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Abstract  

The study examines the effects of job evaluation on employee performance at Northern 
Tanzania Union Conference. The research design of this study was be both descriptive and 
correlation. The targeted population of the study was employees working at the Headquarter of  
Northern Tanzania Union Conference (NTCU), North East Tanzania Conference (NETCO) and 
Central Tanzania Field (ETF) located in Babati, Manyara Region. Specifically, the study applied 
Pearson correlation coefficient to determine the relationship between the factors of job 
evaluation and employees performance at Northern Tanzania Union Conference. Most of the 
employees agreed or strongly agreed that the factors are applied in job evaluation at Northern 
Tanzania Union Conference of the Seventh-day Adventist church. At the same time the results 
further indicated that job evaluation affects employees performance especially Task, adaptive 
and contextual performance of employees in the organization.  Finally for the relationship 
between the factors of job evaluation and employee performance, there were results which 
indicate that to some extent the factors associated with job evaluation have an influence on 
task, adaptive and contextual performance of employees at Northern Tanzania Union 
Conference. The study recommended that the Northern Tanzania union conference should 
invest financial resources to improve job evaluation in their organizations.  
 

Keywords: Job evaluation, employee performance, Tanzania 
 
1.0 Introduction  
Job evaluation is an important process which 
promotes organizational performance. Job 
evaluation aims to appraise the activities of an 
organization over a period of time.  Job 
evaluation measures the employees’ strengths 
and weaknesses so as to provide solutions 
which would maximize their productivity. . In 
other words, if job evaluation is recklessly  

handled, it can easily be a source of labor 
relations problems and at the worst case lead 
to unwarranted litigation which might leave 
the organization with  enormous financial 
burden (Sibanda, 2016).  
The definitions of job evaluation are broad 
based. According to Nweke ( 2016 ) job 
evaluation is a systematic way of determining  
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the value or worth of a job in relation to other 
jobs in the organizations. Others have defined 
job evaluation as a systematic comparison 
between jobs so as to evaluate their relative 
worth or value for the sole purpose of 
establishing a rational pay structure (Busienei, 
2017). However according to International 
Labor Organization (ILO), job evaluation is an 
attempt to determine and compare the 
normal performance of a particular job makes 
on normal employees without taking into 
account the individual abilities of performance 
of employees concerned ( Chandi, 2019). 
Others define job evaluation as the most 
appropriate technique of fixing and revising 
the wages (Nweke, 2016).  
From a global perspective, job evaluation has 
been used as mechanism to help management 
in creating a rational and consistent 
remuneration policy in the organization. It has 
been used as a criteria for fixing salaries and 
wages of employees. In the developed 
countries like USA and UK, job evaluation has 
been a tool to determine worth of value of the 
job. Likewise for European countries, job 
evaluation has been used as tool to bring and 
maintain the harmonious relationship 
between the employer and the employee. This 
is due to the fact that it serves as a tool to 
minimize or totally eliminate the 
remuneration inequalities among employees 
in the organization.  
From an African point of view, job evaluation 
has been a relatively new subject for most of 
the organizations. However, it is a subject 
which has been gaining traction in human 
resource practices. Specifically, job evaluation 
has been uses as a formality to meet 
organizational requirements and standards 
(Nweke, 2016). The effects of these practices 

have not been evaluate or assessed in relation 

to the overall performance of employees in the 

organization. This calls for an in-depth study  

about the effect of job evaluation on 
employee performance. 
The concept of job evaluation is relatively new 
in East African countries due to the fact that 
human resource practices were not a subject 
of great concerns to employees. However, 
there is a paradigm shift in favor of job 
evaluation in enhancing the overall 
remuneration packages for employees in 
organization. As a matter of fact, job 
evaluation is viewed as a mean to improve the 
employees performance by providing 
remunerations (Busienei, 2017).  
For the case of Tanzania, there are relatively 
few studies which have assessed the impact of 
job evaluation of employee performance. In 
connection to this, there are few or no studies 
which explore the effect of job evaluation on 
employee performance in organizations 
owned and operated by a church. As argued 
by Nweke (2016) previous studies on job 
evaluation focused on its processes and 
methods with little interest on its effects on 
productivity.  In this case, this study examines 
the effects of job evaluation on the 
organizational performance of employees at 
the Northern Tanzania Union Conference of 
the Seventh-day Adventist Church.  
 

1.1 Problem Statement  
Despite job evaluation has been a normal 
norm for most of the organizations in 
Tanzania, This appraisal process has not been 
significantly improving the performance of 
employees. This is due to the fact that 
financial challenges by workers and disputes 
and litigation related to job evaluation are on 
the rise as employees question their pay 
grades with the hope that a change in 
remuneration grades will help increase their 
earning and others call for job evaluation to be 
conducted leading to bigger problems in the 
organizations (Sibanda, 2016; Magupa, 2017).  
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There are many employees who are 
challenging the existing job evaluation method 
as they require new job evaluation 
procedures. At the same time, some 
employees are urging for job evaluation with 
the intention of getting rid of unqualified and 
incompetent workers and as a result realize 
when it is too late that job evaluation doesn’t 
provide the solution to solely improve the 
performance of the employees in the 
organization (Sibanda, 2016) .  
Studies have indicated that job evaluation has 
been used as a task to be completed as a 
formality or as an organizational requirement 
instead of improving performance 
(Mclaughlin, 2019).  Further statistics have 
indicated that 56-70 of employees believe job 
evaluation is conducted as a formality instead 
of a mechanism to increase performance in 
the organization (Lingard, 2013). These results 
are similar in Tanzania as well where most 
employees do not understand the absolute 
significance of job evaluation (Magupa, 2017).  
In light of these findings, job evaluation is not 
as simple as employees and employers would 
like to think and it rather involves a complex 
process that should be undertaken seriously. 
Given these statistics and rising concerns, this 
study therefore examines the effects of job 
evaluation on employee performance in 
Northern Tanzania Union conference.  
 
1.2 Research Questions  
The following are the research questions of 
this study 

1. What are the factors affecting job 
evaluation as a tool to increase for 
employees’ performance at Northern 
Tanzania Union Conferences? 

2. How is employee performance based 
on job evaluation at Northern Tanzania 
Union Conference?  

 

3. What is the relationship between job 
evaluation and employee performance 
at Northern Tanzania Union 
Conference?  

 

2.0 Literature Review  
This section explains the overall concept, 
theories and key aspects relating to job 
evaluation. This section will discuss the key 
aspects in job evaluation which includes 
knowledge, accountability or responsibility, 
effort and working conditions.   
 
From a human resource point of view, job 
evaluation is a critical part which enhances 
employee performance in the organization. 
According to Lingard (2013) it is criteria to 
decide issue of employee advancement, 
relocation, allotment of duties, pay increment 
and cuts. Others argue that job evaluation 
provides the employee depiction of their 
current job and therefore can be applied to 
determine employee development and 
improvement procedures. It is suggested that 
job evaluation is required for objectivity and 
therefore ensuring high yields for the 
organizations.  
The main purpose of job evaluation is to assist 
management with a rational and consistent 
mechanism to define worth of job to the 
organization (Pandey and LeeLashree, 2012).  
According to the International Labor 
Organization (ILO) job evaluation is an attempt 
to determine and compare demand which the 
normal performance of a particular job makes 
on normal workers without taking into 
account the individual abilities of performance 
of the workers concerned (Chand, 2019). 
Others define job evaluation as an effort to 
determine the relative value of each job in an 
organization with the sole purpose to provide 
a fair and equitable remuneration. However, 
Date Yoder defines job evaluation as a practice  
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which provides a degree of objectivity for 
measuring the value of a job in the 
organization in comparison with similar 
organizations (As cited in Chand, 2019). These 
are just few among many descriptive and 
elaborative definitions of job evaluation.  
There are several reasons which have lead to 
the growth of interest in job evaluation in the 
organizations. These reasons vary between 
organizations and the intention to use job 
evaluation to improve operations in the 
organization. First and foremost, job 
evaluation helps organization to determine a 
rational and consistent wage policy and salary 
structure for the employees in the 
organization (Butron, 2018). This wage or 
salary structure is equitable and fair to 
enhance the overall performance of 
employees in the organization. Secondly, job 
evaluation assists in proper recruitment 
efforts and the selection of the best suited 
employees for the organization (Chaneta, 
2014). This is due to the fact that job 
evaluation determines the worth a job and 
therefore an individual will be selected 
according to the criteria determined by job 
evaluation.  
 

2.1 Process of Job Evaluation 
The process of job evaluation involves a 
detailed step by step method to evaluate jobs 
in the organization. According to price Water 
House coopers (2019), the job evaluation 
process includes the several steps which will 
be described in this section. 

1. Gaining Acceptance: it is the sole 
responsibility of management to 
explain the purpose and objectives of 
the job evaluation program to the 
managers and employees in the 
organization.  The management can 
also involve unions depending on the 
nature of the legal situation  

surrounding the job evaluation 
process. This process entails the 
explanation of the inputs, process and 
outputs of the benefits of job 
evaluation in the organization.  

2. Creating a committee of job 
evaluators: it is advisable to formulate 
a committee to evaluation the job in 
the organization. The benefits of this 
process are to reduce the job 
evaluation work load and hence reduce 
the overall operation cost of the job 
evaluation. The committee should 
include expert and experienced 
individual to perform the task. 

3. Determine the Job for Evaluation: it is 
advisable for every job in the 
organization to be evaluated. It is also 
recommended that all key job in the 
department should be identified and 
evaluated.  With a lot of carefulness, 
these jobs should be evaluated to 
determine the contribution to the 
overall mission of the organizations.  

4. Analysis and Preparing Job 
Description; this process requires the 
preparation of the job description and 
it also entails job analysis of a job in 
particular so as to determine the 
overall performance of job and it 
contribution to the organization.  

5. Selecting the Method of Evaluation: 
this process of evaluation jobs should 
be determined while keeping the job 
factors as well as the organizational 
demand in mind. In addition, selecting 
a method for evaluation involves the 
consideration of organizational culture 
and the capacity of compensation and 
benefits function or job evaluation 
committee.  

6. Job Evaluation; this is a stage where by 
the committee determine the relative  
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worth of various jobs in the 
organization. 

7. This requires considering the whole job 
through rating a set of jobs by 
comparing each job to the general 
descriptions. This stage involve taking 
into the factors associated with job 
evaluation which include level and 
breath of responsibilities, knowledge 
and skills required, complexity, impact, 
accountability and working condition 
among many other factors. These 
factors can be considered with 
numerical and non-numerical scoring 
so that the overall score can be totaled 
to determine the value of the job to 
the organization.  

 

2.2 Job Evaluation Schemes 
There are schemes for job evaluation that can 
be applied in any organization. Categorically, 
there are two main types of job evaluation 
scheme which are analytical and non-
analytical scheme. These schemes are 
distinction and every can select on method 
over the other. 
The first category is analytical scheme which 
decisions about the value or size of jobs are 
based on the degree to which various 
identified factors or elements are prevalent in 
a job (Chaneta, 2014). These factors should be 
available in the entire job to be assessed and 
the various levels at which they are available 
reveal the relative job value. A good example 
of the analytical approach is to appoint factor 
scheme which identifies factors and their 
levels and therefore attaché scores to each 
level. Prior job analysis, scores for each factor 
are awarded and added together as a means 
to evaluate an job and an employee. Normally, 
the main features of analytical job evaluation 
involve systematic, judgmental and concerned 
with the job not the employee. 

The second category is non-analytical schemer 
where by the whole job is described and 
compared so as to place them in grades or 
ranks without analyzing them in their 
constituent partner or element (Chaneta, 
2014). A good example of non-analytical 
approach is job classification in which grades 
in a grade structure are defined and jobs are 
slotted into grades by comparing the job 
descriptions with the grade definitions. 
According to guest the statistical 
technique known as paired-comparison 
ranking can be used and this involves 
comparing one job with others on the 
assumption that it is always easier to do this 
than to consider a number of jobs and 
attempt to build up a rank-order by multiple 
comparisons (As stated in Chaneta, 2014). 
 
2.3 Factors considered in Job Evaluation 
There are several factors to consider in the job 
evaluation process in the organization.  
 
Knowledge 
The first factor is professional knowledge of 
the job. This involves assessing the demand on 
the type of job required so as to enable the 
employee to cope with the specific job tasks 
and situation. In other words, knowledge 
refers to the familiarity or skills that must the 
acquired by the employee so as to execute the 
job. This knowledge includes education and 
experience on the related job. At the same 
time it refers to skills and knowledge 
consisting of formal qualifications and relevant 
work experience. Formal education can based 
on formal degrees, but it also includes other 
qualifications such as technical core 
competencies for a job (Butron, 2018).  
From an experiential point of view, this factor 
evaluates the technical or function specific 
work experience of an employees as well as 
the formal qualification required for the job. 
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This based on the pretext that both 
professional requirements of the job and 
position holders’ competencies develop 
simultaneously. In this case, practical and 
relevant practical experience beyond formal 
education is required and necessary to 
execute the job effectively. This requires time 
spent on the job or similar job so as to gain 
mastery on the practical application of the job. 
The number of years of experience on a 
particular job indicates that an individual has 
gained practical training which is critical for 
the effective and efficient performance of the 
job (Chaneta, 2014).  
 
Accountability 
Accountability refers to the duties and 
responsibilities for which the employee is 
accountable. In essence, this factor describes 
the position influence on their people’s action. 
This includes supervisory roles entrusted to an 
employee. This involves taking professional 
responsibility of the supervision of employees 
in the organization (Pradhan and Jena, 2017).  
Accountability also involves the responsibility 
toward organizational resources. It involves 
responsibility and accountability for cash, 
negotiable instruments, materials, equipment 
and confidential records measured in terms of 
possible loss to the organization. The more the 
organization entrusted organizational 
resources to an employee or specific job, the 
higher the worth of that particular job to the 
organization (Pandey and Leelashree, 2012).  
Contact is another area which falls under 
accountability. Contacts refer to the 
responsibility for personal contacts are critical 
for a job. These contacts involve hot 
employees other than superior-subordinate 
relations. It also involves contact with the 
public and other relevant stakeholders of the 
organization. If a job requires internal and 
external contract, then that job or employees  

is highly accountable to the organizations and 
its stakeholders (Sibanda, 2016). 
 
Effort 
Efforts determine the exertion of power 
through mental or physical performance of a 
job. Specifically, mental effort involves the 
type of thought process necessary to perform 
a job. It usually measures the degree of 
routine, amount of supervision received and 
the diversity of the complexity of the job. 
Normally, a job which is routine with 
standardized practice or procedures where all 
major decision are made by top authorities, 
this job is normally ranked at a lower point. 
However, if a job requires diversified work 
performed independently with little or no 
direct supervision and requires the use of 
independent judgment, then this job is rated 
highly due to additional mental effort required 
(Chandi, 2019).  
Physical effort requires exerting physical labor 
such as lifting and walking. Physical efforts 
refer to the intensity and degree of physical 
effort including the weak position. The nature 
of physical effort will determine the work of a 
job. For instance, a job which requires light 
work and non-continuous physical effort with 
minimum fatigue will be ranked lower than a 
job which requires continuous standing or 
walking which involves carrying, lifting, 
pushing or pulling (Nweke, 2016).  
 

Working Conditions 
Working conditions refers to physical 
environment and conditions under which the 
job is executed. In other words, work 
environment is the job conditions considered 
disagreeable or unpleasant and the frequency 
of exposure to certain conditions. According to 
business dictionary, the term working 
condition refers to working environment and 
all existing circumstance affecting labor in the  



www.ijieb.co.tz/cjeb                                                     ISSN 2738-9294 (Online) Vol. 1 Iss. 1, 2020 (pp. 1-24) 

7 
 

 

work place, including job hours, physical 
aspects, legal rights and responsibility 
organizational climate and workload (Ali, Ali 
and Adan, 2013). At the same time, working 
conditions take into account physical and 
visual strain. Working conditions vary from 
one job to another. In this case, a job with a 
relatively clean, well-lighted and comfortable 
environment will have be ranked lower 
compared with working condition which are 
relatively hazardous like high voltage, extreme 
temperatures, inflammable materials, 
obnoxious odors, sharp objects and any 
dangerous or unfavorable conditions. 
Working condition is an important factor to 
consider in job evaluation since it has an 
influence over employee productivity. 
According to Ali, Ali and Adan (2013) there is a 
positive relationship between working 
conditions and employees’ productivity. In this 
case, employee productivity is an critical area 
in job evaluation.  
 
Employee Performance 
Employee performance is considered how well 
an employee executed their job in relation to 
the expectation of the job or organization. For 
a job evaluation point of view, it refers to how 
employees are rated on how well they do their 
jobs compared with a set of standard 
predetermined by the organization. In general, 
performance is a multi-component concept 
and therefore it is multidimensional in nature 
(Pradhan & Jena, 2017). This is due to the fact 
that it can divided into three dimensional 
concepts. These three dimensions include task 
performance, adaptive performance and 
contextual performance.  
Performance in the form of task performance 
comprises of job explicit behaviors which 
includes fundamental job responsibilities 
assigned as a part of job description (Pradhan 
& Jena, 2017). Task performance refers to  

cognitive ability and it is fundamentally 
executed through task knowledge (requisite 
technical knowledge or principles to ensure 
job performance and having an ability to 
handle multiple assignments), task skill 
(application of technical knowledge to 
accomplish task successfully without much 
supervision), and task habits (an innate ability 
to respond to assigned jobs that either 
facilitate or impede the performance (Pradhan 
& Jena, 2017). This implies that task 
performance is the ability to do the job with 
prior experience and therefore it is a 
contractual understanding between the 
supervisor and the employee to complete an 
designated task.  
Task performance is divided into two which 
are technical administrative task performance 
and leadership task performance. Technical 
administrative task performance is the 
expected job execution which involves 
planning, organizing and administering the day 
to day job through the application of technical 
skills and business judgment (Pradhan & Jena, 
2017). On the other hand, leadership task 
performance involves setting strategic goals 
and upholding the necessary job standards. It 
involves the whole activity of motivating and 
directing subordinates to complete the job 
through engagement, recognition and 
constructive criticisms (Kahya, 2017).  
Adaptive performance is an employee ability 
to change, adopt and provide necessary 
support to the job profile in a dynamic 
situation. This involves changing their attitude 
and behavior to the changing nature of the 
organizational activities to better suit the 
organizational changing nature. It is the ability 
of an employee to manage volatile work 
situations and to effectively adopt to those 
changing needs. Those employees who are 
able to flexible so as to meet the changing 
nature of the organizations are considered  



www.ijieb.co.tz/cjeb                                                     ISSN 2738-9294 (Online) Vol. 1 Iss. 1, 2020 (pp. 1-24) 

8 
 

 

adaptive and they have are adoptive in 
performance (Baard, Rench and Kozlowski, 
2014).  
Contextual performance refers to voluntary 
job performance by an employee which is not 
in the job description. It is taking an extra mile 
and doing more to the organizations which 
will not be rewarded in term of remuneration. 
Contextual performance is a kind of pro-social 
behavior demonstrated by an employee in a 
work set-up through voluntary work behavior. 
it is determined by an employee to 
demonstrate team work, allegiance and 
determinations. It requires an employee 
engaged to a sense of passion and duty which 
translate into high performance and extra role 
behavior. it is the act of taking initiative and 
responsibility without the external pressures 
from the supervisors, working colleague or 
even organization (Pradhan & Lena, 2014).  
The following diagram provides the existing 
relationship between the three dimensions of 
employee performance which are Task 
performance, adaptive performance and 
contextual performance.  
 
2.5 Empirical Literature Review 
Studies have been conducted about job 
evaluation and the effect of the organization 
success. Other studies have identified the 
contribution of job evaluation on 
remuneration. This study provides the 
empirical studies conducted on job evaluation 
in relation to organizational performance.  
To gain a deeper comprehension of job 
evaluation, El-Hajji (2012) investigates the 
inside concept, dimension, premise and 
process of job evaluation. This study suggests 
that job evaluation is a universal and common 
phenomenon in organizations especially in 
large ones. Specifically, this article discusses 
the various ways job evaluation is perceived 
and defined. Furthermore, the article provides  

a sound understanding of the theoretical and 
philosophical context of job evaluation to 
employees. This study examines the 
combinations and technical aspect involved in 
the job evaluation process which demands 
good management sense and skills.  
A research by El-Hajji (2013) provides a critical 
analysis about the ideology of job evaluation. 
This study provides a detailed scrutiny and 
clarification of the job evaluation ideology. 
The study suggests that job evaluation 
operatives from the premise that it has its 
own ideology rather than paying homage from 
a broader ideology. In that light, it evaluates 
how this premise can be supported by both 
theory and practice. Therefore, this study 
provides and establish adequate 
understanding about the meaning, concept, 
elements, dimension and usage of job 
evaluation ideology and it implications to 
employees in the organization. As a result of 
data analysis, the study concludes that job 
evaluation ideology stems from the 
philosophy of job evaluation. This study 
enables the reader to establish an informed 
judgment on the theory and practice of job 
evaluation ideology.  
Another study by El-Hajji (2015) provides a 
critical analysis on Hay system of job 
evaluation. The study addresses the questions 
of Hay developing an alternative job 
evaluation system for measuring and jobs. In 
addition, the study provides the analytical 
view of how Hay developed this system with 
given parameters. Specifically it identifies hays 
basic components such as job factors, 
allocation of weights for the factors and the 
contribution of each factor. Hay model 
assigned different points to each factor and 
the degree of flexibility attached to the 
system. Finally the author compare and 
contrast hay system with other models of job 
evaluation and concludes that it is an efficient  
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and effective model.  
Some other prominent studies have tried to 
establish the relationship between job 
evaluation and compensation. For instance, 
according to Choudhary (2016) examines job 
evaluation as a strategy for compensation 
consistency.  This study attempts to assess the 
effectiveness and managerial implications of 
job evaluation in the organization. Specifically, 
the study was exploring the basic approach of 
job evaluation, it importance and effectives 
and ultimately its implication for managers 
and human resource practitioners. The study 
suggests that information gathered through 
job evaluation can be used for improvement 
of recruitment and selection, transfer and 
promotion procedures on the basis of 
comparative job requirements. This study 
determines a systematic method for assessing 
a wide range of jobs which takes time and 
requires patience. In conclusion, the study 
recommends that job evaluation scheme 
should be selected carefully according to the 
employment market, demand for labor, 
bargaining power of the parties and the 
prevailing job condition. Finally, the study 
suggests that job evaluation should be 
conducted based on employees contributions 
to the company revenue and profits instead of 
relying on job titles and market value. In this 
situation, the human resource officer should 
create internal pay equity and therefore meet 
equal pay obligations and better satisfy 
commitments to affected and interested 
parties.  
On the same issue of remuneration, Chaneta 
(2014) assesses the effect of job evaluation on 
decision involving pay equity. Chaneta starts 
by defining job evaluation as a systematic 
method or process as opposed to an approach 
that is random or non systematic. This study 
provides job evaluation schemes which are 
analytical job evaluation scheme and non- 

analytical job evaluation scheme. Analytical 
scheme requires a decision about the jobs 
based on an analysis of the extent to which 
various defined factors or elements are 
present in a job. Non-analytical job evaluation 
scheme are schemes in which the whole job 
are described and compared so as to take 
place in a grade or rank order without 
analyzing them into their constituent partners 
or elements. The most common example of 
non-analytical approach is job classification in 
which grade structures are defined and jobs 
are slotted into the grades by comparing the 
job description with the grade definitions.  
To add to this study, Bender and Pigeyre  
(2014) explores the relationship between job 
evaluation and equity pay. This study 
discusses the stakes and methods in 
evaluation a job in relation to pay equity.  In 
connection, this study provides guidelines a 
good practice so as to prevent gender 
discrimination in job evaluation. This study 
exposes some practical experiments 
conducted in other studies provide deep 
insights on how to improve pay equity. This 
study concludes through recommending job 
evaluation as the only means to eliminate 
gender gap in compensation and therefore 
create an environment for payment equity for 
everybody in the organization.  
A study by Busienei (2017) assesses the effect 
of job evaluation on employee job satisfaction. 
This was a comparative analysis of male and 
female employees at Airtel Kenya.  This was a 
descriptive study which targeted 125 
employees from Airtel. The study realized that 
job evaluation ensures job classification is 
conducted according to the functions and 
therefore job evaluation ensures that staff are 
placed and deployed based on their skills and 
expertise.  The study further revealed both 
male and female employees are satisfied 
when they complete their assigned tasks and  
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they are satisfied with the decision of the 
management. At the same time, they study 
concluded that job evaluation is instrumental 
to authoritative administration which 
enhances employee job efficiency. In light of 
these findings, the study recommends that job 
evaluation should an ongoing process in the 
organization through benchmarking with 
comparable organizations in the industry.  
From a Tanzanian perspective, job evaluation 
is an important aspect of improving 
employees and organizational performance. 
According to a study conducted by Magupa 
(2017) examines the implementation of 
performance management systems and the 
performance of public enterprises in Tanzania. 
This was a case of Air Tanzania Company 
Limited (ATCL). The results indicated that job 
evaluation is an important tool in determine 
the worth of a job. The study further suggests 
that performance management system should 
involve job evaluation as a critical tool to 
determine performance in the organization. 
As a matter of the fact, the study incorporated 
the job evaluation tools to create a 
mechanism to implement performance 
management systems in the organization. As a 
results, the study recommended job 
evaluation to be emphasized in every 
organization especially ATCL.  
 
3.0 Research Methodology 
The research approach of this study was 
quantitative in nature. The research design of 
this study was be both descriptive and 
correlation. The descriptive design was 
applied to describe the factors affecting job 
evaluation and the factors associated with 
employees’ performance in the organizations. 
At the same time, the study was correlation 
because it determines the relationship 
between job evaluation and job performance 
among employees at Northern Tanzania Union  

Conference. These two methods are very 
critical and useful in describing and relating a 
phenomenon (Masanja, 2018).  
 

3.1 Population and Sampling Techniques 
The targeted population of the study includeD 
management, accountants, secretaries, 
administrative secretaries and supporting staff 
working at the Head quarters of Northern 
Tanzania Union Conference (NTCU), North 
East Tanzania Conference (NETCO) and Central 
Tanzania Field (ETF) located in Babati, 
Manyara Region.  Specifically, NTCU has 55 
employees, NETCO has 26 employees and ETF 
has 12 employees. Therefore, The total 
employees at these locations are 93.  
The researcher used the total population 
sampling technique whereby the entire 
population of employee participants will be 
used for the study. As argued by Masanja 
(2019) that total sampling technique is non-
probability sampling technique which includes 
the entire targeted population due to the fact 
the population is a relatively small number of 
research participants. Specifically, this 
sampling technique provides a summary of 
the representative results of the entire 
population of the study. Table 1 provides the 
description of the employees participating in 
this study.  
 

3.2 Data Collection Methods and Procedures 
Data collection was executed using a 
questionnaire as the main method of 
gathering information from employees at 
Northern Tanzania Union Conference. A 
questionnaire allows the researcher to collect 
raw and original data from the employees and 
therefore increases the originality of the 
research findings. The questionnaire was 
developed based on Hay method of job 
evaluation (El-Hajji, 2012, 2013, 2014), Triachy 
model of employee performance  
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Table 1: Targeted Population and Sample for the Study 

 
Institution 

Administrative 
Staff 

Non-
administrative 

Staff 

Total 

Northern Tanzania Union 
Conference (NTUC) 

 
13 

 
42 

 
    55 

North- East Tanzania Conference 
(NETC) 

 
10 

 
16 

 
          26 

Tanzania Rift Valley Field (TRVF)   6   6     12 

Total   29 90     93 
 

(Pradhan and Jena, 2017), and Job evaluation 
workbook (Masanja, 2019).  
The questionnaire consisted of three parts. 
The first part provided questions about the 
demographic character for employees who 
will participate in the study. The second part 
provided questions about the factors affecting 
job evaluation in an organization. The third 
part provided questions on the employee 
performance at the Northern Tanzania Union 
Conference. The questions will be close 
ended.  
 
3.3 Validity and Reliability of the Research 
       instrument 
According to Masanja (2018) reliability refers 
to the degree of internal consistency whereby 
a research instrument is expected to measure 
accurately what it claims to measure. In this 
case, the questionnaire should have the ability 
to provide the same results on the same or 
equal test to same participants under similar 
situations. For this study, a pilot was 
conducted involving 30 participants from 
sister organization of Northern Tanzania Union 
Conference. Cronbach Coefficient Alpha was 
applied to determine the internal consistency 
of the research instrument. This was 
generated on the mean correlation between 
each factor of job evaluation and employee 
performance.  

The validity of the questionnaire was tested as 
well. Specifically the questionnaire was tested  

to determine the content and construct 
validity. Content validity was tested using the 
content validity index while construct validity 
will be tested using factorial analysis. For 
content validity, the research selected 5 
experts in academia and 5 experts in the 
industry to assess the relevance of each 
question in the questionnaire. Then the 
researcher used the content validity index to 
determine the content validity of the 
questionnaire. According to Masanja (2018) 
content validity index was calculated using the 
following formula.  
 
CVI = Items relevant/ very relevant by both  
           Total number of items in the instrument  
        = 29 = 80% 
           36               

 
3.4 Data Analysis, Presentation and 
       Interpretation Plan 
The research applied simple descriptive 
analysis of the data using descriptive statistics 
such as the mean and standard deviation. 
Specifically, the mean and percentages was 
used to provide the descriptive statistics for 
the demographic characteristics of employees 
participating in this study. In addition, the 
mean  provided  the descriptive statistics for 
the factors affecting job evaluation and 
employee performance in Northern Tanzania 
Union Conference.   Standard deviation was 
ascertained to determine the variance which is 
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stable indicator of variability. 
The Pearson product moment correlation 
coefficient was used to determine the 
relationship between factors affecting job 
evaluation and job performance. Furthermore, 
this methodology determined the level of 
strength of the relationship between these 
two variables in this study.  
  
3.5 Ethical Consideration 
The following ethical guidelines were 
considered and adhered during course of the 
conducting the study. First and foremost, the 
research sought authorization from 
appropriate authority in order to conduct the 
study involving human subjects. At the same 
time, the researcher disclosed all necessary 
information about the research to the  

Research respondents of the study.  
Subsequently, the research participants were 
in liberty to participate or not. For this reason, 
the researcher encouraged the employees to 
participate in the study. Furthermore, the 
researcher ensured the privacy and anonymity 
of the research participants. However, the 
results will be strictly used for academic 
purpose only.  
 

4.0 Results and Discussion  
The following section provides the 
presentation of findings for the study. this 
includes the demographic characteristics of 
research participants, the factors affecting job 
evaluation, employees performance based on 
job evaluation and the relationship between 
job evaluation and employee performance  

 
Table 2: Demographic Characteristics of Participants 

Questions Description  Number    Percentage 

1. Age 18-24 6 7.9 
 25-34 18 23.6 
 35-44 17 22.4 
 45-55 27 35.5 
 Over 55 8 10.5 

    

2. Gender Female 30 39.5 
 Male 46 60.5 

    

3. Education  Secondary  2 2.6 
 Certificate 7 9.2 
 Diploma 12 15.8 
 Bachelor 43 56.6 
 Post-graduate 12 15.8 

    

4. Length of Employment 1-5 years 23 30.2 
 5-10 years 32 42.1 

 Over 10 years 21 27.7 
    

5. Institution NTUC 49 65.5 

 NETC 18 23.7 
 TRVF 9 11.8 
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4.1 Demographic Characteristics of the 
Research Participants  
This chapter summarizes the demographic 
characteristics of the research participants of 
the study. The demographic characteristics 
include gender, age, education, length of 
employment and institution. Table 2 provides 
a summary of demographic attributes of the 
research participants of the study.  
Table reveals represent the age distribution of 
the research participant who served as 
respondents in the study. 6 (7.9%) were aged 
between 18 and 24 years old and 18 (23.6%) 
were aged between 25 and 34 years old while 
17 (22.4%) were aged between 35 and 44 
years old and 27 (35.5%) were aged between 
45 and 55 years old. Ultimately, 8 (10.5%) 
were over 55 years old. On the issue of age of 
the respondents, 30 (39.5%) were female 
while 46 (60.5%) were male participants.  
The results also revealed that 2 (2.6%) had 
completed secondary school education while 
7 (9.2%) had a certificate. At the same time, 
12 (15.8%) had diploma and 43 (56.6%) had a 
bachelor degree. Finally, 12 (15.8%) had a 
post-graduate qualifications. 
These results further revealed that 23 (30.2%) 
had experience between 1 and 5 years while  

32 (42.1%) had experience between 5 and 10 
years on the job. 
Subsequently, 21 (27.7%) had work experience 
over 10 years. To provide a deeper 
understanding of the demographic 
characteristics of the research participants, 49 
(65.5%) were working for NTUC, 18 (23.7%) 
were working for NETC and 9 (11.8%) were 
working for TRVF.  
 

4.2 Research Question 1: What are the 
factors affecting job evaluation as a tool to 
increase employees’ performance at 
Northern Tanzania Union Conferences? 
The study applied descriptive statistic as way 
to provide a precise and comprehensive 
analysis of the factors affecting job evaluation 
as a tool to increase employee performance at 
North Tanzania Union Conference. These 
factors affecting job evaluation include 
knowledge, accountability, effort and working 
condition. This part provides a detailed 
description of data analysis for each factor 
affecting job evaluation at Northern Tanzania 
Union Conference. The mean score results 
were interpreted in the following way: 4.50-5 
= Strongly Agree, 3.50-4.49 = Agree, 3.00-3.49 
= Neutral, 2.00-2.99 = Disagree,  

 
Table 3: Participants Responses on Knowledge in Job Evaluation 

S/N Variable Mean SD  

 A.  EDUCATION    
1 The organization considers the level of formal education in  

Job evaluation  
 

4.32 
 

1.92 
 

 
2 

The organization considers the level of informal education in  
Job evaluation  

 
4.83 

 
0.86 

 

3 The organization encourages employees to acquire formal 
and informal training  

 
4.37 

 
1.29 

 

 B. EXPERIENCE    
1 The organization considers the number of years of work  

Experience in job evaluation  
 

4.24 
 

2.01 
 

2 The employees experience improves the overall job  
evaluation process  

 
4.64 

 
2.90 
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1.00-1.99 Strongly Disagree 

 

Knowledge  
Table 3 provides a detailed summary of the 
research participant responses on knowledge 
as factor in job evaluation. The data analysis 
indicates that employees agree that 
organization consider the level of formal 
education in job evaluation (M = 4.32, SD = 
1.92. Furthermore, employees strongly agree 
that organization consider the level of 
informal education in job evaluation as well 
(M = 4.83, SD = 0.86). At the same time, 
employees agree that the organizations 
encourages them to acquire formal and 
informal education (M = 4.37, SD = 1.29).  
On the issue of experience as a criteria in 
knowledge as a factor in job evaluation, the 
employees agree that the organization 
considers the number of years of work 
experience in job evaluation (M = 4.24, SD = 
2.01). Mean while, the employees strongly 
agree that employee experience improves the 
overall work performance (M = 4.64, SD = 
2.90).  
These results are consistent with several 
studies which have identified the importance 
of education in job evaluation.  

As a matter of fact, education is considered a 
critical factor in evaluating the value of an 
individual toward a job (Masanja, 2019, 
Pandey and Leelashree, 2012). 
 
Accountability 
Table 4 provides the research participant 
responses on accountability as a factor in job 
evaluation. According to the results for the 
supervisory role under accountability as factor 
of job evaluation, the employees strongly 
agree that the organization takes into account 
the number of employees under supervision  
in job evaluation(M = 4.64, SD = 1.07). In 
addition, the employees also agree that the 
organization consider diversification of work in 
job evaluation (M = 4.06, SD = 1.42). 
Concurrently, the employees agree that there 
are some employees with routine work under 
supervision as well (M = 4.43, SD = 2.73). 
Finally, the employees agree that there is 
some employees with diversified work under 
supervision (M = 4.65, SD = 1.26).  
For the resources as a criteria under 
accountability, the data analysis shows that 
employees agree that the organizations 
considers the management of resources which 
include money, materials, equipments and  

 

Table 3: Participants Responses on Knowledge in Job Evaluation 

S/N Variable Mean SD  

 A.  EDUCATION    
1 The organization considers the level of formal education in  

Job evaluation  
 

4.32 
 
1.92 

 

2 The organization considers the level of informal education in  
Job evaluation  

 
4.83 

 
0.86 

 

3 The organization encourages employees to acquire formal 
and informal training  

 
4.37 

 
1.29 

 

 B. EXPERIENCE    
1 The organization considers the number of years of work  

Experience in job evaluation  
 

4.24 
 

2.01 
 

2 The employees experience improves the overall job  
evaluation process  

 
4.64 

 
2.90 
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records (M = 4.21, SD = 2.75). ). Moreover, the 
employees agree that their job require to 
manage resources such as money, materials, 
equipments and records occasionally or 
incidentally. (M = 4.34, SD = 1.84).  
Consequently, the employees also strongly 
agree that their job requires to management 
resources such as money, material, equipment 
and records regularly (M = 4.84, SD = 2.76).  
As contact as a criteria for accountability in  
relation to job evaluation, the employees 
agree that the organization considers the level 
of contact with internal and external parties in 
job evaluation (M = 4.36,  SD = 2.92). In 
connection to this, the employees agree that 
the job requires contact with external parties 
like employees (M = 4.16, SD = 1.89).  At the 

same time, the employees also agree that job 
requires regular contact with te public or 
external parties like supplies, customers and 
other shareholders (M = 4.25, SD = 1.28).   
The results are in harmony with literature 
cited in this study. The value of the job 
depends on how an employee is accountable 
in terms of people and material under 
supervision and the level of contact with 
internal and external stakeholders (Sibanda, 
2016).  
 
Effort 
Table 5 provides a detailed account of the 
participants’ responses on efforts as a factor in 
job evaluation.   

 

Table 4 Participants Responses on Accountability in Job Evaluation  

S/N Variable Mean SD  

 A. SUPERVISORY    
  1 The organization takes into account the number of employees  

under your supervision in job evaluation  
   
4.64 

 
1.07 

 

  2 The organization considers diversification of work in job  
Evaluation  

     
4.06 

 
1.42 

 

  3 There are some employees with routine work under your  
supervision 

 
 4.43  

 
2.73 

 

  4 There as some employees with diversified work under your 
supervision  

      
4.65 

 
1.26 

 

 B. RESOURCES     
  5 The organization considers the management of resources 

(i.e. money, materials, equipments and records) 
    

 4.21 
 
2.75 

 

  6 The job requires handling resources (i.e money, materials 
equipment and records) occasionally or incidental  

     
  4.34 

 
1.84 

 

  7 The job requires handling resources (money, materials, 
equipment and records) regularly   

 
  4.82 

 
2.76 

 

 C. CONTACT    
  8 The organization considers the level of contact with  

internal and external parties in job evaluation  
       

  4.36 
 

2.92 
 

  9 The job requires contact with internal parties like employees   4.16 1.89  
10 The job requires regular contact with the public or external  

parties like supplies, customers and other stakeholders  
 

  4.25 
 

1.28 
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On the results on mental effort as a criteria for 
effort in job evaluation, the employees agree 
that the organization considers mental efforts 
in job evaluation (M = 4.58, SD = 1.76). 
specifically, the employees also strongly agree 
that the job requires making critical decision 
without consultation with higher authority on 
a regular  basis (M = 4.84, SD = 1.41) while 
employees also agree that the job is routine 
and all decision which do not follow standard 
practice  or procedures are referred to higher 
authorities (M = 4.12, SD = 2.02).  
As physical efforts in reference to effort as a 
factor in job evaluation, employees agree that 
the organization  considers physical effort in 
job evaluation while the same employees also 
agree that job requires light, continuous and 
little physical efforts (M = 4.29, SD = 1.38).  
Nevertheless, employees strongly agree that 
job requires continuous standing, walking and 
involves relatively heavy physical effort (M = 
3.81, SD = 1.22). These results are consistent 
with the reviewed literature of related studies 
which identified the effort exerted as a 
determining factor in job evaluation in the 
organization (El-Hajji, 2013). The level of effort 
will determine the amount to be  

compensation (Kahya, 2017).  
 

Working Conditions  
Table 6 provides the participants responses on 
working condition as a factor to be considered 
in job evaluation in the organization. Based on 
the data analysis, the employees strongly 
agree that the organization considers working 
condition in job evaluation (M = 4.76, SD = 
0.84).  
Concomitantly, employees also strongly agree 
that some of the work area is clean, well 
lighted and comfortable (M = 4.77, SD = 1.39) 
while employees also agree that some of the 
work area involves continuous exposure to 
disagreeable factors such as poor ventilation, 
undesirable work location and noise (M = 
4.21, SD = 2.24).  
Concurrently, employees also agree that some 
of the working condition can affect the 
physical well-being (M = 4.32, SD = 1.36) while 
employees also agree that some of the 
working conditions are relatively hazardous 
such as high voltages, extreme temperatures, 
inflammable materials, obnoxious odors, 
sharp objects and any similar conditions.  
 

 

Table 5: Participants Responses on Effort in Job Evaluation  

S/N Variable Mean SD  

 A. MENTAL EFFORT    

1 The organization considers mental effort in job evaluation  4.58 1.76  
2 The job requires making critical decision without consultation 

with higher authority on a regular basis  
 

4.84 
 

1.41 
 

3 The job is routine and all decision which do not follow standard 
practice or procedure are referred to higher authorities  

 
4.12 

 
2.02 

 

 B.  PHYSICAL EFFORT    
4 The organization considers physical effort in job evaluation 4.29 1.38  
5 The job requires light, non continuous and little physical effort 4.24 1.72  
5 The job requires continuous standing, walking and involves  

Relatively heavy physical effort 

 

3.81 

 

1.22 

 

 

In support of the results about working Descriptive statistics solely provides a 
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conditions, the results have identified the 
necessity of working condition as a criterion in 
job evaluation. It is very difficult to evaluate 
the worth of the job without taking into 
consideration the working condition and 
environment (Chaneta, 2014). For this case, it 
is always imperative to consider working 
condition of the employees as criteria in job 
evaluation.  
 
4.3 Research Question 2: How is employee 
performance based on job evaluation at 
Northern Tanzania Union Conference?  

comprehensive analysis of the employees’ 
performance in relation to job evaluation at 
Northern Tanzania Union Conference. The 
employee performance is measured in terms 
task performance, adaptive performance and 
contextual performance.   
 
Task Performance  
Table 7 provides a summary of participants’ 
responses on task performance in different 
organization. Based on results, the employee 
agree that the job evaluation process assists in 
fulfilling the goals and objectives of the 
organization (M = 4.23, SD = 1.94). 

 

Table 6: Participants Responses on Working Conditions in Job Evaluation 

S/N Variable Mean SD  

1 The organization considers working conditions in job  
evaluation  

       
  4.76 

 
0.84 

 

2 Work area is clean, well lighted and comfortable   4.77 1.39  
3 Work area involves continuous exposure to disagreeable factors  

such as poor ventilation , undesirable work location, and noise 
 

  4.21 
 

2.24 
 

4 The work conditions can affect the physical well-being   4.32 1.36  
5 The working condition is relatively hazardous such as high 

Voltage, extreme temperatures, inflammable materials, 
Obnoxious odors, sharp objects and any similar conditions 

     
    

  3.54 

 
 

1.91 

 

 

Table 7: Participants Responses on Task Performance  

S/N Variable Mean SD  

1 The job evaluation process assists in fulfilling the goals and 
objectives of the organization  

 
4.23 

 
1.94 

 

2 The job evaluation process assist in job execution in a timely 
manner 

 
4.77 

 
1.47 

 

3 Job evaluation is a tool used to maximize the employment 
Costs and other related costs in the organization 

 
4.21 

 
2.24 

 

4 Job evaluation process assist in maintaining high standard  
of work  

 
4.42 

 
1.03 

 

5 Job evaluation process ensures the optimal utilization of  
Organization  

 
4.64 

 
1.33 

 

6 Job evaluation maximizes the productivity of the employees 
Without compromising the work standards and quality  

 
3.54 

 
1.91 
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Nonetheless, employees strongly agree that 
job evaluation process assist in job execution 
in a timely manner (M = 4.77, SD = 1.47) while 
employees also agree that job evaluation is a 
tool used to maximize the employment costs 
and other related costs in the organization (M 
= 4.21, SD = 2.24). In spite of that, employees 
also agree that job evaluation process assist in 
maintaining high standard of work (M = 4.42, 
SD = 1.03) mean while the employees also 
strongly agree that job evaluation process 
ensures the optimal utilization of organization 
(M = 4.64, SD = 1.33). Finally, employees 
strongly agree that job evaluation maximizes 
the productivity of the employees without 
compromising the work standards and quality 
(M = 3.54, SD = 1.91).  
Performance in the form of task performance 
comprises of job explicit behaviors which 
includes fundamental job responsibilities 
assigned as a part of job description (Pradhan 
& Jena, 2017). This has been consistent with 
the responses of the employees who 
participate in this study. They agree that job 
evaluation enhances the performance of the 
tasks in the organization.  
 

Adaptive Performance  
Table 8 provides an overview of the 
participants’ responses on the adaptive 
performance as a result of job evaluation in 
the organization. 

According to the results from data analysis, 
employees agree that job evaluation process 
ensures a flexible and comfortable with the 
changing environment of the job (M = 4.12, SD 
= 0.93).  Concurrently, the employees agree 
that job evaluation process ensures work with 
employees can work with others effectively 
and efficiently in the face of changes (M = 
4.14, SD = 1.31). At the same time, employees 
were neutral about job evaluation ensuring an 
employee can cope with organizational 
changes from time to time (M = 3.02, SD = 
1.64).  
These results are corresponding with the 
literature provided in this study. According to 
Chandi (2019) job evaluation ensures that the 
employees adapt to different changes in their 
jobs depending on the current situation. For 
this reason, these results support the notion 
that job evaluation creates a favorable 
environment for adaptive performance among 
employees in the organization due to the fact 
that job evaluation prepares employees to 
different changes in executing the duties at 
tasks. 
 
Contextual Performance  

Table 9 provides a detailed description of the 
participants’ responses on the contextual 
performance at Northern Tanzania Union 
Conference. In regard of results related to 
contextual performance, 

 

Table 8: Participant Responses on Adaptive Performance   

S/N Variable Mean SD  

1 The job evaluation process ensures an employee is flexible  

and comfortable with the changing environment of the job 

        

  4.12 

 

0.93 

 

2 The job evaluation process ensures an employee can work 
With others effectively and efficiently in the face of changes 

     
  4.14 

 
1.31 

 

3 The job evaluation ensures an employee can cope with  

Organizational changes from time to time  

     

  3.02 

 

1.64 
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employee strongly agree that job evaluation 
provides additional value to the employees in 
fulfilling their daily obligation (M = 4.73, SD = 
1.01) while employees also strong agree that 
job evaluation process ensures employees are 
comfortable to extend a helping hand to a 
fellow employee (M = 4.92, SD = 2.92).  
Furthermore, employee agree that job 
evaluation process ensures employee 
commitment, hard work and determination in 
executing their work (M = 3.86, SD = 2.14).  
 

Research Question 3: What is the relationship 
between job evaluation and employee 
performance at Northern Tanzania Union 
Conference?  
The study used correlation research design in 
efforts to establish the relationship between 
job evaluation and employee performance at 
Northern Tanzania Union Conference. To gain 
a deeper understanding of the correlation 
research design, the study applied Pearson 
product correlation coefficient to establish the 
relationship between job evaluation and 
employee performance at Northern Tanzania 
Union Conference.  
 

Knowledge and Employee Performance 
Table 10 gives a comprehensive analysis of the 
relationship between factors affecting job 
evaluation and employees performance based 
on job evaluation. 
On the results on education a criteria in 

knowledge which serves as a factor in job 
evaluation, the results indicate that there is a 
low positive and significant relationship 
between education and task performance (r = 
0.025, p<0.05) and there is a high and 
significant relationship between education 
and adaptive performance (r = 0.732, p<0.05). 
But there is no significant relationship 
between education and the contextual 
performance of employees at Northern 
Tanzania Union Conference (r = 0.102, 
p<0.05).  
On the subject on experience as an integral 
part of knowledge as factor in job evaluation, 
there is no significant relationship between 
experience and task performance (r = 0.632, 
p>0.631) while there is a moderate and 
significant relationship between experience 
and adaptive performance (r = 0.423, p<0.05). 
At the same time, there is no significant 
relationship between experience and 
contextual performance (r = 0.537, p>0.537).  
The amount of knowledge will have significant 
influence on the performance of the 
employees. This is the reason for continuous 
training and development of employees as a 
means to improve the overall performance of 
employees in the organization (Busienei, 
2017). 
 

Accountability and Employee Performance  
To gain perspective on the accountability in 
relation to employees performance, 

 

Table 9: Participants Responses on Contextual Performance  

S/N Variable Mean SD  

1 The job evaluation provides additional value to the employees 

in fulfilling their daily obligations  

 

4.73 

 

1.01 

 

2 The job evaluation process ensures employees are comfortable  
Extend a helping hand to a fellow employee 

 
4.92 

 
2.92 

 

3 The job evaluation process ensures employee commitment, 

Hard work and determination in executing their work 

 

3.86 

 

2.14 
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Table 10: The Relationship between Job Evaluation and Employee Performance 

Variable           Task  

   Performance 

        Adaptive  

          Performance 

Contextual  

Performance 

KNOWLEDGE    
 Education    
Pearson Correlation 0.025 0.732 0.102 
Sig. (2-tailed) 0.000  0.000 0.932 
N 76 76 76 

    

Experience    
Pearson Correlation 0.632 0.423 0.537 
Sig. (2-tailed) 0.631 0.023 0.865 
N 76 76 76 

    
ACCOUNTABILITY    
Supervisory    
Pearson Correlation 0.328 0.543 0.943 
Sig. (2-tailed) 0.034 0.000 0.000 
N 76 76 76 
    
Resources    
Pearson Correlation 0.690 0.504 0.622 

Sig. (2-tailed) 0.000 0.453 0.000 
N 76 76 76 
    
Contact    
Pearson Correlation 0.082 0.463 0.532 
Sig (2-tailed) 0.642 0.002 0.004 
N 76 76 76 

    
EFFORT    
Mental Effort    
Pearson Correlation 0.232 0.032 0.242 
Sig (2-tailed 0.321 0.543 0.001 
N 76 76 76 
    
Physical Effort    
Pearson Correlation 0.322 0.342 0.936 
Sig (2-tailed) 0.000 0.342 0.000 
No 76 76 76 
    
WORKING CONDITIONS    

Pearson Correlation 0.798 0.532 0.698 

Sig. (2-tailed) 0.045 0.000 0.000 

N 76 76 76 
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the results in Table 10 indicate that there is a 
low and significant relationship between 
supervisory role and task performance (r = 
0.328, p<0.05). However, there is a moderate 
and significant relationship between 
supervisory role and adaptive performance (r 
= 0.543, p<0.05) and there is a high positive 
and significant relationship between 
supervisory role and contextual performance 
(r = 0.943, p<0.05).  
On the criteria of managing resources in 
accountability as factor in job evaluation, 
there is a moderate and significant 
relationship between resource management 
and task performance (r = 0.690, p<0.05) and 
also there is a  moderate positive and 
significant relationship between resource 
management and contextual performance (r = 
0.622, p<0.05). But there is no significant 
relationship between resource managed and 
adaptive performance (r = 0.504, p>0.05).  
For the issue of contact as a criteria for 
accountability in job evaluation, the results 
portray that there is moderate and significant 
relationship between contact and adaptive 
performance (r = 0.504, p<0.05) and there is a 
moderate significant relationship between 
contact and contextual performance (r = 
0.532, p<0.05). Mean while, there is no 
significant relationship between contact and 
task performance (r = 0.082, p>0.05).  
 

Effort and Employee Performance 
The results on Table 10 on mental effort as a 
criteria for effort  in job evaluation indicate 
that there is a low and relationship be mental 
effort and task performance (r = 0.232, 
p<0.05) and there is a low and significant 
relationship between mental effort and 
contextual performance (r = 0.242, p<0.05). 
However, there is no relationship between 
mental effort and adaptive performance (r 
=0.032, p>0.05).  
The same table 10 provides the analysis for  

physical effort as a criteria for effort as a 
factor in job evaluation. The results indicate 
there is a moderate positive and significant 
relationship between physical effort and task 
performance (r = 0.322, p<0.05) and there is a 
high positive and significant relationship 
between physical effort and contextual 
performance (r = 0.936, p<0.05). Meanwhile 
there is no relationship between physical 
effort and adaptive performance (r = 0.342, 
p>0.05).  
These results correspond with the literature 
provided in the study. This is due to the fact 
that human resource evaluates a job based on 
the level of mental and physical effort exerted 
and therefore these results provide a glimpse 
about the reality in job evaluation (Choudhary, 
2016).  
 
Working Condition and Employee 
Performance  
Based on the data analysis on Table 10, the 
results have established the relationship 
between working condition as a factor in job 
evaluation and employees performance. In 
this case, there is a moderate positive and 
significant relationship between working 
condition and adaptive performance (r = 
0.0.532, p<0.05) and there is also a moderate 
positive and significant relationship between 
working conditions and contextual 
performance. However, there is no 
relationship between working conditions and 
task performance (r = 0.798, p<0.05).  it is well 
known that working condition will determine 
employee performance. A favorable working 
condition and environment will enhance 
performance while unfavorable environment 
is a deterrent to good employee performance 
(Ali, Ali and Adan, 2013).  
 
Conclusion and Recommendations 
According to the results based on the data 
analysis, interpretation and empirical  



www.ijieb.co.tz/cjeb                                                     ISSN 2738-9294 (Online) Vol. 1 Iss. 1, 2020 (pp. 1-24) 

22 
 

 

evidence, it is rational to reject the null 
hypothesis and therefore conclude that there 
is a significant relationship between the 
factors of job evaluation and employee 
performance at Northern Tanzania Union 
Conference of the Seventh-day Adventist 
Church. This is due to the fact for most there 
was a significant relationship between the 
factors affecting job evaluation and the 
employees’ performance at the three location 
namely NTCU, NETC and TRVF.  
 
Relying on the research results and 
interpretation supported by empirical 
evidence, the following are the 
recommendations for implementation to 
Northern Tanzania Union Conference. 

1. The organization should dedicate 
financial resources to improve the job 
evaluation process in the organization 
since it directly or indirectly affects the 
employees’ performance in terms of 
task, adaptive and contextual 
performance. 

2. The organization should implement 
routine and periodic job evaluation 
among employees as a method to 
improve the overall performance of 
employees. it is imperative for NTCU, 
NETC and TRVF to dedicate time for 
this endeavor since it will provide a fair 
basis for compensation, promotion, 
demotion or even transfer. As a result, 
job evaluation is a motivational tools to 
enhance the performance of 
employees.  

3. The organizations should observe the 
latest and current trends in job 
evaluation as a strategy to maintain a 
good system to evaluate the jobs or 
work of the employees in the 
organization.  

On the recommendations for implementation 
of further studies in the area of job evaluation 
in the organization, the following are possible 
recommendable areas for further 
investigation in relation to this study.  

1. The evaluation of new development in 
job evaluation in relation to employee 
satisfaction in the organization.  

2. The assessment of job evaluation and 
performance appraisal systems as a toll 
to enhance employee performance in 
the organization.  

3. An investigation of the employee 
perception of job evaluation in 
redefining duties and responsibilities in 
the organization.  
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