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ABSTRACT

HUMAN RESOURCE MANAGEMENT PRACTICES,
PERCEIVED ORGANISATIONAL SUPPORT,
TRUSTWORTHINESS, AND JOB SATISFACTION OF
EMPLOYEES IN PUBLIC TRANSPORTATION
PARASTATALS IN TANZANIA

Ernest Dastan Bendera

Tanzania’s public transportation parastatals struggle to achieve job satisfaction
due to poor implementation of HRMP, which negatively affects their
performance. This study aimed to examine the impact of HRMP on job
satisfaction within public transportation parastatals in Tanzania. It also
examined the mediating role of perceived organisational support (POS) in the
relationship between HRMP and job satisfaction and the moderating effect of
managers' trustworthiness on the relationship between POS and job

satisfaction.

The study employed social exchange theory to develop the conceptual model
and collected data from 372 employees across six underperforming parastatals
in six zones in Tanzania, using a simple random sampling technique.
Quantitative data were gathered through self-administered questionnaires
utilizing a drop-off and pick-up approach. The direct and indirect relationships
between the predictor, mediator, and moderator variables were analysed using

Partial Least Squares Structural Equation Modelling.

The results indicated that three HRMP dimensions - training and development,

performance appraisal, and compensation and benefits - positively and



significantly influenced job satisfaction. However, no significant relationship
was found between recruitment and selection practices and job satisfaction.
Additionally, all four HRMP dimensions - recruitment and selection, training
and development, performance appraisal, and compensation and benefits -
positively and significantly influence POS. Furthermore, POS demonstrated a

positive and significant relationship with job satisfaction.

The study revealed that POS partially mediated the positive relationship
between three HRPM variables (except recruitment and selection) and job
satisfaction, while it fully mediated the relationship between recruitment and
selection and job satisfaction. Moreover, the study found that managers'
trustworthiness moderated the positive relationship between POS and job
satisfaction; increased trustworthiness strengthened this relationship, while

decreased trustworthiness weakened it.

The findings contribute to the HRM literature by providing empirical evidence
on the direct, mediation, and moderation effects of the variables studied.
Additionally, the study offers valuable insights to policymakers and parastatal
managers who are interested in addressing job satisfaction issues within

Tanzania’s public transportation sector.

KEY WORDS: Human Resource Management Practices; Perceived
Organisational Support; Trustworthiness; Public Parastatals; Tanzania
Subject Area: HD58.7-58.95 Organizational behavior, change and

effectiveness. Corporate culture
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CHAPTER ONE

INTRODUCTION

1.1 Introduction

This chapter provides an overview of the significance of human resources
management practices (HRMP) and job satisfaction, globally and within the
context of public transportation parastatals in Tanzania. It outlines specific
research questions and objectives designed to address various research issues
and problems. The chapter highlights the unique contributions of the study to
policymakers and the literature. Additionally, it offers definitions of key terms
used in the research, discusses the scope of the study, outlines the organisation

of the entire thesis, and concludes with a summary of the chapter.

1.2 Background of the Study

Job satisfaction refers to the level of happiness employees feel regarding their
jobs and work environment (Ahmad et al., 2023; Daneshmandi et al., 2023;
Erine & Juliana, 2024; Fitriani et al., 2024; Lay Raby et al., 2025). Over the
past two decades, job satisfaction has emerged as a significant concern for
organisations worldwide (Hartika et al., 2023; Kassim & Onyango, 2022;
Maharmeh, 2021; Mongi, 2020). This concern has been driven by challenges
associated with globalisation, technological advancements, increased
competition, and shifting customer preferences (Maharmeh, 2021; Moorhead &

Griffin, 2019; Winkelhaus et al., 2022). Despite its importance, many



organizations struggle to ensure that employees perform their jobs

satisfactorily (Mongi, 2020; Mwita, 2025; Robbins, 2019).

Job satisfaction is strongly linked to both employee and business performance
(Ateeq et al., 2023; Ardianto et al.,2024; Aziz et al., 2024; Subroto et al., 2023;
Hauret et al., 2022; Khan & Igbal, 2020; Maharmeh, 2021). Each satisfied
employee contributes unique abilities that enhance other organisational
resources (Andreas, 2022; Katebi et al., 2022). To effectively manage
employee job satisfaction, robust human resource management practices are
essential for recruiting, training, appraising, and rewarding skilled employees

(Aung et al., 2023; Haitao, 2022; Lee et al., 2022).

Human resource management is a systematic approach to attracting,
developing, managing, and securing the commitment of an organisation's most
valuable resource: its human capital (Saleem et al., 2024; Katebi et al., 2022;
Kess-Momoh et al., 2024; Rahaman & Uddin, 2022). Successful
implementation of human resource management practices tends to enhance
employee job satisfaction, resulting in happier, more loyal, creative, and
engaged employees. These employees typically experience fewer grievances,
absenteeism, accidents, turnover intention, and tardiness, all of which
contribute to improved organisational performance (Ateeq et al., 2023;
Ardianto et al.,2024; Aziz et al., 2024; Subroto et al., 2023; Hauret et al., 2022;
Inayat & Khan, 2021; Khan & Igbal, 2020; Maharmeh, 2021; Mazhiyeva,

2020; Mongi, 2020).



In Tanzania, the Employment and Labour Relations Act, 2019 (Employment
and Labour Relations, 2019- rev. ed.) and the Workers’ Compensations
Regulations, 2016 (WCR, 2016) have been established to protect employees'
rights and well-being [The United Republic of Tanzania, Employment and
Labour Relations Act, 2019; WCR, 2016]. However, despite these legal and
institutional frameworks, employees in public organisations in Tanzania,
including public parastatals, show low levels of job satisfaction (Kisumbe,

2019; Manento, 2020; Matimbwa & Masue, 2019).

The poor implementation of human resource management practices is a
significant factor contributing to low levels of job satisfaction and,
consequently, poor business performance in parastatal institutions (Kweka &
Sedoyeka, 2014; Mollel et al., 2017; Mongi, 2020; Mwakatumbula et al., 2016;
Mwita & Andrea, 2019; Mwita & Mwakasungula, 2020 and 2021, Office of
Treasury Registrar-Office of the Treasury Registrar, 2022; 2023; The United

Republic of Tanzania, Controller and Auditor General, 2023; 2024).

Apart from poor implementation of human resource management practices,
other problems that are connected to the job satisfaction issue in these
parastatals include low perceived organisational support (Msuya, 2023) and
managers’ trustworthiness (Julius, 2020). In this study, perceived
organisational support is examined as an important mediator in the relationship
between human resource management practices and job satisfaction.
Meanwhile, managers’ trustworthiness is examined as a moderator between

perceived organisational support and job satisfaction. Detailed explanations



and justifications for examining perceived organisational support and

managers’ trustworthiness are provided in the statement of the problem.

The following sub-chapters will further discuss human resource management
practices in Tanzanian public parastatals, employee job satisfaction, and other

potential determinants that warrant further examination.

1.2.1 Development of Public Parastatals in Tanzania

The Arusha Declaration of 1967 introduced a national policy aimed at
promoting social and economic development in Tanzania (Ajayi, 2010;
Bagachwa et al., 1992; Campbell et al., 2019; Moshi, 1980). The Arusha
declaration outlined “Ujamaa policy”, which means “family-hood” (Nyerere,
1968). It is a socialist development ideology which emphasises shared
ownership of resources, solidarity and equality in all aspects, self-reliance,
rural social, economic development and nationalization of all primary means of

production (Coulson, 2013; Hyden, 1980; Nyerere, 1968).

Further, the policy established parastatal institutions - government-owned
entities - designed to advance the country's social and economic progress
(Campbell et al., 2019; Moshi, 1980; World Bank, 1988). Public parastatals
were key to executing Ujamaa policies across the country to facilitate the
nationalisation of companies, enhancing state-driven economic growth and
jobs and service delivery (Kirya, 2019; Mukandala, 2000). Particularly during
the late 1960s and the beginning of the 1980s, Ujamaa had a significant impact

on human resource management (HRM) in Tanzania's public parastatals.



Ujamaa's emphasis on socialist values such as self-reliance, equity, and shared
ownership had a direct impact on how individuals were hired, trained,
developed, and managed in government institutions, including public
parastatals. For example, some human resource management practices, such as
recruitment and selection, training and development, etc., were based more on
“ideological loyalty” rather than meritocracy (Coulson, 2013; Hyden, 1980;

Kirya, 2019; Mukandala, 2000).

In Tanzania, public parastatals are established through one or more acts of
parliament, and the government owns at least 51 percent of each firm’s shares
(Bagachwa et al., 1992; Campbell, Stein, & Samoff, 2019; World Bank, 1988).
These institutions encompass various entities, including commercial firms,
governing bodies, marketing committees, holding corporations, and non-

commercial organisations, such as research and educational institutions. In this

nn nn

study, the terms "parastatal institutions," "parastatals," "public corporations," or

"parastatal organisations" are used interchangeably.

Many public parastatals in Tanzania were formed under the Companies
Ordinance (Cap 212), enacted through parliamentary acts (World Bank, 1988).
Additionally, the President of Tanzania has the authority to establish public
parastatals under the Public Corporations Act of 1969 (section 4). The
Parastatal Organisations (Modification of Management Provisions) Act of 1976
was introduced to ensure the efficient operation of these parastatal
organizations. This law empowers the minister of the relevant parent ministry

to declare the formation of a parastatal and appoint its board of directors.



Following this, the Public Corporations Act of 1992 was introduced, clarifying
the roles of the president and ministers in the formation and management of

parastatals.

Parastatal institutions have continued to grow in response to the changing
business environment, with 248 public parastatals established across various
economic sectors, as reported in the Office of Treasury Registrar operations
report for 2021/2022. This growth highlights the vital role these institutions
play in enhancing the nation's socioeconomic development (Ajayi, 2010;

Campbell et al., 2019; Office of the Treasury Registrar, 2022; 2023).

The government enacts new laws as necessary to effectively govern parastatal
institutions. For instance, the National Housing Corporation Act No.2 of 1990
and the Tanzania Telecommunication Corporation Act No. 12 of 2017 were
introduced. In 2002, the Office of the Treasury Registrar underwent
restructuring to become the Treasury Registrar, gaining greater authority to
oversee all public parastatals in Tanzania on behalf of the government (Office
of the Treasury Registrar, 2022; 2023). Although there was a 13% increase in
the contribution of parastatal institutions (including parastatals in the
transportation sector) to the consolidated government fund from 2017 to 2020,
this contribution remains modest compared to the accomplishments of central
and local governments [The United Republic of Tanzania, National Bureau of

Statistics, National Accounts, 2021].



The limited contribution of parastatal institutions to the consolidated
government fund can be attributed to poor performance, leading to significant
financial losses (Controller and Auditor General, 2021; 2022, 2023, 2024).
This lack of performance is linked to low employee job satisfaction (Kweka &
Sedoyeka, 2014; Mollel et al., 2017; Mongi, 2020; Mwakatumbula et al., 2016;
Mwita & Andrea, 2019; Mwita & Mwakasungula, 2020, 2021; Office of the
Treasury Registrar, 2022; Controller and Auditor General, 2023; 2024),
prompting the government to implement various measures to address these

issues.

For example, from 2000 to 2012, public service reform programs were initiated
to enhance transparency and accountability in human resource management
practices (The United Republic of Tanzania, President's Office-Public Service
Management, 2000). Additionally, the Open Performance Review and
Appraisal System was introduced to improve employee management records,
compensation, training and development, and performance (Bana, 2009; Mkisi,
2008; Nchimbi, 2019; The United Republic of Tanzania, Presidents' Office-

Public Service Management, 2000; World Bank, 2010).

The government introduced a national development agenda known as the
"Tanzania National Development Vision 2025," commonly referred to as
"Vision 2025." This initiative aims to transform Tanzania into a middle-income
country by 2025 (The United Republic of Tanzania, Ministry of Finance and
Planning, 2021). Vision 2025 is being implemented through 'The Five-Year

National Development Plan,” which began in early 2010. Currently, the plan is



in its third phase, the Third Five-Year National Development Plan, which runs
from 2022 to 2025 (United Republic of Tanzania, Ministry of Finance and
Planning, 2021). One of the key focus areas of this plan is human resources
development, aimed at enhancing the knowledge and skills of employees while
fostering their creativity, commitment, motivation, and job satisfaction (The

United Republic of Tanzania, Ministry of Finance and Planning, 2021).

According to Prof. Kitila Mkumbo (Minister for Planning & Investment), the
government has been able to achieve Vision 2025 by 66% by December 2023.
(The Citizen newspaper, December 10, 2023). Remarkable achievements have
been realized in the transportation sector (infrastructural development),
agriculture, health, industrialization, education, and governance. Also,
Tanzania’s Human Development Index (HDI) has increased from 0.40 in early
2000 to 0.55 in December 2022 and is projected to be 0.65 by the end of 2025
(The Citizen newspaper, December 10, 2023). On the side of human resource
management, several notable achievements have already been witnessed, such
as the implementation of human resource information systems (HRIS) in public
organisations, including parastatals in the transportation sector. These efforts
have digitalised human resource systems, making them more transparent,
efficient, effective, and data-driven (Ngulugulu et al., 2023). However, more
efforts need to be made to improve HRMP, such as recruitment, training,
performance appraisal, and compensation and benefits, to realize Vision’s

goals and objectives (Bendera et al., 2025; Karia, 2023; Mwita, 2025).



In summary, the government has launched various initiatives to improve the
effectiveness and efficiency of parastatal institutions. However, challenges
persist, including shortages of financial resources, unskilled employees,
bureaucratic obstacles, and a need for greater motivation and commitment
among leaders and employees. These issues have hindered the full realization
of these reforms (Lufunyo, 2013). Consequently, signs of employee
dissatisfaction and poor performance continue to be evident within Tanzanian
public parastatals (Kisumbe, 2019; Mongi, 2020; Mwakatumbula et al., 2016;
Mwita & Andrea, 2019; Mwita & Mwakasungula, 2020, 2021; Nyenyembe et

al., 2016).

1.2.2 Public Parastatals in the Transportation Sector

The transportation sector is the focus of this study due to its essential role in
enhancing the social and economic development of citizens in Tanzania. This
aligns with Tanzania's Vision 2025, which aims for the country to become a
middle-income nation. According to the national economic survey conducted
by the Ministry of Finance and Planning in 2022, the transportation sector has
experienced rapid and substantial economic growth in recent years, outpacing
other sectors (The United Republic of Tanzania, Ministry of Finance and
Planning, Economic Survey (URT-MFP-ES, 2023). This remarkable growth
was also reported by the United Republic of Tanzania, National Bureau of
Statistics (URT-NBS) for three consecutive financial years: 2021, 2022, and

2023 (URT-NBS, 2022, 2023, and 2024).



However, the transportation sector's contribution to the gross domestic product
(GDP) remains low compared to other industries. For instance, the average
annual contribution of the transportation sector to GDP over three consecutive
years - 2021, 2022, and 2023 - was only 5.8%, 6.2%, and 7.5% respectively
(URT-NBS, 2024). These contributions fall short of those made by agriculture
(2021=29.8%; 2022=27.9%; 2023=29.2%), construction (2021=12.9%;
2022=12.9%; 2023=11.3%), mining and quarrying (2021=7.4%; 2022=10.4%,
2023=8.3%), trade and repair (2021=8.7%; 2022=7.7%; 2023=7.8%) and

manufacturing (2021=7%; 2022=7.2%; 2023=7.1%) (URT-NBS, 2024).

Given that the transportation sector serves as a backbone for others, employees
need to enhance their job satisfaction to improve their work performance and
the overall effectiveness of this critical economic sector. Studies indicate that
high job satisfaction correlates with elevated work performance (Andreas,
2022; Hauret et al., 2022; Mongi, 2020). Furthermore, boosting employee job
satisfaction within public transportation parastatals is vital for competing
effectively with private companies in transporting people, goods, and services.
This improvement is crucial for driving economic growth in related sectors and

assisting the government in achieving Vision 2025.

The study examines employee job satisfaction in six selected parastatals in the
transportation sector. These parastatals transport goods and passengers via
land, sea, air, and lakes in Tanzania. The selected parastatals include Tanzania

Railways Corporation, Tanzania Posts Corporation, Tanzania Electrical,
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Mechanical, and Electronics Services Agency, Air Tanzania Limited, and

Marine Services Company Limited.

The six selected parastatals are crucial to this study because they have been
underperforming in terms of their contributions to the consolidated government
fund (CGF), yielding low returns on investment and incurring significant losses
of taxpayers' money (Controller and Auditor General, 2023; 2024; Office of
the Treasury Registrar, 2022; 2023). Their contributions to the consolidated
government fund are minimal compared to other parastatals and government

investments (see Table 1).

Table 1
Consolidated Government Fund, Return on Investment, and Losses of Selected

Transportation Parastatals

Contribution

Loss,
to CGF, 2019 Loss, 2021-  2022-2023
-2023 ROI ROI 2022 (in (in
(in Millions () (%) Millionsof  Millions of
Name of the of Tanzanian 2019 2022  Tanzanian  Tanzanian
Parastatal shillings) -2022  -2023 shillings) shillings)
1. Tanzania Railways 1,500.00 0.00 31,000.00  100,700.00
Corporation
2. Tanzania Posts 700.00 0.47 895.00 1,340.00
Corporation
3. Dar es Salaam Rapid 389.00 0.00
Transit Agency
4. Tanzania Electrical, 0.00
Mechanical, and
Electronics Services
Agency
5. Air Tanzania 0.00 0.00 0.34 35,000.00 56,640.00
Limited
6. Marine Services 18,993.16 0.00 0.29 9,000.00
Company Limited

Source: Compiled from Controller and Auditor General, 2023; 2024; Office of
The Treasury Registrar, 2022; 2023
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Some parastatals have not contributed anything for the past five years, as
reported in the Office of the Treasury Registrar's reports for 2022 and 2023.
According to the Controller and Auditor General (2023), the financial results
for the year 2021/22 showed the following losses: (1) Air Tanzania Company
Limited lost Tanzanian Shillings-TZS 35 billion and has been incurring
consecutive losses for the past five years; (2) Tanzania Railway Corporation
recorded a loss of TZS 31 billion; (3) Marine Services Company Ltd lost TZS

9 billion; and (4) Tanzania Posts Corporation had a loss of TZS 895 million.

The Controller and Auditor General (2023) noted that one reason for the poor
performance of these parastatals is the presence of employees who need more
skills, experience, motivation, and commitment to carry out their tasks
effectively. To address these issues, the Controller and Auditor General
recommended that the government enhance employees' skills and implement a
performance-based compensation system to motivate them. These
recommendations align closely with the current study's research questions,

objectives, and hypotheses.

The current study focuses on non-managerial employees working in six public
transportation parastatals across six zones in Tanzania experiencing job
satisfaction issues, as detailed in subsection 1.3. Managerial employees are
excluded from this study because it also examines how employees perceive
their managers' trustworthiness as a moderating factor. Further information
about the population, sample size, and sampling procedures can be found in

Chapter Three (3).
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By effectively addressing job satisfaction through the effective implementation
of HRMP in these parastatals, employees are expected to work more diligently,
thereby enhancing individual and overall organisational performance.
Specifically, improving job satisfaction among employees is expected to
increase the contributions of parastatals to the Consolidated General Fund

(CGF) and the gross domestic product (GDP).

Thus, this study examines how HRMP, perceived organisational support, and
managers’ trustworthiness can enhance employee job satisfaction within the
public transportation parastatals in Tanzania. Specific research questions and

objectives are outlined in subsections 1.4 and 1.5, respectively.

1.3 Statement of the Problems

Low job satisfaction can lead to high employee turnover and strained
relationships with internal and external stakeholders, ultimately undermining
the performance of public parastatals in Tanzania (Jonathan et al., 2013; Karia
& Omari, 2015; Kisumbe, 2019; Kisumbe & Mashala, 2020; Massae, 2023;
Mollel et al, 2017; Mongi, 2020; Mwita & Andrea, 2019; Mwita &
Mwakasungula, 2021). To address this, the study seeks to identify key factors
influencing employee job satisfaction in parastatal institutions, particularly
within the transportation sector and to collect data to confirm and generalize

their impact.

Reports from various stakeholders, including the Controller and Auditor

General and the Office of the Treasury Registrar for 2022 and 2023, highlight
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the ineffective and inefficient implementation of HRMP, contributing to job
satisfaction issues in parastatal institutions. Despite existing institutional
frameworks and policies for employee management, these challenges persist.
For example, Massae (2023) found that dissatisfaction with training and
development programs and inadequate compensation drives higher turnover

intentions, prompting many employees to seek better opportunities elsewhere.

It is crucial to examine HRMP implementation issues across four dimensions:
recruitment and selection, training and development, performance appraisal,
and compensation and benefits. First, in Tanzania’s public Transportation
parastatals, recruitment and selection procedures are guided by the Public
Service Management and Employment Policy (1999). However,
implementation challenges such as bias, lack of transparency, and prolonged
recruitment processes have been reported (Ahmed et al., 2019; Office of the
Treasury Registrar, 2022; United Republic of Tanzania, President's Office-
Public Service Commission, 2005). These deviations from established policies,
including the institutions’ schemes of service, the Chief Secretary's Circular
(1994), and the Standing Orders for the Public Service (2009), foster unhealthy
practices like favouritism, undermining employee well-being and job
satisfaction (Controller and Auditor General, 2024; Office of the Treasury

Registrar, 2022, 2023).

Secondly, parastatal institutions need to provide more effective and practical
training and development programs. Although guidelines exist in the Public

Service Management and Employment Policy (1999, revised 2008) and the
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Training Policy for the Tanzania Public Service (2013) (President's Office,
Public Service Management, 2013), implementation is often inadequate.
Training is frequently conducted without a needs analysis (Changare &
Mosoma, 2022; Kisumbe, 2019; Massae, 2023) or, in some cases, not delivered

at all (Mwagisa, 2021; Office of the Treasury Registrar, 2022).

Thirdly, the performance appraisal system in public parastatals requires
effective implementation to improve employee performance (Mgonja, 2019;
Mulisa, 2021; Nchimbi, 2019). Reports from the Controller and Auditor
General (2014-2018) indicate that some parastatals lack a written and
operational appraisal system, leaving employees unaware of the criteria and
measures used to evaluate their performance. In certain cases, performance
reports do not correspond with the actual evaluation measures, undermining the
system’s effectiveness and contributing to employee dissatisfaction (Controller
and Auditor General, 2018; Mulisa, 2021; Office of the Treasury Registrar,

2022).

Fourthly, employees in parastatal institutions often feel underpaid relative to
their workload, with salaries insufficient to meet living expenses (Christopher,
2022; Kushoka & Surumbu, 2021; Mwakatumbula, Moshi, & Mitomo, 2016;
Mwita & Mwakasungula, 2020; Sauwa, 2022). Although employee
compensation is addressed in Section 27 of the Employment and Labour
Relations Act (2019) and Section 31 of the Workers' Compensation
Regulations (2016), poor practices persist. Reports from the Controller and

Auditor General and the Office of the Treasury Registrar highlight widespread
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non-compliance with approved salary structures and compensation frameworks
(Controller and Auditor General, 2024; OTR, 2022, 2023). Additionally, the
lack of annual salary increments has exacerbated employee dissatisfaction
(United Republic of Tanzania, President's Office-Public Service Commission,

2022).

Previous studies in developed countries have shown that HRMP directly
influences job satisfaction and indirectly affects it through perceived
organisational support (POS) (Mayes et al., 2016; Pungnirund et al., 2020). A
positive mediation occurs when employees perceive their organisation as
caring and supportive, as reflected in their POS. POS has also been found to
mediate the relationships between deviant behaviours (Malik & Lenka, 2023),
HRMP and customer-focused outcomes (Gavino et al., 2021), and to moderate
links between knowledge management and collaborative culture (Shehzad et
al., 2023), ethical leadership and innovative work practices (Musenze &
Mayende, 2023), and employee empowerment and proactive behaviour (Kumar
et al., 2022). Despite extensive research on POS, little empirical work has
examined its mediating role between HRMP and job satisfaction. Through
POS, effective HRMP enhances employee job satisfaction. However, public
parastatal employees in Tanzania reportedly experience low POS (Msuya,
2023), highlighting the importance of examining its mediating effect between

HRMP dimensions and job satisfaction in this context.

Another issue examined in this study is the perceived low trustworthiness of

managers in Tanzanian public institutions, including parastatals, which has
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historically affected their reputation (Bana & McCourt, 2005; Julius, 2020).
This lack of trust stems from scandals and malpractices such as corruption,
favouritism, erosion of work ethics, non-compliance with policies, and
neopatrimonialism among managers (Therkildsen, 2000, 2014; URT-PO-
PSMGG, 2022). Low managerial trustworthiness can weaken the direct effect
of POS on job satisfaction (Ko & Hur, 2014), making trustworthiness a
potential moderator in this relationship—a hypothesis examined in the main
study. While prior research has explored trustworthiness as a mediator between
transformational leadership and citizenship behaviour (Lee et al., 2024), as a
moderator between empowerment and organisational identification (Ertirk &
Albayrak, 2019), as a dependent variable (Perry & Mankin, 2004), and as an
indicator of managerial outcomes (Cho & Ringquist, 2011), empirical evidence

on its moderating role between POS and job satisfaction remains limited.

To enhance business performance, parastatal institutions must improve
employee job satisfaction through effective recruitment and selection, training
and development, performance management and appraisal systems, and
compensation and benefits aligned with employees’ expectations. The study
applied a Social Exchange Theory framework to examine the relationships
among HRMP dimensions, POS, managerial trustworthiness, and job

satisfaction.
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Research Questions

The following five research questions were developed to address the HRMP,

POS, and managers' trustworthiness problems that explain the job satisfaction

issue.

il

1il.

1v.

How does each human resource management practice, dimensional
variable — recruitment and selection, training and development,
performance appraisal, and compensation and benefits — relate to
employees' job satisfaction in Tanzanian public transportation
parastatals?

How does each human resource management practice, dimensional
variable — recruitment and selection, training and development,
performance appraisal, and compensation and benefits — relate to
employees' perceived organisational support in Tanzanian public
transportation parastatals?

How do employees relate their perceived organisational support to
job satisfaction in Tanzanian public transportation parastatals?

How does employees' perceived organisational support mediate the
relationship between human resource management practices and job
satisfaction in Tanzanian public transportation parastatals?

How does managers' trustworthiness moderate the relationship
between employees' perceived organisational support and job

satisfaction in Tanzanian public transportation parastatals?
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1.5 Research Objectives

Generally, this study aimed to evaluate the direct and indirect effects of HRMP

on job satisfaction within Tanzanian public transportation parastatals.

Additionally, it examined the mediating role of POS in the relationship

between each HRMP dimension and job satisfaction. The study also examined

the moderating role of trustworthiness in the relationship between POS and job

satisfaction. The specific objectives are as follows: -

il

1il.

1v.

To examine the direct positive effects of each human resource
management practice dimensional variable — recruitment and
selection, training and development, performance appraisal, and
compensation and benefits — on employees' job satisfaction in
Tanzanian public transportation parastatals.

To examine the direct positive effects of each human resource
management practice dimensional variable — recruitment and
selection, training and development, performance appraisal, and
compensation and benefits — on employees' perceived
organisational support in Tanzanian public transportation
parastatals.

To examine the direct positive effect of employees' perceived
organisational support on their job satisfaction in Tanzanian public
transportation parastatals.

To examine the mediation effects of employees' perceived
organisational support on the relationship between human resource
management practice dimensional variables and job satisfaction in

Tanzanian public transportation parastatals.
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v. To examine the moderating effects of managers' trustworthiness on
the relationship between employees' perceived organisational
support and job satisfaction in Tanzanian public transportation

parastatals.

1.6 Study Significance

The results of this study aim to enhance the literature on job satisfaction and
offer valuable insights to policymakers for developing better strategies to
improve job satisfaction and enhance the overall performance of public

parastatals.

1.6.1 For Literature

Most past job satisfaction studies were conducted in Europe, America, and
Asia. These studies have examined the direct and indirect effects of HRMP
dimensions on job satisfaction in private organisations, such as hotels, schools,
businesses, and manufacturing firms (Barkhuizen & Gumede, 2021; Hauret et
al., 2022; Maharmeh, 2021; Moorhead & Griffin, 2019; Van Hoek et al.,
2020). However, there is limited empirical evidence examining the
relationships between HRMP dimensions and job satisfaction in the public
sector, especially in public parastatals in developing African countries like

Tanzania.

Additionally, an extensive literature review revealed that only two studies had
examined the mediating effect of POS on the relationship between dimensions

of HRMP and job satisfaction in private organisations in China and Thailand
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(Mayes et al., 2016; Pungnirund et al., 2020). This indicates a need for further
research on the mediating role of POS between HRMP dimensional variables
and job satisfaction, particularly in public organisations. Another study by Ko
and Hur (2014) examined the moderating effect of managers' trustworthiness
on the relationship between procedural justice and job satisfaction in the
United States. Ko and Hur (2014) referred to procedural justice as POS.
Although procedural justice and POS are connected, they are distinct concepts.
This study aims to examine the moderating role of managers’ trustworthiness

in the relationship between POS and job satisfaction.

Moreover, limited empirical studies that have examined POS as a mediator
between HRMP dimensional variables and job satisfaction and simultaneously
examined managers' trustworthiness as a moderator between POS and job
satisfaction within a single empirical research study have already been

published in indexed journal databases.

Furthermore, few studies in Tanzania have analysed all four dimensions of
HRMP within one empirical research framework and have combined an
analysis of the direct effects of HRMP dimensional variables, the mediating
role of POS, and the moderating role of managers' trustworthiness with job

satisfaction.

This study addresses these literature gaps by examining the direct and indirect

relationship between HRMP dimensional variables and job satisfaction. It
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focuses on the mediating effect of POS and the moderating effect of managers'

trustworthiness.

1.6.2 For Policies Planning

To enhance the nation's social and economic development, the Tanzanian
government has increased the establishment of public parastatals. Various
policies are in place to monitor the administration of these entities. For
example, the Public Service Management and Employment Policy of 1999
outlines the recruitment and selection procedures. Despite a revision in 2008,
reports have highlighted biased, discriminatory, and non-transparent practices
in recruitment and selection. These issues have resulted in hiring based on non-
standard criteria (Ahmed et al., 2019; Office of the Treasury Registrar, 2022;
United Republic of Tanzania, Presidents' Office-Public Service Commission,
2005).

These malpractices have led to the use of non-standardised and invalid tests
during recruitment and the selection process (Ahmed et al., 2019; Office of the
Treasury Registrar, 2022; The United Republic of Tanzania, President's Office-
Public Service Commission, 2005). Such tests were intended to assess specific
skills, competencies, abilities, and knowledge relevant to particular tasks or
jobs (Diez et al., 2019; Lee & Nguyen, 2025; Woods, 2024) and to determine

candidates’ suitability for positions.

While the implementation of this policy is appreciated for addressing
malpractices in recruitment and selection, further improvements are necessary.

The results of the current study will help policymakers understand employees'
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perceptions of credible recruitment and selection practices, facilitating the
development of appropriate measures for standardized and valid tests and

merit-based selection.

The policy related to manpower training and development is outlined in the
Training Policy for the Tanzania Public Service of 2013. However, despite the
policy’s procedures, the implemented programs have only marginally
improved the work skills and knowledge of public parastatal employees
(Changare & Mosoma, 2022; Kisumbe, 2019; Mwagisa, 2021; Ngassa, 2020;
Office of the Treasury Registrar, 2022; 2023). Poor implementation has
resulted in a dissatisfied workforce, as the training and development programs
do not effectively address employees’ needs. In some parastatals, these
programs have not been fully executed (Office of the Treasury Registrar, 2022;
2023). Findings from this study will help policymakers understand employees'
expectations for training and development opportunities that enhance their
work-related skills and knowledge. Ensuring that training and development
programs are based on thorough needs assessments and those adequate
resources are allocated will be essential for improving employee satisfaction

and enhancing individual and parastatal performance.

The lack of effective implementation and monitoring mechanisms in public
parastatals has made the performance appraisal system optional, leading to
employee dissatisfaction regarding how their job performance is evaluated
(Controller and Auditor General, 2018; Mulisa, 2021; Office of the Treasury

Registrar, 2022). The study's results will provide insight into employee
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perceptions of the poorly implemented and monitored performance appraisal
system. This information will assist policymakers in devising and
implementing effective strategies to ensure proper system implementation and
improve existing policies. Strengthening performance appraisal criteria and
maintaining objectivity in evaluations will be essential. Additionally, investing
in electronic-based systems for managing employee performance - such as the
Employee Self-Service and Public Employee Performance Management
Information System - will be crucial. Continuous performance-based feedback
and counselling should also be prioritized to enhance employee and

organisational performance.

The Public Service Pay and Incentives Policy, enacted in 2010, seeks to
compensate employees fairly and adequately for their contributions. However,
employees have expressed concerns about underpayment (Kushoka &
Surumbu, 2021; Massae, 2023; Mwita & Mw