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Abstract 

The success of an organisation is determined by a number of elements, the most essential and 

critical of which is the performance of its personnel. The impact of HR activities on 

organizational performance among Tanzanian telecoms operators was investigated in this 

study. The population of the study comprised all workers of Tanzania Telecommunication 

Corporation (TTCL) the largest telecommunication company in Tanzania. The stratified 

sampling technique was used to select the sample for the study. The employees were grouped 

into two different strata based on their level in the oranisation. That is, middle level management 

staff and operational level staff who are responsible for the day-to-day activities of the 

companies. The quota sampling technique was then used to apportion quotas for the two 

samples (80/20). That is, the sample selected comprised 80% operational level staff and 20% 

middle level staff. Thus, out of the 250-sample selected, 200 was selected from the operational 

level staff and 50 middle level management staff.  After the data cleaning, out of the 250 data 

sample collected, only 220 data sample was suitable for data analysis. Findings from this study 

revealed that, HR activities have an impact on organizational performance. In other words, the 

findings revealed a positive and significant relationship between compensation and rewards, 
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training and development, recruitment and selection, job design, and organizational 

performance. The study finds that because these HR activities have a favorable impact on 

organizational performance, managers must pay attention to them. 

Keywords: HR Practices, Compensation, Training and development, Telecommunications, 

Organisational performance 

 

 

INTRODUCTION 

The success of a business is determined by a number of elements, the most significant 

and critical of which is the performance of its personnel, often known as human resources 

(Klerck, 2009). This is because all other factors that contribute to the organization's success rely 

on the physical presence of people and individuals to perform and conduct such activities and 

issues, making human resources, or employees for that matter, the most valuable and important 

resource and factor in the organization's growth, development, and advancement. 

Training and development, recruiting and selection, workforce planning, job design and 

analysis, compensation and rewards, remuneration, legal challenges, and performance 

management are some of the primary responsibilities that it entails (Buttner, 2015). Employees, 

as a result, play a critical role in delivering innovative and high-quality products and services to 

the market and customers in general. That if employees are happy and motivated about their 

job or jobs, their performance will be guaranteed without question, and vice versa (Mondy & 

Bandy, 2014). This is because managing people entails putting in place the most effective ways 

and tactics, as well as alternatives, for accomplishing organizational goals and objectives and 

ensuring successful performance. Khan (2010), for example, noted that in a fast-paced 

company environment, it is necessary to create and build a strategy or strategy to manage for 

improved performance, as well as to develop and implement better human resource utilization. 

That the organization is necessary and required to invest a significant amount of money in the 

effective use of human resources in order to achieve a successful competitive advantage as 

well as organizational performance. 

Many corporate entities and organizations in Tanzania strive for optimal, effective, and 

efficient organization performance. In most or many corporate organizations and entities in 

Tanzania, good and acceptable performance has been a challenge. This is mostly due to a lack 

of or unavailability of sufficient experienced and skilled human resources, as well as employers' 

poor treatment of employees (Mugenda 2005), all of which have had an impact on productivity 

and organizational performance. 
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The performance of any organization is mostly determined by the actions, reactions, 

behaviors, decisions, and perceptions of the employees toward the business (Armstrong, 2006). 

Organizations must invest in and improve HR activities such as training and development, 

recruiting and selection, remuneration and rewards, workforce planning, job design and job 

analysis, and performance management to ensure a successful competitive environment in 

terms of performance. These must be carried out in a fair, professional, and ethical way, free of 

nepotism and favoritism (Klerck, 2009). 

Furthermore, as motivating factors, prizes, punishments, promotions, and 

acknowledgements of any sort and form must be developed and executed in a fair, just, 

professional, and ethical manner, with no forms or components of nepotism, favoritism, or 

injustice in judgments. Telecommunication businesses, for example, are most accounts 

commercial entities operating in the industry with a variety of products and services, including 

the area's oldest public corporation (Bakelite, 2017). 

According to Johnason (2009), effective human resource management is critical to the 

success of every firm. This is true all across the world, especially in Tanzania. According to 

Collings and Wood (2009), efficient human resource utilization must be effectively invested and 

practiced for optimal organizational performance. Many economic entities and organizations in 

Tanzania are severely limited in their performance, which can be ascribed to a considerable 

extent to the efficient use of human resources available at the time (Wairarapa, 2004). As a 

result, there has been some worry about the significance of successful human resource 

utilization in terms of performance. Many studies have been undertaken on effective human 

resource use and organizational performance, but few studies have been conducted on 

effective human resource utilization and organizational performance in Tanzania.  

With little research on telecommunication firms in particular in the area, the investigation 

aims to demonstrate how effective human resource usage affects organization performance in 

Tanzanian telecommunication enterprises. This research is significant for a variety of reasons. 

First, this study is important because it will demonstrate the impact of optimal personnel 

utilization on organizational performance in Tanzania. Apart from that, it will successfully 

investigate the extent to which an employee's performance influences the performance of the 

organization. Furthermore, it will highlight the existing relationship between effective human 

resource utilization and employee satisfaction with the organization's performance. This study 

therefore seeks to examine the effect of effective utilization of employees on organizational 

performance. This study is set out to achieve the following objectives:  

I. Examine the factors that contribute to effective HR practices in the telecoms sector in Tanzania. 

II. Assess the effects of the HR practices on organisational performance. 
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REVIEW OF RELATED LITERATURE  

Effective Utilization of human resources 

All affairs and constituents of the organization and the employees in terms of welfare, 

performance, motivation, rewarding, and all pertaining to the accomplishment of the goals linked 

to human resource management are included in effective resource use (Johnason, 2009). 

Human resource utilization (Ogbodo, 2007) is a mechanism by which management is able to 

hire suitable workers for the right job positions, train and develop employees' professional skills 

so that they can contribute appropriately to the achievement of the organization's targets and 

goals, and maintain productivity at minimum costs and maximum output at high quality. 

 

Compensation and reward 

Vroom (1964) opined that, after services have been successfully rendered, employee 

should be subjected for compensation of direct costs on salary, bonus, wages and even benefit 

in kind which will depend on incentive scheme of an organization. Systems of compensation are 

critical issues on determinants of minimize labor turnover especially talented and skilled 

personally. Competitive package on rewards and compensation is likely to increase morale of 

employees. Frye (2004) mentioned that, regardless of others competitive package of human 

resources, compensation and rewards has been key tools and successful mechanism will 

attract and retain number of employees. Collins and Clark (2003) mentioned that firms that 

assess and reward employees based on the performance-based compensation have reported 

positive effect on both organization and employee performance. The is positive relation between 

compensation practices and employee performance. Most of institution fail or ignore for 

considerate of competitive package of salary and compensations even to talented and key 

personnel of an institution which cause high labor turnover and collapse of an institution. then 

after a while relation. This leads to the following hypothesis:  

H1: There is positive and significant relationship between Compensation and Rewards and 

organisational performance  

 

Relationship between Training and development and Organisational performance  

Manpower training and development is one of the most important elements in an 

organization's performance function (Torrington et al, 2005). This is the mechanism via which 

the knowledge, talent, and attitudes required for the successful operation of organizations are 

passed on to those who create them. Organizations, particularly those interested in achieving 

and maintaining exceptional performance, have begun to pay significant attention to training and 

development as a result of this knowledge. Failure to do so can, and will, jeopardize any 
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organization's development and progress. Effectively functioning firms, on average, plan and 

invest appropriately in training and development (Armstrong, 2006). Also, Vr Macky and 

Johnson (2004) assert that, the future of an organization will depend on continuous and 

appropriate training and workshops employed to employees. As the world is dynamic for change 

then its responsibility of an organization to arrange the appropriate trainings to equip human 

resources with knowledge and skills to face the challenges confidently. We hypothesise thus;  

H2: Training and development would have a positive and significant effect on organisational 

performance  

 

Selection and recruitment and Organisational Performance  

In general, human resource practices in a company attempt to improve and nurture 

organizational performance as their ultimate goal. This is because the procedures are focused 

on enabling people to adhere to organizational goals and objectives to the organization's 

advantage or benefit (Armstrong, 2006). Since this is the case, it must first ensure proper 

recruitment and selection of qualified persons or individuals capable of pursuing and performing 

needed activities in accordance with the selection and hiring process. 

Huselid (1995) mentions that, factors that affect the performance of the employees 

include recruitment and selection. Through them appropriate employees are well placed for the 

achievement of organization goals. Prior studies indicated that organizational performance is 

highly influenced by appropriate methods of recruitment and selection (Alnaqbi, 2011; 

O’Sullivan, 2014). Alnaqbi (2011) for instance argued that, recruitment and selection add 

positive contribution to organization performance in a sense that wrong approach to recruitment 

and selection of employee will stagnate the goal of achieving organization success. 

Furthermore, with the right selection and recruitment of employees, there is high chance of the 

achievement of the set goals and objectives of the firm as the employees are productive are 

well cut for the job for which they were selected (Wright, 2011). This leads to the following 

hypothesis;  

H3: There is positive and significant relationship between Recruitment and selection of 

employees and organisational performance  

 

Job design and Organisational Performance  

Job design is the process of structuring duties, tasks, and responsibilities to meet 

content, method, and relationship specifications in order to suit the needs of the organization, 

technology, as well as the social and personal profile and requirements of the job holder 

(Buchanan, 1979). Organizational performance is boosted by effective and well-structured jobs. 
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Job design, according to Armstronge (2009), is the process of organizing tasks, duties, and 

responsibilities into a functional unit of work. It discusses the content of employment as well as 

their impact on people. Job design, according to Noe et al. (2008), is the process of specifying 

how work will be done and the tasks that will be required in a given job. According to Ahmad 

(2013), the design of a job should reflect both technology and human factors. and should 

facilitate the achievement of organizational objectives. At the individual or group level, job 

design is the process of structuring work and defining certain activities. It defines an employee's 

responsibility, authority over his work, decision-making authority, and level of satisfaction and 

productivity, all of which are interrelated and interdependent. An effective job design 

encourages employees to participate in work-related activities, which predicts employee 

production, departmental productivity, and organizational success (Bates, 2004; Zareen, 2013). 

We hypothesise that:  

H4: There is positive and significant relationship between Job design organisational 

performance. 

  

Independent Variables        Dependent Variable  

       

 

 

 

 

                                                                          

Figure 1. Conceptual model of the study 

 

METHODOLOGY 

            This study used a survey research approach to determine the impact of HR activities on 

organizational performance in Tanzania's telecommunications industry. This study approach is 

useful for one-time data collecting and for obtaining current information on the topic under 

investigation. The population of the study comprised all workers of Tanzania 

Telecommunication Corporation (TTCL) the largest telecommunication company in Tanzania. 

Employees from the Tanzania Telecommunication Corporation (TTCL) were sampled for the 

study. The stratified sampling technique was used to select the sample for the study. The 

employees were grouped into two different strata based on their level in the oranisation. That is, 

middle level management staff and operational level staff who are responsible for the day-to-

day activities of the companies. The quota sampling technique was then used to apportion 
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quotas for the two samples (80/20). That is, the sample selected comprised 80% operational 

level staff and 20% middle level staff. Thus, out of the 250-sample selected, 200 was selected 

from the operational level staff and 50 middle level management staff.   

The study's primary data collection instrument was a questionnaire. The questionnaire 

was chosen as the preferable technique of data collection because the study's main focus is on 

the impact of HRM practices on organizational performance. The researchers designed, pre-

tested, and delivered a self-administered, structured questionnaire to respondents via human 

contact. The researchers obtained permission from the respondents via an informed consent 

form, assuring them of anonymity and confidentiality of their responses.  

As previously advised, a five-point Likert scale was employed to measure variables for 

the research constructs (Danaher & Haddrell, 1996). The Likert scale was coded 1 to 5 and 

went from strongly disagree to strongly agree. In total, 22 measuring items were derived from 

previous studies and changed to fit the research context for the five multi-item constructs. The 

demographic data of the respondents was also included in the questionnaire: age, gender, 

number of years employed, and current employment position. To analyse our study’s findings, 

we first performed data cleaning and recoding of the data to remove outliers and missing values 

through the Statistical Package for Social Sciences (SPSS V.22) software. This was done by 

first performing descriptive statistics analysis and computing for the central tendencies like 

mean, sum and mode to identify any outliers and missing values in the data set. After the data 

cleaning, out of the 250 data sample collected, only 220 data sample was suitable for data 

analysis.  

Then, an exploratory factor analysis (EFA) was done to estimate the number of 

components to extract for our investigation using the direct varimax rotation. According to 

Pallant (2011), there are three primary processes in doing the EFA: "Assessment of the data's 

suitability for component analysis, (2) Factor extraction, (3) Factor rotation and interpretation" 

(Yusheng & Ibrahim, 2019). We executed a confirmatory factor analysis after EFA and then 

transferred the data to SmartPLS 3 for additional analysis. As a result, the suggested model 

was evaluated for model fitness using SmartPLS 3's structural equation modeling. 

 

RESULTS  

Confirmatory Factor Analysis  

To assess for common method variance, the Harmann's Single-Factor test was used. 

Exploratory factor analysis (EFA) was used to load 4 to 6 items on one component in this study. 

Initially, twenty-five pieces were entered, however seven of them were eventually withdrawn, 
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leaving 19 things. In our sample, the remaining elements or components accounted nearly 95% 

of the variance (see table 1). 

 

Table 1. KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .952 

Bartlett's Test of Sphericity Approx. Chi-Square 9278.068 

Df 820 

Sig. .000 

 

Reliability and validity of Scales 

To check the reliability of the scales, we first tested for convergent and discriminant 

validity. The Bartlett's Test of Sphericity was used to determine construct validity, while the 

Kaiser-Meyer-Olkin (KMO) was used to determine individual variable Sampling Adequacy. The 

KMO total score should be 0.6 or above in order to do factor analysis (Özdamar, 2017). As a 

result, the Bartlett's test of sphericity and the KMO results revealed that both are significant and 

adequate for factor analysis (Table 1). 

The cumulative variance reveals a value of 95%, which is higher than the minimum 

acceptable level of 60% (Özdamar, 2017). The correlation between the variables is 9278.068, 

which is sufficient and significant (P> 0.000) according to the Bartlett's Test of Sphericity from 

the table above. While all of the construct's factor loadings were greater than 0.5, (Ringle, 

Wende et al. 2015, Hair, Ringle & Sarstedt, 2011). There is convergent and discriminant validity, 

as shown by the figures in the table (See Table 1). 

 

Measurement model reliability and validity 

Factor loadings, Cronbach's alpha, Construct reliability, and the Average variable 

extractor were used to examine the study's measurement model reliability and validity. The 

factor loading should be 0.7 or higher, whereas the Cronbach's alpha should be greater than 

0.7. As a consequence, all of these thresholds were met, indicating that the model was 

accurate. The item factor loadings surpassed the 0.70 criterion, with loadings ranging between 

0.72 and 0.81. Also, the Cronbach's alpha indicates that the items loaded between 0.71 and 

0.89, indicating that they exceeded the 0.7 criterion (Hair, et al., 2017, Ringle et al., 2015). 

Again, the average variance extracted (AVEs) and composite reliability were used to assess 

convergent validity once more. Table 2 shows that the AVE and CR met the minimum 

requirements of 0.50 and 0.70, respectively, for convergent validity (Fornell & Larcker 1981, 

Ringle et al., 2015) 
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Table 2. Measurement model reliability and validity 

    FL   CA   CR  AVE 

Comp1  0.743  0.733  0.824  0.541   

Comp2  0.677     

Comp3  0.806     

Comp4  0.710     

JD1  0.803  0.711  0.789  0.558  

JD2  0.605    

JD3  0.815    

OP1  0.770  0.740  0.836  0.563 

OP2  0.637   

OP3  0.772   

OP4  0.811   

RS1  0.828  0.723  0.800  0.572 

RS2  0.741  

RS3  0.694  

TD1  0.753     0.849  0.892  0.623 

TD2  0.797 

TD3  0.779 

TD4  0.836 

TD5  0.780 

 

Notes: FL – Item Loadings, Comp – Compensation & rewards, JD – Job design, OP – 

Organisational performance, RS – Recruitment & Selection, TD—Training & development; AVE-

Average variance extracted, CR- Composite reliability, CA – Cronbach’s alpha.  

 

Result of the Structural Model 

Figure 2 depicts the outcome of the structural model's assessment of the study's 

variable relationships. The path coefficients, which estimate the link between the variables, are 

included in the evaluation. All of the factors measuring HR activities were positively associated 

to organizational success, as shown in Figure 2. Compensation had a positive influence on OP 

(0.122), Recruitment and selection (0.327), Job design (0.333) and Training and development 

(0.191). this means that, Job design had the highest influence on OP (33.3%), followed by 

Recruitment and selection (32.7%), Training and development (19.1%) and Compensation 

(12.2%) in that order.  
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Figure 2. Structural model showing relationship among the variables 

 

Hypotheses test  

A hypothesis test was performed using the bootstrapping method involving 5000 

samples to Do examine the effect of effective utilization of employees on organizational 

performance in the Telecommunication industry in Tanzania.  

Table 3 shows that all the stated hypotheses are supported. The test shows a positive 

and significant relationship between the variables (H1, H2, H3 and H4; p < 0.001). From table 3, 

the result shows that compensation and rewards correlate positively with OP (β = 0.122; t= 

2.211; ρ < 0.05), thereby supporting hypothesis 1. The Beta score (0.122) indicates that, when 

compensation and rewards increase by 1%, organisational performance also increases by 

about 12.2%. With regards to the hypothesis 2, the result shows that Job design has a positive 

and significant effect on OP (β = 0.333; t= 6.216; ρ < 0.001), and this led to the acceptance of 

H2. Also, Recruitment and selection had a positive and significant correlation with OP (β = 
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0.327; t = 4.701; ρ < 0.001), thereby supporting hypothesis 3. The Beta score (0.327) indicate 

that, Recruitment and selection influence organisational performance by about 32.7%. Again, 

Training and development had a positive and significant influence on OP (β = 0.191; t = 3.072; ρ 

< 0.05). This led to the acceptance of hypothesis H4.  

  

Table 3. Test of hypotheses 

Path    Beta     Mean SD     t-value p-value 

Comp -> OP  0.122     0.123 0.055    2.211  0.027  

Job_design -> OP  0.333     0.340 0.054    6.216  0.000  

Recruitment -> OP  0.327     0.326 0.070    4.701  0.000  

Training -> OP  0.191     0.187 0.062    3.072  0.002  

 

DISCUSSION  

This study examined the effect of human resources activities on organisational 

performance in the telecoms sector in Tanzania. Findings from this study revealed that, 

compensation, recruitment and selection, training and development and recruitment and 

selection all had a positive influence on organisational performance of SMEs firm in Tanzania.  

Compensation and awards have a good and significant impact on organizational 

performance, according to the hypothesis test. This finding implies that providing proper 

compensation to employees boosts their morale, which in turn affects their productivity and 

production. According to recent research, employees quit their jobs due to remuneration and 

rewards such as poor salary, appreciation, and useless projects, and they may be retained for 

the same reasons. This finding is consistent with earlier research showing that remuneration 

and reward have a favorable impact on organizational performance (Singh, 2004; Amin et al., 

2014). 

Again, findings from this study revealed a positive and significant relationship between 

training and development and organisational performance. Training and development are a 

crucial element of the human resource management function intended to expose employees to 

its policies, rules, missions, and visions and technically equip them to effectively and efficiently 

excel at their assigned tasks (Aflakpui, Appiah & Akom, 2021). This finding supports previous 

findings (Segbenya & Berisie, 2020; Al Karim, 2019; Tetteh et al., 2017. Segbenya and Berisie 

(2020) investigated the impact of training and development on organizational performance and 

discovered that while training and development improves employee productivity, supervisory 

and coworker support systems for effective transfer of acquired knowledge and skills are 

lacking. Al Karim (2019) also looked into the impact of training and development on 
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organizational performance in Bangladesh's chemical and manufacturing industries. Their 

research discovered a substantial link between training and development variables and 

employee production. Again, Tetteh et al. (2017) examined the effect training and development 

on performance in the telecommunication industry in Ghana and found that strategically 

designed and executed training and development programs positively improve employee 

turnover, job satisfaction, and morale (Aflakpui et al., 2021). 

Additionally, findings from this study revealed a positive correlation between recruitment 

and selection and organisational performance. This finding means that, organisational 

performance would be directly influenced by the nature of employees selected as staff of the 

organisation. When the organisation selects the best candidate for the job with the relevant and 

requisite skills, the work output of these employees would have a positive influence on the 

realisation of the objectives of the organisation. This finding is corroborated by earlier findings 

(Singh, 2004; Katou, 2008; Paauwe, 2009; Amin et al., 2014) which found that, recruitment, and 

selection positively associated with organizational performance (Tensey & Singh, 2020).  

Also, findings from this study revealed a positive and significant effect between job 

design and organisational performance. This finding means that, once the appropriate job 

design adopted by the organisation, it makes it easier for the employees to carry out their 

assigned task which would also lead to the attainment of organisatioal performance. This is 

consistent with Teryima and Abubakar’s (2018) assertion that, an effective and proper work 

design will lead employees' efforts toward creating or accomplishing desired results of quality 

performance, employee happiness, and motivation. Job analysis and design must be well-

established in order to provide fairness and justice in the workplace at all times, as well as 

making judgments in a way that is good and just for everyone to ensure satisfaction in terms of 

nepotism and other forms of malpractice (Towers, 2007). This finding also supports earlier 

findings (Teryima & Abubakar, 2018; Tensey & Singh, 2020;  

 

CONCLUSION 

This study sought to examine the effect of HR practices on organisational performance 

in the telecommunication industry in Tanzania. Findings from this study revealed that, HR 

practices such as compensation and rewards, training and development, recruitment and 

selection and job design impacts positively on organisational performance. This finding 

suggests that, the success or performance of the telecommunication organisations in Tanzania 

could be attributable to the organization's HR activities. Based on the findings, the researcher 

concluded that the effectiveness of telecommunication businesses in Tanzania applying HR 

policies contributes to the organization's performance success. Because HRM practices have 
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such a large impact on organizational performance, HR managers must ensure that they are 

implemented in a consistent and integrated manner. 

 

LIMITATIONS AND FUTURE RESEARCH DIRECTION 

Despite the success of this study, there are certain limits to this research. The duration 

of the study is the first restriction of this investigation. The data for all of the research constructs 

was collected in a single period of time for this cross-sectional investigation. Cross-sectional 

studies have the drawback of not allowing for the examination of cause-and-effect relationships 

between constructs. As a result, long-term investigations should be conducted in the future to 

establish sound and robust causality. 

Second, all of the constructs on HRM activities of the organization (recruitment & 

selection, training & development, remuneration & rewards, and job design) are collected from 

the same sources in this study, which may contribute to common method variance. The current 

study, on the other hand, gathered data from numerous types of employees in various 

hierarchies. To reduce common method variance, the study followed Podsakoff et al. (2012)'s 

recommendations, which included assuring anonymity, separating measuring scales, and using 

basic and clear language in the survey questionnaire.  

The study's third flaw was that it measured organizational performance subjectively. 

Despite the fact that the notion can be measured subjectively, the objective measure is 

preferable. However, in public sector companies, obtaining an objective measure of 

organizational performance proved challenging. 
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