess and how that skills and knowledge fit to his or her particular job.
The fourth characteristics according to the theory are job autonomy which
explains how the employees are free to make decision affecting their job
performance without being interfered by the higher authority (George et all
2008).
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Figure 2 Job Characteristics Model

Source: George 2008.
The theory considers the internal motivation and satisfaction as the
important to the employee to be effective engaged in their activities and
have high performance mainly because of high self-motivation and job
performance. According to the theory, the work with high job
characteristics will guarantee high general job performance and growth. Job
performance generally implies the extent to which the employees are well
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committed on their job, be happy and satisfied to what they’re doing and
the extent the job gives the opportunity to the employee to prosper and
advance through different organized activities like training and
development and promotion (Billy et all 2001).
Some researcher later on developed further the theory by insisting that the
understanding of the theory should include the study of the Growth Need
Strength (GNS) which incorporate the idea and work of Maslow theory of
hierarch of needs. GNS implies the employee’s needs and wished to reach
high level of advancement within the working context. Where the job
characteristics provide the opportunities for the employee to excel the work
performance will be improved dramatically and feeling of satisfaction will
be achieved too (Billy et al. 2001). With high level of performance, the
organization tend to reward the high performers through salary increment,
recognitions which create the positive feelings of work among the
employee.

2.3.3 Demand/Control theory
Apart from other discussed work stress model, Demand and control theory
tries to show the sources of work stress in relation to the working
environment (ILO 2011). The theory address the work stress as the chronic
problem in the working environment which in most cases is caused by the
decision made by the organization management on the matters affecting the
human resources not as the starting point to endanger the employee health.
The job demand/ control theory was developed by Karasek in 1979 and his
main two variable (Demand and Decision) are core in understanding the
theory. According to him the employee demand is not soles source of the
work stress but rather if such demands is accompanied with low decision
that will create the strain among the employees and the impacts of these
strains was expected to be immediate to the employee effective reactions in
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the aspects of job performance and depression (Toby et all 1996).
According to this theory, any work in any organization having high rate of
the employee demands with low rate of decision is more likely to create
high rate of pressure and low the employee satisfaction and organization
performance. Some other theorists who further tried to develop the theory
has stated that the important thing to take into consideration is not only the
facts of having high job demands and low decisions in the organization but
rather the nature of the interaction existing between decisions and demands
which might affects the employee satisfaction level Toby et al 1996).
According to Dwyer and Granster (1991) in their study on job demand and
stress found that the interaction between the work load and control within
the organization and reduces the rate of the satisfaction and increases the
rate of absence which then affects the organization productivity. In most
cases these theorist quantifies the job demands as the sources of the
psychological pressures at work which is created by the time an employee
given to accomplish the task. Cox et all (1995) stated that the DemandControl theory remains as the most influential theory in the field of stress
research because it contains the structural characteristics of the employees
in their interactions with the working environment and not only what is
happening during the course of the interactions. The model (Demand and
Control theory) as its major attribute was higher job demand and low job
control produce high pressure and stress was latter expand ended to include
the social support. The main theme of introducing the social support is that
with high interactions and social support the individual employee will be
able to control the social environment even though the job demand remain
high (George et all 2008).
Demand and Control theory like many other theories which is not selfsufficient faces with some shortfalls and weakness. The main argument of
the theory is that high job demand with low job control will indeed cause
high strain and later other theorist tried to include the social interaction to
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buffer between the two variable (Cox 2000). However this theory is limited
to some job characteristics like high job demand, low level of job control
and social support without taking into consideration the presence of
multiple varieties of job stressor that employee face. Despite the fact that
this theory provide the framework on the job characteristics (Demand and
Control) and employee- environment interaction in the work environment
it doesn’t provide the reason why the same characteristics produce different
results when subjected to different employee (George 2008).More
overcome researchers has stated that the theories tries to make over
simplification of the job demands that when the job demands is high to one
employee it is high to the rest employee something which is not necessarily
true. On the other hand Cox (2000) showed that the Demand and Control
theory conceptualize and define the job demand by only considering the
workload as most influential in work related stress and neglecting other
variables like compensation and pay, lack of promotions, role ambiguity
and lack of clear carrier development within the organization. Some
employee however may feel that high job control by itself increases
pressure and stress because of feeling the sense of self efficacy (George
2008).
Although each theories provided above have different argument toward
work stress each has its own limitations and therefore no theory which is
self-satisfied. This study will therefore base on the rewards –imbalance
theory, job characteristics theory because they at least explain the nature of
stress and work stress among the HR officers in Tanzania

2.4 Conceptual Framework
This parts shows the conceptual framework model of the study. In this
model stress as independent variable will be measured by three indicators
which are work load, role ambiguity and salary/compensation and
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employee job performance will be measured by two indicators which are
Work efficiency and effectiveness.

Figure 3 Conceptual Framework Model
INDEPENDENT VARIABLE

DEPENDENT VARIABLE

Work Stressors

Employee Job Performance

Work overload
Promotion

Role Ambiguity

Work Stress
Work
Recognition

Low Salary

Figure 2. A Conceptual framework model of impact of stress on
organization performance in
Tanzania.

The conceptual frame work above shows that work stress which is as
measured by the workload, role ambiguity and salary affects the level of
employee job performance. Through the model above it is expected that the
relationship between these two variables will be studied in detail.
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2.5 Variables and Hypothesis
This part will discuss the variables that will be uses to study the stress
impacts on employee job performance and the hypothesis. The independent
variable of the study is Work stress and the dependent variable is
Employees performance. The research also has one moderating variable
which is supportive leadership

2.5.1 Independent Variables
Work Stress increasingly, work stress in modern organization affects the
job performance. Mark (2004) stated that stress effects should not be
ignored as its effects not only affects the individual health but also affects
the employee satisfaction and general organization performance. Moreover
findings shows that stress there is linear correlation between job stress and
organization performance (Mkumbo 2014). The Stress research has
justified that work load, role ambiguity and employee salary remain as top
stressors that affects the organization performance. Therefore these
research is hypothesize that;
Work overload
Work overload defined as the process of having too many work to perform
in an organization (Andre 2001). The work overload is in many cases,
linked with the required time and given time to perform the same work (ILO
2009). Moreover, it can be stated as the total capacity required by each
single employees to perform the assigned work or the understanding of the
job demand and the available capacity to do the same job (Kantowitz 2001).
Work overload is associated with time pressure thus causing the employees
to feel burn out (Jackson 2005). It has been argued that work load is and
can only be understood as the differences between difficult of the assigned
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job, the knowledge, skill and ability the employee possess and the total time
taken to perform such work (Wickens 2002). Work load as from above
definition seems to relay on the demand – resources relation however it is
important to generalize that all work load is based on demand side
(Mkumbo 2014). Some researchers have argued that the definition of work
load is still confusing because it work load can go beyond the demanding
side. Thus why these researchers adopted the term Task load (Hilburn at al
2001). To them task load is considered as the end result of work load, what
work leads to and it is from external environment where as work load will
involve the ability to adopt all those changes (Hendy 2002).
Workload as a stressor has been studied by many researchers as the source
of stress in work place and its impacts toward employee job performance
(Mkumbo 2014, Jackson 2015). In their studies workload outlined as the
first job stressor and it was mentioned as the sources of inefficiency among
the employees. As the job characteristics theorists argues that the
overloading increases pressure in performing the work however there is no
consensus where the same affects the satisfaction level among the
employees as some employee feels satisfied when having too many goals
to pursue (Fred 2011).
Salary
Salary has been linked with the stress in many research. The idea is based
on the extrinsic motivation theory where ideally the financial reward plays
the important role in increasing job performance. The organization which
provide high and satisfactory salary in relation to the work load has high
rate of performance (Alexandros 2003). Although one might argue that
financial incentives not necessarily improve employee’s performance but
its impact should not be underestimated (Darmon 2004). Salary helps to
influence the employee’s behavior positively or negatively. Where
employees feels that there is mismatch between the job quantity and the
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provided salary they feels demoralized and stressed (Kreitner, 2005). It has
been stated that organization that effectively provide equitable rewards
(Salary) to employees in relation to their performance has high performance
and less friction than the organization that do not provide fare salary and
compensation packages (Muczyk 2004). However it should not be
generalized that, salary is the only motivator because non-financial
incentives like recognition and appreciation plays and important role too.
Research has argued further that, most of public sector employees
experience stressful life because of the low salary they get that do not march
with their demands (Ibtisam et all 2015). Although salary determine general
employee satisfaction in the organization but it is not always the case and
therefore it is important to observe how this variable influence work
satisfaction among the HR officers in Tanzania
Role ambiguity
Role ambiguity happen when the employees don’t know exactly what the
organization is expecting from them. Researches has identified method of
work, schedule of work and the method or criteria for performance
measurement as the attributes of job ambiguity (Jeffrey 2000). Moreover
role ambiguity is the degree to which the employee’s responsibility are not
clearly stated and the states of confusion on the level of authority that such
employee repot to (Kahn et all 1992). Role ambiguity according to
researchers affects the organization performance as it increases the rate of
turnover, job tensions and reduces employee’s commitment on their work
(Seigh 1998). Role ambiguity also entails the lack of clear and specific
information about what is expected from them. Role ambiguity in Tanzania
public mainly occurs where two or more officers are performing the same
job as duplicate and find that they cannot meet expectation of supervisors
(Jackson 2015). Moreover job ambiguity happens because the supervisors
do sign the work to their subordinates with unclear or incomplete directives
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which makes the same employee fails to meet the performance target and
supervisor demands (Mkumbo 2014). The supervisors are needed to clearly
explain the goals their employees are expected to peruse in an organization.
Many organization theorist and researchers argued that the goal setting and
communication to employees is the cornerstone toward organization
performance and the efficiency of the employees will therefore depends on
their level of understanding what goals to peruse in which manner. It has
therefore suggested that Role Clarity is important as it motivate the
employees to perform extraordinary (Yung-Tai et al. 2010). Role clarity
means how effectively and clearly the goals, responsibilities and directives
are well communicated among the employees. Any failure in such
communication create sense of unconfident in task performance. Hence,
this means therefore that job ambiguity affects employee’s performance.

2.5.2 Dependent Variables
Employees Promotion
Promotion has been recognized as one of the factors that plays an important
role towards the employee job performance. Where the employee perform
satisfactorily the chance for advancement and growth should be granted to
reduce stress level and increase job commitment, experience high level of
job performance which finally reduce rate of labor turnover among the
employees (Nroraani M. & Zaizura che Z. 2013). Many organization
researchers has agreed that employees who work hard and good performers
must be rewarded handsomely and the best ways to reward such employees
is by ensuring carrier development and promotions Many HR officers in
Tanzania and other professionals are considering leaving their organization
because of not having enough chance to grow and advance in their carrier.
Many researchers has indicate the positive relationship between promotion
and employees job performance in most public organizations (Usman 2000,
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Sssesanga et. all 2005). Employees promotions in most cases is
reciprocated to job performance as it is sources of increase employee
responsibilities, salary increase, status increase and more importantly it
increase the level of the authority among the HR officers (Alam et all 2012).
Although employee promotion is positively related to job performance as
many organization researchers argued, if not fairly and well-handled can
increase level of stress and dissatisfaction. It is therefore important to
promote employees who performed satisfactorily as per the performance
appraising system guiding the organization as doing otherwise might create
pressure to the employee by feeling not be appreciated by their efforts
rendered. This ideas is highly supported by the Effort – Reward imbalance
theorist who consistently argued that employee’s efforts should be balanced
with the organization rewards.
Employees Recognition
Public organization nowadays are operating in competitive, rapid changing
environment and technological advancement and in order to ensure the
smooth operation recognizing the employee efforts contributes toward
motivation and satisfied employees (Mohsin 2010). Employee recognition
means the acknowledging and honor to the employees who offered the most
of their efforts and knowledge to make the positive contributions towards
attaining group or the organization goals. More scholars states that despite
having many work to do the employee who are recognized for what they do
increases not only their individual performance but also general
organization performance (Bugaza 2013). Despites contributing to good
performers, recognition also encourages the rest group to perform better
and feel the job autonomy. Researchers have argued that when discussing
recognition, two aspects should be taken into account. One of the aspect is
searching for, identifying and realizing the employee who met the
organization goals while the second stage involves the management doing
something for the good performers like offering the recognition latters,
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verbal recognitions and offering certificates to the good performers (Harter
2003). Moreover, Rwizan (2010) argued that the main purpose of job
recognition is to define the organization pay system and link it with the
employee performance standard which ultimately brings employee job
performance. This study therefore argues that where employees are
recognized on what best they achieved the perceived job performance
increases.

2.6 Research Hypothesis
From the above literature review, and in order to attain the research
objectives, this study therefore hypothesize that;
There is significant relationship between work stress factors and employee
job performance among HR officers in Tanzanian public service.
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Chapter III: Research Methodology
This chapter explains the methodology employed in the research in order to
get desired findings. The Research design, Sampling methods, data
collection and analysis method is thoroughly discussed.

3.1 Research Design
This study relied on Descriptive research and it employed the survey
research design (Cross sectional survey design) where large number of
respondent was asked the same question and collected data helped to show
the relationship exiting between job stress and employee job performance.
Survey method was important as the researcher seeks to study the
perception of employees on job stress and how it affects their level of job
performance. The cross section survey was selected because the research
will be in a good position to study the problem at a point in time without
taking longer time. The rationale of the cross sectional study is that it help
to study the feelings and perceptions of the employees that are difficult to
be directly observed.

3.2 Data Collection Method
This research used questionnaire method to collect data from the field in
which questions were distributed to the respondents and asked to fill them
and send back to the researcher. The questionnaire used was standardized
questionnaire which was developed and used by Ibtsam et al (2015),
Jackson (2015) and WHO (2007). However these questionnaires were
modified to fit the study and country context. In order to ensure easy data
collection, e-distribution were used where by the online survey question
was prepared through Google form website and distributed through the
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respondent’s mobile phone and asked them to fill and return the same to the
researcher for analysis. This method is convenient as the researcher has the
database of the telephone number of the HR/non HR Officers in the Public
service organization. Moreover, the online survey is advantageous as the
respondents who respond and return the responses through Google link
their names do not appear and therefore confidentiality is highly maintained.

3.3 Data Measurement
The research used the standardized questionnaires which was developed by
other researchers who studied the relationship existing between job stress
and employee job performance. Stress and job performance is widely
studied variables and likert scale has widely be used to measure these
variables. This research adopted the Matrix Questionnaires which was
developed to measure the responses from the respondents. The responses
was then measured on a 5 point scale anchored on 1- “Strongly Disagree”,
2- “Disagree”, 3- “Neutral”, 4- “Agree”, and 5- “ Strongly Agree”, so the
respondents will be requested to indicate the extent that each statement
characterized them using the Likert scale format from 1 (Strongly Disagree)
to 5 (Strongly Agree).

3.4 Sampling Method
The researcher will used both random sampling and purposive sampling
method. Purposive sampling was used to select the cadres under study (HR
Officers) and in selection of the organization to focus on (Ministries and
LGAs). The selection of the HR officers in central and local government
authority was done mainly due to homogeneity in operations of their
activities. This study also used random sampling to select the sample frame
in which employees were randomly chosen from the population and have
equal chance to be included in the study.
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3.5 Target population and Sample Size
According to Tanzania government structure, public service organization is
organized around Ministries, Departments, Agencies (MDAs) and the
Local Government Authorities (LGAs) each organization has the
administrative and management staff. Currently there are 19 Ministries and
30 Regions. Since it will be difficult to use all the organization as the sample,
the research intend to use the HR officers from 5 ministries and Regions in
LGAs and the result will be replicated to other organizations. Taking into
consideration the time limit, the researcher used 152 sample size to collect
data from the field.

3.6 Data Analysis
This study used quantitative method of data analysis. The descriptive
statistics was used to analyze data with aid of diagrams from the obtained
data which is important to establish the study demographic trend (age,
gender, marital status, level of education, place of work and job position)
in relation to control variables. On the other hand, bivariate correlation and
Simple linear regression analysis was performed to test the research
hypothesis that aimed to establish the causal relationship existing between
job stress and employee job performance among the HR Officers in
Tanzania.

3.7 Validity and Reliability
In order to ensure that the measurement and findings was consistent, precise
and sound the validity and reliability was highly emphasized. This section
therefore explains how the study ensure validity and reliability.
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Validity
Validity in this research mean and extract how far the research measures
what exactly expected to measure (Joppe 2000). Validity as explained by
Saunder (2007) is the way it determines what is definitely mean to be. The
research therefore at all-time strived to achieve high level of validity both
internal and external validity. In order to achieve this the research will
ensure that the research findings research what is intended and the result
focused on the main theme of the study. In this research the conclusion of
the findings based on the measurement and research design helped to
estimate the conclusion of the causal relations between the independent and
dependent variable. In order to insure the external validity the researcher
strived to ensure that the sample understudy is representative to all
population so that the results of the study can be generalized to whole
population.
Reliability
The term reliability means the extent to which the research findings are
reliable and precise to all set of population under study and ensure
generalization and reproduced under the same research methodology
(Joppe 2000). According to Hulland 1999 there are two ways of measuring
the reliability in social science research and these are indicator reliability
and Cronbach’s alpha reliability. The indicator reliability measures the
outer loading of factors which must be ≥ .7 while the cronbach’s alpha
measure the internal consistency reliability which is measured at ≥ .6 and
≥ .7 respectively. This research therefore employed the Cronbach’s alpha
reliability which is the widely used reliability measure as it measures the
consistency of the findings.
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Chapter IV: Research Findings and Results
This chapter present the findings and results obtained from data analysis.
The result are presented in descriptive statistics of the demographic
variables that shows the distributional characteristics. Moreover, regression
and coefficient correlation analysis was performed to determine the
relationship between variables and testing the research hypotheses.

4.1 Demographic Characteristics
A total of 152 out of 160 HR and Non HR professionals participated in this
study by filing and returning the complete online survey questions.
Majority of the participants were from Ministries and LGAs where this
study focused as detailed in table 1 and explanations below.

Table 1 Demographic characteristics of Gender, Age and Marital
status
Descriptive Statistics
Items
Gender

Age

Marital Status

Frequency

Percent

Male

77

50.7

Female

75

49.3

18 – 29

48

31.6

30 – 39

86

56.6

40 – 49

13

8.6

50 – 59

5

3.3

Single

57

37.5

Married

90

59.2

Divorced

5

3.3

152

100.0

Total

40

The result of descriptive statistics displayed in table 1 above shows the
demographic characteristics of respondent’s gender, age and marital status.
The result indicate that 77 (51%) respondents who participated on survey
were Male while Female counts to 75 (49%) of the respondents. These
reveals further that there is slight differences between the male and female
respondents which count to 1% difference. In terms of age variable,
majority of respondents (57%) who participate to the survey belongs to 3039 years old followed by respondents belonging to 18 – 29 years old (32%).
The respondents with 40-49 years old were 13 and 50-59 years old were 5
which count to 7% and 3% respectively. On the other hand, the results show
that, 90 respondents (which count to about 59%) who participated in this
study were married, 57 (38%) respondents were single while 5 respondents
(3%) were divorced.

Table 2 Demographic characteristics of job position and ears of
working.
Descriptive Statistics
Items

Job Position

Frequency

Percent

HR Officer

106

69.7

Non - HR

46

30.3

Less than 3yrs

37

24.3

3 - 5yrs

71

46.7

6 - 10yrs

32

21.1

11 - 15yrs

12

7.9

Total

152

100.0

Officer

Years of Working
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Table 3 Demographic characteristics of Education and Income
Descriptive Statistics
Items
Postgraduate Diploma
Undergraduate
Education
Degree
Master’s Degree
700, 000 - 800, 000
900,000 - 1,000, 000
1,100,000 - 1,999,000
Income
2,000,000 - 2,999,000
3,000,000 and Above
Total

Frequency
10
88

Percent
6.6
57.9

54
83
31
22
11
5
152

35.5
54.6
20.4
14.5
7.2
3.3
100.0

When trying to analyze the respondents job positions and working
experience (see table 2), the result shows that 106 respondents (70%) were
HR Officers while 46 participants (30%) were Non HR Officers. Among
these officers, 71 (47%) has worked with their respective organizations
from 3 – 5 years, 37 of them (24%) have worked for less than 3 years while
32 (21%) and 12 (8%) have working experiences of 6-10 years and 11-15
years respectively. Compering level of education and monthly income, the
analysis shows that, 88 participants (58%) have undergraduate degree, 58
(36%) has Master’s degree while only 10 (7%) participants have
postgraduate Diploma. In terms of monthly income (Salary) the result
shows that, 83 (55%) of survey participants have earning ranging from
700,000 - 800,000 Tsh., 31 (20%) of the respondents receives salary
ranging from 922,222-1,000,000 Tsh., 22 (15%) have earning ranging from
1,100,000 -1,999,999 Tsh, 11 (7%) receives income ranging from 2000,000
– 2,999,000 and only 5 respondents (3%) gets salary above 3 million Tsh.

42

Table 4 Demographic characteristics of Organizations
Items

Organization

Descriptive Statistics
Frequency
Ministries
54
Agencies/Independent
29
Institutions
Local Government
69
Authority
Total
152

Percent
35.5
19.1
45.4
100.0

The analysis in terms of the affiliated organization (table 4 above) they are
working with indicates that 69 (45%) of participants are working in Local
Government Authorities (LGAs), 54 (36%) are working in Ministries while
29 (19%) are working in Agencies, Independent Institutions and
Departments. as expected, the participants in LGAs are many compared to
employees working in ministries and other institutions because the
employees in LGAs count to about 78% of total employees in the Public
service organization.

4.2 Reliability Analysis
The internal consistency of the job stress indicators and job performance
(measured by promotions and recognition) were performed by using the
Cronbach’s alpha coefficient in SPSS software. The estimate of all study
variable reliability was supported.
In table 5 below, the reliability of the independent variable sub scales are
shown. Work Overload have the Cronbach’s alpha value of 0.689 which
indicates a high internal consistency of the indicator questions used to
measure quality. In case of Salary/Compensation sub scales the analysis
shows the Cronbach’s alpha value of 0.869 pointing to a high internal
consistency as well. Moreover, when measuring the internal consistency of
Role Ambiguity the analysis shows the Cronbach’s alpha value of 0.744
depicting high internal consistence of the sub scales measured. From the
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analysis above, the clear indication of the fact that all the items representing
the various determinants of Work Stress were very reliable and the
responses from respondents who participated in this study were internally
consistent.
In the case of job performance (see table 6) it reveals that, Recognition sub
scales have the Cronbach’s alpha value of 0.886 which indicates a high
internal consistency of the indicator questions used to measure quality. On
the other hand, Promotion sub scales showed a Cronbach’s alpha value of
0.864 pointing to a high internal consistency. The above analysis therefore
is a clear indication of the fact that all the items representing the various
determinants of perceived job performance were very reliable and the
responses from employees who participated in this study were internally
consistent.

4.3 Descriptive statistics of the study
Table 5 provides the mean score and standard deviation of the job stress
variables. As it is shown in the table, Work overload was measured by seven
subscale where by the question asked that job demands interferes with
personal time obtained highest score (M= 3.39, SD =1.256) and working
late hours and weekends to finish work (M =3.38, SD =1.054) appeared to
be the most stressors among the HR officers in Tanzania. However, low
score in work overload was shown when asked about whether they feel
stressed because of pressing deadline (M = 2.66, SD = 1.527).
In terms of Salary/Compensation, five subscale was used to measure the
extent they contribute toward work stress. The result as indicated in table 5
shows that the employees participated in the study perceive the amount of
extra duty allowance paid once the workload increases as most factor
associated with stress level (M = 2.25 SD = 1.189) while the lowest score
was when respondents asked whether they were satisfied with the salary
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(M2.03 SD =1.058).In case of the perception of role ambiguity subscales,
(see table 5) analysis shows that, employees feels much stressed because
they receive too much pressures from many people within organization (M
= 4.04 SD =1.003). Moreover, the sudden and unplanned changes in their
work (M=4.01, SD = 1.064) was perceived as the second most stressor
among HR officers in Tanzania. When asked that they do things that can be
done differently they perceived the situation as less much stressors than the
previous sub scales (M = 3.86 SD = 0.956). Moreover, the mean score of
the question asked whether the job they were doing were different from
their job descriptions the analysis shows that this subscale was much less
stressor to HR officers (M = 3.23 SD = 1.159)
In case of perceived job performance, the study used two dependent
variables which are recognitions and promotions. Recognition was
measured by using four sub scale in which four employee affirmed that they
receive regular feedback from their supervisors (M = 3.26 SD =1.126).
However the lowest mean score (M = 2.79 SD = 1.16) was recorded when
respondents asked whether rewards are offered when they have high
performance. This means that lack of rewards to good performers affects
the satisfaction level among HR officers in Tanzania. In terms of
Promotions, five sub scale was used to determine the satisfaction level and
the results shows that employees perceived satisfied because before being
promoted they receives feedback from the management about their
performance (M =3.06 SD = 1.25). On the other hand the results shows that
some employees are not satisfied with the way promotions are handled in
their organizations (M = 2.65 SD = 1.18).
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Table 5 Reliability analysis of Independent Variables
Descriptive and Reliability results for work stress constructs
Std.
Cronbach's
Work Overload
Mean Deviation Alpha
I feel that the workload is
3.10
1.301
evenly distributed
I have to work late hours and
3.38
1.054
weekend to finish my work
I feel stressed because of
2.66
1.527
pressing deadlines
0.689
I have autonomy on how my
2.93
1.256
work should be done
Job demand interfere with
3.39
1.549
personal time
I receive support from coworkers when my workload
3.35
1.192
is heavy.
Salary / Compensation
I’m satisfied with the salary I
2.03
1.058
receive
I feel that my pay matches
with my effort and
2.08
.935
performance
0.869
I’m satisfied with the level of
2.07
1.053
incentives I receive
There is always extra duty
payment when I work
2.25
1.189
beyond working hours
Role Ambiguity
What I do is different from
what is written in my job
description
There were more than one
time sudden unplanned
changes
I receive too much pressure
from many people
I sometime have to do things
that should be done
differently

3.23

1.159

4.01

1.064
0.744
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4.04

1.003

3.86

.956

Table 6 Reliability analysis of Dependent Variables.
Descriptive and Reliability results of job Satisfaction constructs
Std.
Cronbach's
Mean
Recognition
Deviation
Alpha
Rewards are offered when I
2.79
1.160
have high performance
I receive regular feedback of
3.26
1.126
my performance
0.886
There is fair appreciation of
3.01
1.173
work
I receive recognition when I
3.13
1.200
perform above expectation
Promotion
I receive feedback of my
performance before being
promoted
Promotions is determined by
performance
There is enough opportunities
for advancement in my work
I’m not satisfied with the way
promotions are handled in my
organization
Promotion system is fairly
provided to all

3.06

1.254

3.02

1.178

2.67

1.109

2.65

1.181

2.78

1.231

0.864

4.4. Correlation Analysis
Correlation analysis was done to determine the extent of linear relationship
between the variable of Job performance (Promotion and Recognition),
those for Work stress (Salary/Compensations, Work Overload, role
ambiguity). The analysis revealed that, there is moderate correlation
between Work Overload and Recognition (r=0.568). On the other hand, the
finding shows that there is weak correlation existing between Work
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Overload and Salary, Work Overload and Role Ambiguity and Work
Overload and Promotion (r=0.386), (r=-0.221) and (r=0.324) respectively.
The results again show weak correlation which exist between
Salary/compensation and Role Ambiguity (r=-0.301).Nevertheless, the
analysis of this study revealed that, there is strong correlation existing
between Salary and Promotion (r=0.595) and moderate correlation between
Salary and Employee Recognition (r=0.568) was found in the analysis. The
analysis revealed further that, there are weak correlation existing between
Role Ambiguity and Employee Promotion

and Role Ambiguity and

Employee Recognition (r=-0.350) and (r=-0.338). Finally, the table shows
a strong correlation which exist between “Promotion” and “Recognition”
(r=0.775).
There is moderate correlation between “Overload” and “Recognition”
(r=0.568), weak correlation also exists between “Overload”, and “Salary”,
“Overload” and “Role” and also “Overload” and “Promotion” (r=0.386),
(r=-0.221) and (r=0.324) respectively. The results again show weak
correlation which exist between “Salary” and “Role” (r=-0.301), a strong
correlation between “Salary” and “Promotion” (r=0.595) and moderate
correlation between “Salary” and “Recognition” (r=0.568). Weak
correlation exists between “Role” and “Promotion” and “Role” and
“Promotion” (r=-0.350) and (r=-0.338). Finally, the table shows a strong
correlation which exist between “Promotion” and “Recognition” (r=0.775)
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Table 7 Correlation Analysis
Work
Overloa

Role

Promoti

Recogniti

d

Salary

Ambiguity

on

on

Overload

1

.386**

-.221**

.324**

.285**

Salary/com

.386**

1

-.301**

.695**

.568**

-.221**

-.301**

1

-.350**

-.338**

Promotion

.324**

.695**

-.350**

1

.775**

Recognitio

.285**

.568**

-.338**

.775**

1

pensation
Role
Ambiguity

n
*. Correlation is significant at the 0.05 level (2-tailed).
**. Correlation is significant at the 0.01 level (2-tailed).

4.5 Testing Hypotheses
This study ought to find out whether there is relationship existing between
work stress and perceived job performance among HR officers in
Tanzania. In order to attain this objective two hypotheses was formulated;
H0 There is significant relationship between work stress and perceived job
performance among HR officers in Tanzanian public service
In order to test these hypotheses multiple regression was performed by
using SPSS
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4.5.1 Regression Analysis
In this study multiple linear regression were performed to test hypothesis
which states that there is significant relationship between work stress
factors and employee job performance. The perceived job performance was
tested by using two subscales (Recognition and Promotion). The effect of
work stress variables (Work overload, Salary and Role ambiguity) on
Promotion resulted in a multiple correlation coefficient of 0.714. This
means that there exists a strong direct relationship between the dependent
variable (Promotion) and the independent variables Role Ambiguity, Work
overload and Salary. Moreover, the analysis gave us a multiple R-square
value of 0.510. This means that the significant independent variables of this
model explains up to 51.0 percent of the total variability in the dependent
variable (Promotion).

Table 8 Mode summary 1
Model Summary
Adjusted R
Std. Error of the
R
R Square
Square
Estimate
.714a
.510
.500
.67573
a. Predictors: (Constant), Ambiguity, Overload, Salary
Model

Table 8 below reveals the Analysis of variance (ANOVA) and the model
summary of the regression analysis for the Promotion as influenced by Role
Ambiguity, Work overload and Salary. The ANOVA in table 9, Presents
results from the test of the null hypothesis that R-square is zero. An Rsquare of zero indicates no linear relationship between the predictor and
dependent variable.
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Table 9 First ANOVA analysis
ANOVAa
Model

Sum of
Squares

Mean
Df

Square

Regression

68.884

3

22.961

Residual

66.209

145

.457

135.093

148

Total

F
50.286

Sig.
.000b

a. Dependent Variable: Promotion
b. Predictors: (Constant), Ambiguity, Overload, Salary

The analysis done by using ANOVA shows that, the computed F statistic is
50.286, with an observed significance level of less than 0.000. Thus, the
hypothesis that there is no linear relationship between the predictor and
dependent variable is rejected. We therefore conclude that there exists a
strong linear relationship between the Role Ambiguity, Work overload and
Salary and the dependent variable Promotion.
The relevant information for calculating the predicted satisfaction is
presented in the Coefficients of table 9. An examination of this table shows
that, two out of the three work stress variables: Role Ambiguity (p-value <
0.007), and Salary (p-value < 0.000) entered significantly into the
prediction equation, indicating that, these two are the main predictors that
significantly influences the Promotion of HR officers in Tanzania
especially those that participated in this study.
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Table 10 First Regression Analysis
Coefficientsa

Model
(Constant)

Unstandardized
Coefficients
B
Std. Error
2.073
.411

Standardized
Coefficients
Beta

Overload
.035
.073
Salary
.674
.069
Ambiguity
-.202
.075
a. Dependent Variable: Promotion

t
5.043

Sig.
.000

.031
.486
.634 9.784
-.166 -2.713

.628
.000
.007

On the other hand, further analysis of the impact work stress variables on
Employee Recognition resulted in a multiple correlation coefficient of
0.598. This means that there exists a moderate direct relationship between
the dependent variable (Recognition) and the independent variables; Role
Ambiguity, Work overload and Salary. Moreover, the analysis gave us a
multiple R-square value of 0.357. This means that the significant
independent variables of this model explains up to 35.7 percent of the total
variability in the dependent variable (Recognition).

Table 11 Mode summary 2
Model Summary
Adjusted R
Std. Error of the
R
R Square
Square
Estimate
.598a
.357
.344
.80905
a. Predictors: (Constant), Ambiguity, Overload, Salary
Model

Table 12 below reveals the Analysis of variance (ANOVA) and the model
summary of the regression analysis for the Recognition as influenced by
Role Ambiguity, Work overload and Salary. The ANOVA table presents
results from the test of the null hypothesis that R-square is zero. An R52

square of zero indicates that there is no linear relationship between the
predictor and dependent variable.

Table 12 Second ANOVA analysis
ANOVAa
Model

Sum of
Squares

Mean
Df

Square

Regression

52.717

3

17.572

Residual

94.911

145

.655

147.628

148

Total

F
26.846

Sig.
.000b

a. Dependent Variable: Promotion
b. Predictors: (Constant), Ambiguity, Overload, Salary

The ANOVA shows that the computed F statistic is 26.846, with an
observed significance level of less than 0.000. Thus, the hypothesis that
there is no linear relationship between the predictor and dependent variable
is rejected. We therefore conclude that there exists a strong linear
relationship between the Role Ambiguity, Work overload and Salary and
the dependent variable Recognition.
The relevant information for calculating the predicted Recognition is
presented in the Coefficients of table 13. An examination of this table shows
that, two out of the three work stress variables; Role Ambiguity (p-value <
0.010), and Salary (p-value < 0.000) entered significantly into the
prediction equation, indicating that, these two are the main predictors that
significantly influences the Recognition of HR Officers of the selected
organizations in Tanzania, especially those that participated in this study.
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Table 13 Second Regression Analysis
Coefficientsa

Model
(Constant)

Unstandardize
d Coefficients
Std.
B
Error
2.580
.493

Overload
.053
.087
Salary
.553
.083
Ambiguity
-.231
.089
a. Dependent Variable: Recognition
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Standardized
Coefficients
Beta

t
5.235

Sig.
.000

.044
.494
-.184

.610
6.635
-2.604

.543
.000
.010

Chapter V: Discussion, Implications and
Conclusion
5.1 Discussion
The main objective of this research was to determine whether job stress
affect the job performance among the HR officers in Tanzania. In order to
achieve this objective, the research hypothesis was tested by using
regression analysis and Analysis of Variance (ANOVA) test.
The research hypothesis states that there are statistical significance between
job stress and employee job performance among the HR officers in
Tanzania. The result shows that there is moderate positive statistical
significant relationship between the work stress factors (Salary and Role
ambiguity) and perceived job performance among the HR Officers in
Tanzania public service organization. Therefore, this hypothesis was
supported. This result substantiates the past studies that has been done to
investigate the relationship between work stress and employee job
performance in public service organizations (Aliah 2011, Jackson 2014,
Cannon 2015, Rose 2010).
Despite the fact that findings of this study shows moderate positive
statistical significant between work stress and job performance, the analysis
from each stress factor showed counter intuitive results. This part therefore
tries to provide detail analysis of each stress factors and their relationship
with perceived job performance.

5.1.1 Work Overload vs perceived job performance
Many Literature shows that, work overload is negatively and statistically
significant related to performance level of employees (Elizabeth 1994, Popi
2015, Wickens 2002). However, the finding of this study showed
55

unexpected result contrary to the past researches. Unexpectedly, the
analysis and finding shows that, there is no statistical significant between
overload and job performance (β =0.44 p value < 0.543 for recognition as
a predictor) and (β = 0.31 p value <0.628 for promotion as a predictor).
These findings are not consistent with the findings from past researches
done by Mkumbo 2014, Sobia et.al 2014 & Roderick et.al 1999) who found
the significant relationship work overload and perceived job performance
among surveyed employees in their studies. Although there are no statistical
significant between these two variables, the result revealed that positive
relationship exists between work overload and perceived job performance
among the HR officers in Tanzania. The implication of this result in
Tanzanian context can be explained by several factors. Currently,
Tanzanian government has tried to initiate the E-HRM system which on my
view, makes the workload among the HR officers being manageable and
therefore it lacks significant impacts on job performance. On the other hand,
it might be due to copying mechanisms that HR officers took in managing
their work load that makes not significant to explain its variability to job
performance level. More importantly, overload among HR officers may be
not influencing the performance level because, in mean time, the
government decided to stop promotions, new hire, transfers to employees
in public service which are among of core functions to HR officers and
therefore they do not face severe work overload.

5.1.2. Salary/Compensation vs Perceived job performance
Finding of this study has revealed that, there is positive statistical
significant relationship between salary and perceived job performance. This
means that with low salary among the HR officers in Tanzania would mean
laterally decrease in performance level. The analysis as presented in table 9
and 12 shows that salary has positive statistical significant relationship with
perceived job performance among HR officers in Tanzania (β = .494 p value
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=.000 for Recognition) as dependent variable and (β = .634 p value <0.001).
This result support the previous researches done by Ibtisam at all. 2015,
Mkumbo 2014, Jackson 2015). Among the possible explanation as to why
the finding shows the increase in performance level despite low salary
among HR officers in Tanzania is that salary and compensation in public
service is managed by Public Service Remuneration Board which currently
reviewing the public service salary and therefore employers cannot increase
the salary by their discretion like in private organizations. Moreover, HR
department is core in running out the government business as far as human
resources management is concerned. This makes HR officers feels part of
the management team with their core responsibilities and therefore feel
satisfied as they are involved in decision making. Moreover, non-financial
incentives that government offers to HR department contribute much to
increase performance level among HR officers despite moderate stress they
are facing caused by low salary.

5.1.3 Role Ambiguity vs perceived job performance
The findings of this study also showed that there is a statistically significant
negative relationship between role ambiguity and perceived job
performance variables such that the increase of role ambiguity would mean
decrease of performance level of HR officers. These findings are consistent
and it supports the findings done by Naser et.al 2016, Mkumbo2014, Gerald
2014, Ahlam et.al 2011 & Ibtisam et.al 2015. Role ambiguity occurs when
the employees lack clarity what organization is expecting from them
(Jeffrey 2000). It happens when the employee’s role are not stated clearly
as well as confusion in communication channel between supervisors and
employees. One of the possible explanation as to why Role ambiguity
negatively affect HR officers perceived job performance is that currently
there is the trend of political interference in HR practices which makes them
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lacking consistency and clarity due to political pressure. One might argue
as to why this indicator has produced positive results toward job
performance beyond expectation. Some of the explanations can be provided
to state this circumstances and perhaps the variables leading to job
performance that are included in this study do not involve stress experiences
among the HR professionals. In Tanzania, HR officers in Central and Local
Government Authorities are considered as heart of the organization and
therefore they are performing varieties of task that in some circumstances
might lead to job performance irrespective workload and role ambiguity
and low salary.
As suggested by past stress researchers, stress can either be destructive or
constrictive depending on the ability of the individual to copy. Allen et al.
(1982) put this assertion more clearly by suggesting that work stress can
either be functional or dysfunctional while others suggest that stress can be
categorized into two types which are Eustress and Distress. There are
differences between these two categories of stress because the first may
contribute to increased job performance among employees while the later
contribute negatively towards performance level among employees. Under
this assertion, it is worth to mention that the positive significant relationship
shown in one stress variables (Salary) has positive impacts toward
performance level. On the other hand, dysfunctional stress was sees in role
ambiguity variable which has negative variability that explains the
performance level among the HR Officers. In fact, it is worth to mention
however that, the employee (HR Officers) were able to turn the challenges
they experience in their work settings into opportunities which in fact,
contributes to increase performance among HR officers. Moreover, these
challenges were used as motivation factor to manage and confront the
existing stress challenges in order to achieve the pre-determined goals.
Therefore, it is clear in this manner to point out that, HR Officers in
Tanzania consider the stress facing them as function that motivate them to
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achieve their personal and organization goals than dysfunction that affects
their performance level.

5.2 Review of research Questions
The research question for this study was designed to examine whether work
related stress affects the employees perceived job performance among the
HR officers in Tanzania. Based on this research question, it was then
hypothesized that there is statistically significant relationship between work
stress factors and employee job performance in Tanzanian public service
organization.
The first research question was to study the causes and extent of work stress
in Tanzania. Analysis and data produced shows that HR officers in
Tanzania are facing moderate level of stress. This is indicated from the
respondents responses measured in 5 likert scale ranging from Strongly
Disagree to Strongly Agree. Most of the item mean score falls under mid
points of the 5 point likert scale which indicate moderate stress level among
the employees participated in this study. However, the mean score of work
overload shows the most score compared to other stress factors studied.
This result is consistent to Jackson 2014, Kazmi et al. 2009 who in their
researches found the similar results where work overload become most
stressor factor in work places though not statistical significant to
performance.
On the other hand, Role ambiguity scored less compared to other stress
factors and therefore it doesn’t affect much the HR officers. In case of
salary/Compensation stress factor, 55% disagree with the statement asked
whether they were satisfied with the salary they receive while 37% of the
respondent were neutral to the question.
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Research question three ought to explore whether there is statistical
significance existing between demographic variables (Gender, age, marital
status, job position and years of experience) and job stress among HR
professionals in Tanzania. Bivariate correlation analysis was performed to
study whether there are association between these variables. The result
shows the weak association between years of work (Work Experiences) and
Work overload. This means that as HR Officers have more working
experience the work load tend to increase (r = 0.204), when Age was
correlated with work overload it also showed a weak association (r = 0. 202).
On the other hand, the rest of control variables (Gender, Marital status, Job
positions, Education and Salary Income) didn’t show statistical significant
against work stress. This means that there is variation in stress level among
the demographic characteristics included in this study.
Moreover, bivariate correlation was used to study the association between
the control variables and job performance among the HR Officers in
Tanzania. The result shows that Age has a week associations with the
performance variables (Recognition and Promotion). Moreover, Salary
income showed moderate association with employee promotion and
recognition. Meanwhile, the remaining demographic variables showed very
weak correlations with perceived job performance variables (Recognition
and Promotion).

5.3 Implications
The result of this study provide an important and initial step toward
addressing the work stress among HR officers in Tanzania. Given the fact
that positive and moderate relationship were found between work stress
factors and job performance it might be because of structure of the sample
that were not enough to influence the job stress- performance relationship.
It is worth to mention perhaps that, personal commitment, fulfillment and
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control over their work influence much the satisfaction level among the HR
officers in Tanzania.
Theoretical Implication of the Study.
Basing on the findings of this study, there is close support of the use of ERI
model of work stress proposed by Siegrist (1996) which suggested that
existence of imbalance between the rewards provided by the organization
with the efforts the employee rendered to the organization are the sources
of work place stress (Natasja 2004). As started early, the model main
argument is based on the social reciprocity where the increases of job
responsibilities and work load would mean increase of salary. Although the
finding of this study revealed a moderate impacts of stress on employee’s
job performance, low salary/compensation factor were statistically
significant to performance level of HR officers in Tanzania. ERI model fit
in this study because it focused much on the extrinsic motives (Financial
incentives) and how they impact stress level. Although moderate significant
relation were found in this study, still model is valid to be considered.
Implication on HR Management
Many researchers found that competitive and performing organization
needs well committed, motivated and satisfied employees. Despite the fact
that different initiatives have been taken to motivate HR officers in
Tanzania, yet, stress is still overgrowing problem among the employees.
Since stress as many researchers argued, is personal feelings and therefore
difficult for the organization to completely solve the problem, Supervisors,
Managers and Employees must find the appropriate way to reduce the stress
factors like low role ambiguity low salary and work overload. Although
stress might occur outside the organization or work settings, it is imperative
for the management and organization to introduce stress management
strategies in their work places. Moreover, the close monitoring of HR
officers on their stress level is important to be taken in order to determine
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the appropriate coping strategies that will help to manage the overgrowing
stress problem.
Policy Implication
The finding of this study suggest the following policy implication that
should be addressed in stress management among the HR Officers in
Tanzania. Overall, there is increasing stress effects among employees in the
public service. Policy makers in Tanzania should therefore understand that
different phases of life, changes in the organization and work may result in
increasing stress level. Moreover, there is the need to understand the fitting
between the employee efforts and rewards offered by the organization in
order to increase performance level among the employees and reduce the
stress levels. Although this study didn’t focus on life- work balance as far
as stress is concerned, it is imperative for the policy makers to ensure that
there is flexible working hours that will help the employ to balance between
their work and families. In other word, the employers should try to institute
‘Employee and Family Assistance’ that will help the employees to have
their preferences as opposed to one size fit all system practiced now. On the
other hand, intervention is needed to reduce work overload, increase salary
and address the role ambiguity problem. More importantly, it is imperative
for the management to increase the quality of supervision that will help to
increase clarity of HR work.

5.4. Limitation of the Study
This study used cross section survey design in which major emphasizes has
been put on the coefficient to correlated variables against each other rather
than creating strong predicting variables that would show predictive
relationship. Moreover, using purposive sampling techniques in this study
has major shortcomings including the limitations of choosing the
organizations to be included in the study. This might lead to produce less
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accurate representation of sampling which makes the sample sizes used in
this study questionable. The second limitation of this study lie on stress
literatures from Tanzania. As mentioned earlier, the study focused on stress
among the HR officers in Tanzania however, there are no enough literature
online that would help me to review despite the fact that much research has
been conducted in Tanzania. This makes this study to use majority of
literature from different countries which may raise the question of stress
level research in Tanzania. On other hand, data collection method used in
this study brings another challenges and limitation. Using questionnaire in
data collection gives respondents chance to provide information depending
on their perceptions. Their perceptions are sometimes not reliable. Finally,
the research relied only on the responses from HR officers without
including the information from their supervisors because of the difficulties
to get their contacts. Getting the supervisors responses would give balanced
information that would help to check whether the information provided by
HR were consistent
Despite the above limitations, this study provide valuable information on
how work stress factors predict the employee job performance increase in
Tanzania. It also provided valuable understandings on how demographic
variables are differently affected by job stress factors and the perceived job
performance differs among them. Moreover, this study provide and add
value to the academic community on how effects of stress factors affects
job performance in Tanzania.

5.5. Future Directions
This study seems to raise more question than answers as opposed to what
were expected. The data generated and presented in this study has shown
that more questions would emerge as to why some stress factors like role
ambiguity has negative associations with job performance while other
factor like Salary has positive effects. Nevertheless, the question as to why
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Work Overload is not statistically significant to job performance as
expected is another question that can be posed. Data produced in this study
add to conflicting and equivocal results from different researchers on stress
– satisfaction relationship. About 152 Sample sizes of this study was drawn
from among HR in Central Government, LGAs, Agencies, Independent
Institutions and Departments. Future Research on impacts of work stress
among HR Professionals should be carried out to include large number of
sample size which will provide reflection of the perceived job stress effects
on their satisfaction levels. Moreover, it will be important if future research
includes a comparative study of stress and its impacts on employee
satisfaction between public service and private sector organizations in
Tanzania so that clear reflection on stress level and its effects can be seen.

5.6 Recommendations
Findings of this study give some recommendations that are needed to be
taken into account in order to address the problem of stress among the HR
officers in Tanzania. Despite moderate significant of stress factors towards
satisfaction level of employees, it is necessary to institute different
strategies that will help to manage stress level. The intervention needed to
be adopted should first and far most, aim at helping the employees to
manage their work stress by creating more flexible working time, improve
salary and ensuring clarity information and work assigned to HR officers.
HR departments should also ensure that they create the realistic deadlines
to the subordinates that will help to reduce working pressures, the
supervisors are advised also to communicate and discuss the anticipated
workload with their subordinates (HR Officers) and if possible ensure that
there is adjustable working patterns that will help the staff to cope with high
work load in absence of some employee. Moreover, I believe that HR
professionals are competent enough to perform the assigned work however,
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quick intervention is needed to address the ambiguity problem that was
reported in analysis of this study. To address this problem, I consciously
not suggesting separation from political officials but to let the politicians
respect the technocrats and their working ethics. Despite, the proposed
strategies for managing work stress it is clear that changing environment
may pose new stress factors and therefore it is imperative for the
organization to continuously monitor the working characteristics and stress
factors that might pose threat to employee satisfaction.

5.7 Conclusion
In current globalized and rapid changing environments, one cannot ignore
the side effects posed by work stress on perceived job performance in public
sector organizations and general organization performance. It is therefore
important for the management to institute due strategies to solve stress
This study tries to explore the impact of stress on perceived job
performance in Tanzanian Context. The findings showed that, there is
moderate statistical significance of stress factors on job performance. In
particular, Salary/Compensation and role ambiguity are the main stressor
which HR faces. Work Overload did not predict the satisfaction level as it
was not statistically significant to predict satisfaction level among HR
Officers. However, work overload not being statistical significant should
not be taken for granted. As many argued, measures and intervention should
be taken to ensure that work load is evenly distributed and reasonable
deadline which are achievable is given to the employee. Generally,
precautions should be taken by the management to address the over growing
stress problem as its result is not healthier to both employee satisfactions
and performance. Although satisfaction level according to this study, was
not much affected by stress it is imperative for the management to
effectively institute training programs and cancelling which will help
employees to copy from stress problem.
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Appendix: List of Survey Questions
Dear Respondent,
I am a candidate for the Master degree of Public Administration at Seoul
National University (SNU) – South Korea. I am caring out the research on
“The impacts of work related stress on employee job performance in
Tanzania.” The research is purely for academic purpose and your
participation will be appreciated. The information you provide will be
treated as confidential. Please assist me by attending to this questionnaire.
If you have questions please contact me through the following means:
Phone No. +821046869469
Email: philimon2016@snu.ac.kr/philimonmmbagaa@gmail.com

SECTION A:
Please choose the appropriate answer (s)
1. What is your Gender?
Male
Female
Which age group do you belong?
18 - 29
30 – 39
40 – 49
50 – 59
What is your marital status?
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Married
Single
Divorced
What is your Job Position?
HR officer
Non HR officer
How long have you been working for your current organization
Less than 3 years
3- 5 years
5-7 year
7-10 years
Please indicate your current level of Education
Degree
Post graduate diploma
Master Degree
PHD
Please specify the organization you are working on
Ministry
Local Government Authorities.

SECTION (B)
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In this section please indicate by selecting the appropriate rating box (as
detailed hereunder) against each statement to show the extent to which you
agree with it.
The Rating Are:
Strongly agree = 5
Agree = 4
Neutral = 3
Disagree = 2
Strongly Disagree = 1
1: WORK STRESS

Item
5
1. ROLE AMBIGUITY
What I do is different from
what is written in my job
description
There is enough resources to
complete my work
There were more than one
time sudden unplanned
changes
I receive too much pressure
from many people
I sometime have to do things
that should be done
differently

2. WORK OVERLOAD
I feel that the workload is
evenly distributed
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4

3

2

1

I have to work late hours and
weekend to finish my work
I feel stressed because of
pressing deadlines
I have autonomy on how my
work should be done
Job demand interfere with
personal time
I receive support from
coworkers when my workload
is heavy.
Overall, my workload is
reasonable
3. SALARY/COMPENSATION
I’m satisfied with the salary I
receive
I feel that my pay matches
with
my
effort
and
performance
I’m satisfied with the level of
incentives I receive
There is always extra duty
payment when I work beyond
working hours
I feel like looking for other
organization which will pay
me equitably
2. JOB PERFORMANCE
1.

EMPLOYEE PROMOTIONS

Promotions is determined
by performance
I receive feedback of my
performance before being
promoted
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There
is
enough
opportunities
for
advancement in my work
I’m not satisfied with the
way promotions are handled
in my organization
Promotion system is fairly
provided to all

2.

Employee Recognition

Rewards are offered when I
have high performance
I receive regular feedback
of my performance
My supervisor value what
I’m dong
There is fair appreciation of
work
I receive recognition when I
perform above expectation
My supervise praise me for
a well job done
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국문초록

업무스트레스가 공무원 성과에
미치는 영향 분석:
탄자니아 본토 사례

Philimon Michael Mmbaga
서울대학교 행정대학원
글로벌행정전공
인적자원부는 국민에게 서비스를 제공하는 핵심 부처이다.
인적자원부 공무원에 대한 기대는 더 많은 서비스를 제공하라는
요구를 증가시킨다. 이 연구는 탄자니아 HR 전문가들에게 업무
스트레스가 업무성과에 미치는 영향을 분석하는 것을 목적으로 한다.
업무성과에 미치는 인과관계를 분석하기 위해 업무과부하, 급여,
역할모호성을 독립변수로 하였다. 연구 설계는 중앙정부, 지방정부,
독립기관 및 공공기관에서 152 개의 서베이 표본을 추출하여
구성하였다. 분석 결과 두 개의 스트레스 관련 변수에서 통계적으로
양의 유의성이 나타남을 발견했다. 그러나 업무과부하의 경우,
업무성과와 관련은 있지만 통계적으로 유의미하지는 않았다. 급여와
직무수행간에는 양의 유의미한 관계가 있음을 확인하였다. 반면,
역할모호성과 직무 수행 간에는 음의 관계가 있음을 확인하였다. 본
연구는 탄자니아 정부가 직무수행을 변화시키기 위해서는
역할모호성과 저임금 문제를 개선해야 한다고 주장한다. 임금
인상을 위한 방안을 도입해야 하며, 성과 수준을 높이기 위해서는
비금전적 보상을 제공해야 한다.

주제어 : 스트레스, 업무스트레스, 업무성과
학번 : 2016-28855
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