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ABSTRACT

The study explored challenges hindering motivational performance of Security Guard in
Dar es Salaam, Tanzania. The study used a descriptive research design and both
qualitative and quantitative research approach. The study used 58 respondents selected
purposively and randomly. Questionnaire and interview were used to collect data with
confidentiality and anonymity. Cronbach’s alpha was used to measure the reliability of
data. The study used descriptive analysis to analyze data with the help of Statistical
package for social science (SPSS) and data were presented in frequencies and tables.
The study revealed that personnel compensation constraint, personnel development
constraint and personnel recognition constraint to an average mean=3.03 affect
positively motivational performance. The study concluded that inadequate compensation
and financial incentive are being provided to personnel by management and has made
contribution on motivational performance and untimely acknowledgement of
personnel‘s effort are not being observed with less contribution on motivational
performance. The study recommends that Stakeholders and management should create
policies in regard on provision of inadequate compensation, on-job training program,
recognition and appreciation and timely acknowledgement of personnel‘s effort for the

enhancement on motivational performance.
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CHAPTER ONE

OVERVIEW OF THE STUDY

1.0 Introduction

This chapter examines the study's background, describes the research problem, and
outlines research objectives and questions. It then outlines the research justification and
describes the study's scope and limitations. Finally, the chapter discusses how the study

IS organized.

1.1 Background Information

Security guards play a pivotal role in maintaining safety and security across various
sectors, including commercial enterprises, residential areas, and public institutions. Their
presence is crucial in deterring criminal activities, protecting property, and ensuring the
well-being of individuals in diverse environments (Nguyen & Lee, 2023). The
significance of security guards extends beyond mere surveillance; they serve as a critical
line of defence against potential threats, contributing to a sense of safety in society
(Williams, 2023) Addressing these challenges is vital for enhancing the effectiveness of
security personnel and improving their working conditions, ultimately leading to better

security outcomes (Smith & Johnson, 2022).

The role of security guards encompasses a wide range of responsibilities, including

monitoring premises, controlling access points, responding to emergencies, and
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enforcing policies. Their duties require a combination of vigilance, quick decision-
making and effective communication skills. Further, they are often the first responders
to incidents, making their training and preparedness crucial for effective performance
(Brown & Johnson, 2021; Smith, 2022; Zhang et al., 2021). However, the effectiveness
of security guards is often compromised by various challenges, including inadequate
training, low wages, and a lack of career advancement opportunities. These challenges
not only affect their performance but also contribute to high turnover rates in the
industry, resulting in a workforce that may lack the necessary skills and motivation to

perform effectively (Kwan & Jang, 2022; Patel & Shah, 2022; Nguyen & Lee, 2023).

One of the primary challenges facing security guards is the lack of adequate training and
development programs. Many security personnel are employed with minimal training,
leading to inadequate preparedness for handling various security situations. This lack of
training can result in poor performance and decreased job satisfaction, as guards may
feel ill equipped to manage their responsibilities (Nguyen & Lee, 2023; Williams, 2023;
Moyo, 2022). Additionally, low wages remain a significant issue, with many security
guards earning salaries that are not commensurate with the demands of their roles. The
financial strain associated with low wages can lead to decreased motivation, impacting
their overall performance and commitment to their work (Okoye, 2023; Patel & Shah,
2022; Zhang & Wu, 2021). Furthermore, the high-stress environment in which security
guards operate can lead to burnout and dissatisfaction, further exacerbating the
challenges they face in their roles (Brown & Johnson, 2021; Harris, 2021; Martinez,

2023).



On the other hands, the motivation plays a critical role in determining the performance
of security guards. Various factors influence their motivation levels, including
recognition, career development opportunities, and the overall work environment.
Studies have shown that security guards who receive regular feedback, recognition for
their efforts, and opportunities for advancement are more likely to be motivated and
perform effectively (Nguyen & Lee, 2023; Patel & Shah, 2022; Williams, 2023).
Conversely, a lack of motivation can lead to decreased performance, as guards may not
feel valued or invested in their work. Consequently, addressing motivational factors is
essential for enhancing the performance and job satisfaction of security personnel (Smith

& Johnson, 2022; Zhang et al., 2023; Okoye, 2023).

In the global perspective, the challenges faced by security guards are similar across
regions, with many countries experiencing issues related to low wages, inadequate
training, and high turnover rates. Research indicates that enhancing training programs,
improving working conditions, and providing competitive compensation are essential
strategies for addressing these challenges (Harris, 2021; Martinez, 2023; Van Der Meer,
2023). Internationally, the emphasis has been placed on systemic improvements to
enhance the effectiveness and motivation of security personnel, highlighting the need for
organizations to invest in their workforce and develop comprehensive training and

support programs (Silva & Gomez, 2022; Almond, 2021; Xu & Li, 2022).

In the African context, security guards often encounter specific challenges that are

influenced by the socio-economic conditions of the region. For instance, inadequate



regulatory frameworks and policies governing the security industry contribute to low
pay and poor working conditions, leaving many security guards vulnerable and
unmotivated (Moyo, 2022; Okoye, 2023; Njeri, 2023). This was suggested that
improving these conditions through enhanced training, better remuneration, and the
establishment of professional standards can significantly impact job satisfaction and
performance among security personnel across the continent (Harris, 2021; Patel & Shah,

2022; Mbwana, 2023).

Focusing on East Africa, the security guard workforce faces similar issues, including
limited training and low wages. Studies indicate that enhancing training programs and
increasing investment in security infrastructure are critical steps toward improving the
working conditions and effectiveness of security personnel in the region (Kipkoech,
2021; Njeri, 2023; Zhang et al., 2023). Additionally, addressing these challenges
through targeted interventions can lead to substantial improvements in job satisfaction
and performance among security guards, ultimately benefiting the overall security

landscape in East Africa (Moyo, 2022; Okoye, 2023; Silva & Gomez, 2022).

In Tanzania, security guards confront unique challenges such as low wages, high job
insecurity, and limited training opportunities. Recent studies have shown that enhancing
training programs, increasing compensation, and implementing supportive policies can
significantly improve the performance and security guard work challenges and in the
country (Mwanza, 2022; Mbwana, 2023; Kipkoech, 2021). A part from that, the

Tanzanian government and other stakeholders has recognized the need for reform in the



security sector and has initiated strategies aimed at improving the working conditions of
security guards. These strategies include providing training programs, developing
regulatory frameworks to enhance professionalism, and increasing wages to attract and

retain qualified personnel (Njeri, 2023; Okoye, 2023; Patel & Shah, 2022).

Unfortunately, despite the critical role that security guards play in maintaining safety
and security, there remains a notable research gap regarding the specific challenges and
motivational factors affecting their performance, particularly in the context of East
Africa and Tanzania. While existing literature highlights general issues faced by security
guards, there is a lack of focused studies addressing regional and local variations in these
challenges. This gap underscores the need for targeted research to develop effective
strategies that can improve the working conditions, motivation, and performance of
security guards in these regions. Addressing this gap is essential for enhancing security
operations and ensuring the well-being of security personnel (Brown & Johnson, 2021,

Nguyen & Lee, 2023; Zhang et al., 2023).

1.2 Statement of the problem

Security guards play a crucial role in ensuring safety and security across various
environments, yet they face significant challenges that affect their job satisfaction and
performance. Despite their essential duties, security guards frequently contend with
inadequate training, low wages, and limited career advancement opportunities, leading
to decreased motivation and reduced effectiveness in their roles. These factors, coupled

with high turnover rates, often result in a workforce lacking the necessary skills to
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perform optimally (Bureau of Labor Statistics, 2022; Jackson & Rainer, 2021; Kwan &
Jang, 2022; Lee & Park, 2023; O’Connor, 2021). High turnover and dissatisfaction
within the security profession also negatively impact service quality and operational
efficiency (Gordon & Green, 2022; Smith et al., 2022; Wang, 2023; Zhang & Wu,

2021).

Moreover, there is increasing recognition of the need to address these challenges, yet
research on the specific difficulties faced by security guards remains limited, particularly
in East Africa and Tanzania. While previous studies have acknowledged general issues
affecting security personnel, focused research examining the motivational and
performance-related factors in these regions is sparse. This gap highlights the need for
in-depth exploration of the unique challenges security guards face in Tanzania and East
Africa. International studies have pointed to the importance of improving training and
working conditions (Almond, 2021; Harris, 2021; Martinez, 2023; Silva & Gomez,
2022; Van Der Meer, 2023), but there is little local research addressing these same

concerns.

As the security industry continues to evolve, it becomes increasingly important to
understand the factors influencing the motivation and performance of security guards.
Existing literature emphasizes that improvements in training, remuneration, and career
development can significantly enhance job satisfaction and overall performance.
However, there remains a critical need for region-specific research, particularly in

Tanzania and East Africa, where socio-economic conditions and industry practices may



differ from other global regions (Brown & Johnson, 2021; Patel & Shah, 2022; Smith,

2023; Xu & Li, 2022; Zhang et al., 2023).

This research aims to bridge the existing gap by investigating the specific challenges
faced by security guards in Tanzania and East Africa, examining the motivational factors
that influence their performance, and assessing the strategies adopted by the Tanzanian
government and other stakeholders to mitigate these challenges. The study seeks to
provide insights that inform policies and practices aimed at improving the effectiveness
and well-being of security guards, thereby enhancing the overall security landscape in
Tanzania and beyond. Recent policy shifts and stakeholder efforts further underscore the
pressing need for such targeted research (Mwanza, 2022; Mbwana, 2023; Njeri, 2023;

Okoye, 2023; Kipkoech, 2021).

1.3 Research Objectives

1.3.1General Objectives

The main objective of the study is to explore the security guard work challenges and

motivation against performance in Dar es Salaam.

1.3.2 Specific Objectives

I. To ascertain the constraints facing the security guards in Dar es salaam.
ii. To examine the motivational factors that influence security guard work

performance



iii. To identify the current training programs for security guards in Dar es Salaam.
iv. To propose recommendations for improving the working conditions for security

Guards in Dar es Salaam

1.4 Research Questions

I.  What are the constraints faced by security guards in Dar es Salaam?

ii. What are the motivational factors that influence security guard work
performance?

iii. What are the current training programs for security guards in Dar es Salaam?

iIv. Which strategies could be put in place for improving the working conditions for

security guards in Dar es Salaam?

1.5 Significant of the study

The study provides detailed insights into the specific challenges faced by security
guards, such as inadequate training and low wages. The government can create policies
that improve training programs, establish fair wage structures, and enhance overall
working conditions. Also, study findings on the challenges faced by security guards that
help the government to allocate resources more strategically. Also, the study guides the

government in revising or developing regulations related to the security industry.

This study helps the policy makers from the empirical data provided by the study. The
evidence on challenges and motivational factors helps in crafting policies that are

grounded in actual needs and issues, leading to more effective and targeted policy. This



enables policy makers to make informed decisions about policy priorities and

interventions, ensuring that policies address the most pressing issues effectively.

The study emphasis on the social community especially in improved Security Services
since it focusses on enhancing the working conditions and motivation of security guards
translates into better security services for the community. Also, this increases public
Trust when the community sees that security personnel are well-supported and
professional, their confidence in the security measures and personnel increases as well as
Enhanced Quality of Life when the security personnel reduce crime rates and ensure a
more secure living environment, contributing to overall community well-being (Smith &

Johnson, 2022; Mbwana, 2023).

The research is of benefit to the Research and Academic Field focusing on the specific
challenges and motivational factors affecting security guards in East Africa and
Tanzania. The findings provide a foundation for future research in related areas, such as
the impact of specific motivational strategies or the effectiveness of various training

programs.

1.6 Scope of the study

The study focuses on Dar es salaam-Tanzania, specifically SGA SECURITY
TANZANIA LTD, with the headquarters located in Dar es Salaam. The research

concentrates on the specific context of Security guard work challenges, motivation



against performance, and the findings were potentially be relevant to the other regions of

Tanzania.

1.7 Organization of the study

This study contained five chapters. Chapter one provides introduction of the study, and
it include introduction, background to the study, objectives of the study, statement of the
research problem and research question, significance of the study and organization of the
study. Chapter two combined to both theoretical and empirical literature review together
with the conceptual framework. Chapter three comprised methodology approaches
research approach and design, the area of the study, population, sampling design, sample
size, reliability and validity, data collection tools and data analysis, ethical, reliability,
validity and conclusion. Chapter four contained findings and discussions of the study
while chapter five contained summary of the findings, conclusion and recommendations

of the study.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter includes a review of the literature relevant to the study's aims. It provides
an overview of what previous scholars have published. The chapter also includes a

theoretical and empirical literature assessment, as well as a conceptual framework.

2.1 Definition of Teams and concepts

2.1.1 Security guard

A security guard is a professional employed to protect property, assets, and individuals
from various threats such as theft, vandalism, and unauthorized access. Their
responsibilities often include patrolling, monitoring surveillance systems, controlling
access to buildings, and responding to emergencies. Security guards are a crucial part of
the broader security industry, and their role requires a blend of vigilance, quick decision-
making, and the ability to handle stressful situations effectively (Nguyen & Lee, 2023;

Harris, 2021; Smith & Johnson, 2022).

2.1.2 Motivational Performance

Motivational performance refers to the level of effort and commitment that an individual

demonstrates in their job as a result of motivation. It encompasses the drive and
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enthusiasm that employees exhibit in their work, which directly impacts their
productivity, job satisfaction, and overall effectiveness in their roles. In the context of
security guards, motivational performance is influenced by factors such as recognition,
career advancement opportunities, compensation, and the work environment (Patel &

Shah, 2022; Moyo, 2022; Okoye, 2023).

2.3 Theoretical Literature review

2.3.1 Maslow's Hierarchy of Needs Theory

This study adopted Maslow's Hierarchy of Needs Theory founded by Abraham Maslow,
1943. Maslow's theory has been widely supported and expanded upon by various
scholars, including Alderfer (1969) and McLeod (2007). The theory is based on the
assumption that human needs are arranged in a hierarchical order, starting from the most
basic physiological needs to higher-order needs such as self-actualization. The theory
posits that individuals are motivated to fulfill these needs sequentially, meaning that

lower-level needs must be satisfied before higher-level needs become relevant.

In the context of security guard work challenges and motivational performance,
Maslow's theory is relevant because it helps to understand the factors that drive security
guards' motivation. For instance, if security guards' basic needs (such as fair wages and
job security) are not met, their motivation to perform well is likely to be low.
Conversely, when their higher-level needs, such as recognition and opportunities for

advancement, are addressed, their motivation and performance are likely to improve.

12



2.3.2 Herzberg's Two-Factor Theory

This study adopted Herzberg's Two-Factor Theory which propounded by Frederick
Herzberg, 1959. Herzberg’s theory has been supported by researchers such as Hackman
and Oldham (1976) and Stello (2012), who explored its application in various job
settings. Herzberg’s Two-Factor Theory suggests that there are two sets of factors that
influence employee motivation and job satisfaction: hygiene factors and motivators.
Hygiene factors, such as salary, job security, and working conditions, do not necessarily
motivate employees but can cause dissatisfaction if they are inadequate. Motivators,
such as recognition, responsibility, and opportunities for personal growth, directly
contribute to job satisfaction and motivation. This theory is particularly relevant to
exploring security guard work challenges and motivational performance because it
highlights the importance of addressing both hygiene factors (e.g., adequate wages, job
security) and motivators (e.g., recognition, career advancement opportunities) to
enhance security guards' motivation and performance. Understanding the balance
between these factors can help in designing interventions that improve job satisfaction

and reduce turnover in the security industry.

2.4 Empirical literature review

2.4.1 Constraints Facing Security Guards

The purpose of this section is to identify the Constraints Facing Security Guards in Dar

es Salaam. Security guards in Dar es Salaam face numerous constraints that hinder their

13



effectiveness and job satisfaction. One of the major challenges is inadequate
compensation. Studies have shown that low wages remain a persistent issue, which
demotivates security personnel and leads to high turnover rates (Nguyen & Lee, 2023;
Moyo, 2022). Another constraint is limited access to training. Without proper training,
security guards are ill prepared to handle the complexities of modern security demands
(Brown & Johnson, 2021; Martinez, 2023). Job insecurity is also prevalent, with many
guards working on temporary contracts that do not provide job stability or benefits

(Smith, 2022; Njeri, 2023).

Additionally, poor working conditions such as long hours, lack of proper equipment, and
insufficient support from employers further exacerbate the challenges (Okoye, 2023;
Mbwana, 2022). Lack of career advancement opportunities contributes to low morale
and a sense of stagnation among security guards (Patel & Shah, 2022). High-stress levels
are also common, given the dangerous and demanding nature of their work (Mwanza,
2023). Lastly, societal perception and recognition of security guards as low-status

workers further diminish their job satisfaction and professional identity (Harris, 2021).

2.4.2 Motivational Factors Influencing Security Guards Work Performance

Motivation plays a critical role in determining the performance of security guards.
Financial incentives, such as bonuses and inadequate compensation, have been identified
as significant motivators for enhancing job performance (Nguyen & Lee, 2023;
Williams, 2023). Recognition and appreciation from employers and the public also

contribute to increased job satisfaction and motivation (Smith, 2022; Moyo, 2022).
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Career development opportunities are another key factor, with guards who have access
to promotions and further training displaying higher levels of commitment and
performance (Brown & Johnson, 2021; Martinez, 2023). Work environment and
conditions also play a vital role, as guards in supportive and well-resourced
environments tend to perform better (Njeri, 2023; Okoye, 2023). The presence of job
security and stable employment contracts can also enhance motivation by providing
guards with a sense of stability and future prospects (Mbwana, 2022; Mwanza, 2023).
Work-life balance is increasingly recognized as essential, with flexible working
arrangements contributing to higher motivation and reduced burnout (Patel & Shah,
2022). Finally, teamwork and social support within the workplace are important for
fostering a collaborative environment where guards feel valued and supported (Harris,

2021).

2.4.3 Current Training Programs for Security Guards

The effectiveness of security guards is closely linked to the quality of their training. In
Dar es Salaam, there has been a growing emphasis on basic security training as a
mandatory requirement for employment, although the content and delivery of these
programs vary widely (Nguyen & Lee, 2023; Williams, 2023). Ongoing professional
development programs are less common but are crucial for updating guards on new
security threats and technologies (Smith, 2022; Moyo, 2022). Some institutions have
introduced specialized training programs tailored to specific industries, such as

hospitality or retail, which require different skill sets (Brown & Johnson, 2021;
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Martinez, 2023). However, lack of standardized training curricula remains a challenge,
leading to inconsistencies in the skills and preparedness of security personnel (Njeri,
2023; Okoye, 2023). On-the-job training is another area of focus, but its effectiveness is
often limited by resource constraints and the availability of qualified trainers (Mbwana,
2022; Mwanza, 2023). The integration of technology in training, such as the use of
simulation exercises and online learning platforms, is still in its nascent stages in Dar es
Salaam (Patel & Shah, 2022). Training accessibility and affordability are significant
barriers, particularly for smaller security firms that may not have the resources to invest

in comprehensive training programs (Harris, 2021).

2.5 Research and Knowledge Gap

Despite the existing literature on the constraints, motivational factors, and training
programs for security guards, there remains a significant gap in understanding the
unique challenges faced by security personnel in Dar es Salaam. Most studies have
focused on general issues affecting security guards globally or in other African regions,
with limited attention to the specific socio-economic and cultural contexts of Dar es
Salaam. Additionally, there is a lack of longitudinal studies that track the long-term
impact of motivational interventions and training programs on security guard
performance. The role of technology in enhancing training and performance also
remains underexplored. Addressing these gaps through focused research could provide

valuable insights for policymakers, security firms, and other stakeholders in improving
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the working conditions, motivation, and effectiveness of security guards in Dar es

Salaam.

2.6 Conceptual framework

Maxwell, (2018) explains the conceptual framework as the system of concepts,

assumptions, expectations, beliefs, and theories that support and inform research.

Figure: 2.1. Conceptual framework

Independent variable Dependent variable
Constraints facing security guards

¢ Inadequate compensation

. L1m_1ted acc_:ess to training

e Job insecurity

e Poor working condition

Motivational factor Motivational performance
e Financial incentive o Job effectiveness
 Recognition and appreciation » | © Jobsatisfaction
e Career development and opportunities * Retention rate

e Work environment and conditions * Professionalism

Current training programs

Basic security training

On-going professional development
Specialized training program
Standardized training curricula

On the job training

\ 4

Source: The Researcher’s conceptualization 2024
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Based on an empirical literature analysis; the constraints facing security guards and
current training programs serve as the foundational factors that influence security guard
performance, either directly or indirectly through their impact on motivation.
Motivational factors act as mediators between the constraints and the security guards'
performance. Effective motivational strategies can mitigate some of the negative effects
of constraints while enhancing the benefits of well-designed training programs whereby
the security guard performance is the outcome that results from the interaction between
the constraints, motivational factors, and training programs. Improved performance is
expected when constraints are minimized, motivation is optimized, and training

programs are effective and accessible.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.0 Introduction

The research approach is covered in this chapter. The research topic, design,
demographic, sample size, and sampling methods are presented. It takes a step farther

and presents data collection and analysis methodologies.

3. 1 Research Design

This study employed quantitative data to provide a comprehensive exploring security
guard work challenges and motivation against performance in Dar es Salaam. According
to Creswell and Plano Clark (2017), Quantitative approach is the measurement of
concepts with scales that either directly or indirectly provides numeric values. Kombo
and Tromp, (2021) notes that the choice of descriptive survey research design is made in
a study when the research is interested on the state of affairs already existing in the field

and no variable would be manipulated.

3.2 Area of Study

The research was conducted in major urban areas of Tanzania, which is Dar es Salaam,
where the demand for security services is high and our case study is SGA Security (T)

Ltd area is Dar es salaa-Mikocheni HQ, our research conducted at Ubungo (Dar West),
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Kinondoni (Dar North), Temeke (Dar East), Ilala (Dar Central) where security guard are

working in that zone.

3.3 Population of the study

Creswell and Creswell (2023), defining the population is a critical step in research
design, as it determines the scope and applicability of the study’s results. A well-defined
population ensures that the research is accurately targeted and that its findings are
relevant to the broader group of interest. The target population included security guards
employed SGA security Tanzania, (residential, commercial, and industrial), security
company managers, and relevant regulatory authorities. Population size was 100, it takes
25 in each zone in Dar es Salaam as per SGA security segment its security guard (Dar

west 25, Dar East 25, Dar North 25, Dar Central 25).

3.4 Sampling technique

Creswell and Creswell (2023) emphasize that sampling involves selecting a group of
participants or cases from the population that accurately reflects the characteristics of the
entire population. This selection is crucial because it impacts the generalizability of the

research findings and the study’s overall credibility.

3.4.1 A stratified random sampling technique

A stratified random sampling technique was used to select a representative sample of

security guards. The use of stratified random sampling ensures that distinct subgroups
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within a population are adequately represented, thereby improving the precision of the

study" (Smith, 2023). This sampling will be adopted to capture the quantitative data.

3.4.2 Purposive sampling

Purposive sampling was employed to select security company managers and regulatory
authority representatives for interview. Purposive sampling, also known as judgmental
or selective sampling, is a non-probability sampling technique where the researcher
selects participants based on specific characteristics or criteria that are most relevant to
the research objectives. Unlike random sampling, where each member of the population
has an equal chance of being selected, purposive sampling is deliberate and strategic,
targeting individuals who are most likely to provide valuable insights for the study,
Purposive sampling allows researchers to focus on specific subgroups that are
particularly relevant to the research questions, thereby enabling a deeper understanding
of the phenomenon under study” (Patton, 2015, p. 267). This sampling technique was

adopted for capturing the qualitative data

3.5 Sample and sample size

3.51 Sample

A sample is a smaller, manageable version of a larger population that is used to conduct
research and make inferences about the entire population” (Creswell & Creswell, 2018).
This study investigates security guard work challenges and motivational performance in

Dar es Salaam.
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3.5.1 Sample size

The sample size is a critical aspect of research design because it directly impacts the
reliability and validity of the study's findings. Choosing an appropriate sample size
ensures that the results are statistically significant and representative of the population,
enabling researchers to make accurate inferences. "Determining the appropriate sample
size is crucial for ensuring the accuracy and reliability of research findings, as it directly
influences the study's ability to make valid inferences about the population™ (Fowler,
2014, p. 73). It was selected a sample of 58 guards from a total population of 1,000. By
analysing the sample, the author draws conclusions about the overall security guard
work challenges and motivational performance in the Dar es Salaam. The sample

derived using Nassiuma’s formula (2008) as follows: -

121(0.21)2
(0.21)%+ (121-1) 0.022

Where; n - sample size

N- Target population

C - Represents coefficient of variation (21%),

e- Represents degree of error (2%)

Therefore, n = 58 respondents
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3.6 Data Collection Tools

Creswell and Creswell (2023) explain that the choice of a data collection tool is critical,
as it directly impacts the accuracy, reliability, and validity of the data obtained. The
selected tool must be appropriate for the research design and aligned with the study’s

objectives to ensure meaningful and trustworthy results.

3.6.1 Questionnaire

The questionnaire method was employed in this study due to its efficiency in collecting
standardized data from a large number of security guards across different locations in
Dar es Salaam. This method allows for the gathering of quantitative data that can be
analysed statistically to identify trends and patterns related to the constraints faced by
security guards, motivational factors influencing their performance, and the current
training programs available to them. The structured nature of questionnaires ensures
consistency across responses, reducing the risk of interviewer bias and enabling reliable
comparisons. Additionally, questionnaires can be administered anonymously,
encouraging honest responses, especially when dealing with sensitive topics such as job

satisfaction and workplace challenges.

3.6.2 Documentary review

This was employed to complement the primary data collected through interviews and
FGDs by providing a solid foundation of secondary information. This method involves

the systematic examination of existing documents such as training manuals, policy
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guidelines, organizational reports, and other relevant records which were used to
construct background information. The documentary review offers historical and
contextual insights, verifying and contextualizing the qualitative data gathered from
participants. It helped to identify gaps in current practices, evaluate the effectiveness of
existing policies and programs, and understand the broader institutional framework
within which security guards operate. By integrating these three methods, the study
ensures a robust, triangulated approach to data collection, capturing both the depth and
breadth of the research topic. This comprehensive methodology enhances the validity,
reliability, and richness of the study's findings, leading to more informed conclusions

and recommendations.

3.7 Data Analysis

In the quantitative Analysis, statistical analysis was performed on survey data using
SPSS (Statistical Package for Social Science) to identify patterns and correlations.
The study used SPSS for survey data involves importing and cleaning data, running
descriptive and inferential statistics, and reporting the results effectively. With
practice, the study leverage SPSS's full capabilities to gain insights from my survey
data. Field (2023) outlines the use of SPSS for statistical analysis, explaining its role
in conducting various statistical tests to interpret quantitative data. As of 2024, data
analysis was widely used in monitoring and enhancing security guard performance.
By analysing data on incidents, patrol routes, response times, and guard activity,

security companies can identify weaknesses, optimize schedules, and improve overall
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security measures, ensuring more effective and efficient operation (Mugenda &
Mugenda, 2019). The regression models presented the dependent variable and

independent variable as expressed in the equation below.

Y = Bo + B1X1 + B2X2 + B3X3 + €

Where: -

Y = Motivational performance

X1 = Constraint facing security guard

X2 = Motivational factor influence security guard performance

X3 = Current training program for security guard

Bo = Intercept,

B1, B2 B3 = Are coefficients of independent variables, and

€= error term

The independent variables X1, X2 and X3 are variables were used in this study which
was measured using the various questions to the respondents in the questionnaire.
Regression analysis was utilized to explore the security guard work challenges and
motivation against performance in Dar es Salaam. Data analysis and interpretation
enable researcher get clear understanding and arrive at conclusion and

recommendations (Mugenda & Mugenda, 2019).

25



3.8 Ethical Considerations

As highlighted by Creswell and Creswell (2023), ethical considerations are a
fundamental component of any research study, particularly when involving human
participants. Ethical research requires careful planning to ensure that participants' rights
are protected, that the research does not cause harm, and that the data is handled
responsibly. Upholding these ethical standards is crucial for maintaining the trust
between researchers and participants and for the overall integrity of the research process.
Ethical clearance was obtained from the relevant institutional review board. Informed
consent were secured from all participants, ensuring confidentiality and the right to
withdraw from the study at any time. Bryman (2023) highlights the importance of
ethical practices in research, ensuring that studies are conducted with respect for
participants' rights and well-being. According to the American Psychological
Association (APA) (2020), ethical guidelines emphasize the importance of respect for
participants' autonomy, especially when dealing with vulnerable populations.
Researchers are required to obtain informed consent, protect participants' confidentiality,
and ensure that the research does not cause harm. Adhering to these ethical principles is
essential for conducting responsible research that upholds the dignity and rights of all
participants. According to Braun and Clarke (2022), ethical considerations are a critical
component of research design, particularly when dealing with potentially vulnerable
populations. Researchers ensured that participants are fully informed about the study,

that their participation is voluntary, and that their confidentiality is protected. Ethical
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research practices are essential for maintaining trust between researchers and

participants and for ensuring the integrity of the research process.

3.9 Validity and Reliability

3.9.1 Validity

Creswell and Creswell (2023) define validity as the extent to which the research findings
and the tools used for measurement reflect the true nature of the phenomena being
studied. Validity ensures that the conclusions drawn from the data are accurate and

applicable to the research questions or hypotheses.

3.9.2 Reliability

Creswell and Creswell (2023) describe reliability as the degree to which research
findings can be replicated and the measurement tools used provide consistent results.
Ensuring reliability is essential for validating the accuracy of the research and for
confirming that the results are dependable and reproducible. Refers to the consistency of
a measure, Reliability was assessed through test-retest methods and Cronbach's alpha to
ensure consistency of the survey instruments. Internal reliability is improved by use of
data gathering, more than observer in the field, data analysis, interpretations of the
finding and data presentation. To ensure reliability, Cronbach's alpha test was used to
ensure consistency of the survey instruments. The alpha value ranges from 0 to 1 with
reliability increasing with the increase in value. A Coefficient ranging above 0.7 is

recommended and indicated that the research instrument to good and reliable (Tavakol &
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Dennick, 2019). The table below shows the reliability test for all the constructs that were

involved in this study.

Table 3.1: Reliability test

Scale Cronbach’s Alpha Number of item
Constraints facing the security guards 0.7 5
Motivational factors influence security 0.7 5

guard performance
Current training programs for security 0.7 5

guards

Source: (Field data, 2024)

3.10 Budget

The budget included expenses for data collection (surveys and interviews), transcription
services, travel for fieldwork, and dissemination of findings through workshops and

publications.
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Table 3.2: Budget line

N/S ITEM COST

1 Photocopy 300,000

2 Travel and logistics 300,000

3 Miscellaneous 200,000

4 Data collection 500,000

5 Total budget 1,300,000
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CHAPTER FOUR

FINDINGS AND DISCUSSIONS

4.1 Overview

This chapter provides interpretation of findings, data analysis and discussion of the
findings based on the objectvies of the study. It starts by interpretating the data collected
from the field and afterwards provides analysis and then discusses the findigns based on

the findings of other scholars.

4.2 Background Information

Table 4.1: Background information

Gender of the Respondent

Gender Frequency Percentage
Male 41 70%
Female 17 30%

Total 58 100%

Age of the Respondent

Age Group Frequency Percentage
20-30 37 64%
31-40 17 29%

30




41-50 3 5%
51and above 1 2%
Total 58 100%
Education level of the Respondent
Education Level Frequency Percentage
Secondary and certificate 41 71%
Diploma 15 26%
Degree 2 3
Masters Nil Nil
Total 58 100%
Experience of the Respondent
Experience Frequency Percentage
1-5 years above

26 45%
5-10 years

16 28%
10-20 years

13 22%
20 years and above

3 5%
Total 58 100%

Source: (researcher data, 2024)
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After the data collection and analysis, the study found out most of the respondents were
male accounting for 70% (41) of the total number of the respondents while leave a small
portion of 30% (17) female respondents who were involved in the study. This indicated
that majority of the people who were involved in this study were male during data
collection. The study found out that, out of 58 total respondents involved in this study,
for those who were aged 20-30 years were leading accounting for 64%(37) of the total
sampled population, while 31-40 age group accounting for 29%(17) 41-50 age group
were accounting for 5%(3) and lastly those who aged more than 51+ years were
accounting for 2%(1) of the total sampled population. Hence, this indicated that,
majority of the employees who were involved in the study were ranging to 20-30 years.
This is a clear indication that the organization has guaranteed youthful employees. The
organization must therefore put in place very good staff recognition systems to retain

them.

Level of education was one of the preliminary information of the respondents since the
study involved employees from different level such as secondary and certificate level,
diploma level, degree level and masters level, hence, the study found out that, majority
of the respondents attended secondary and certificate level accounting for 71%(41) and
other attended diploma level accounting for 26%(15) of the total sampled population and
the rest attended degree level accounting to 3%(2). This indicate that majority of the
respondents were attended secondary and certificate education. Then education should

be provided to this secondary and certificate staffs.
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The other preliminary information that was asked to employees during the data
collection was experience, respondents were asked about their experience so as to help
the researcher to get clear picture in relation to the employee’s compensation within the
company. Hence, after the data collection, the study revealed that majority of the
respondents involved in the study were experienced ranging between 1-5 years
accounting for 45% (26) followed by experienced ranging between 5-10 years
accounting for 28% (16). Other experienced ranging between 10-20 years accounting for
22% (13). The last were experienced ranging between 5-10 years accounting for 5% (3)
of the total selected sampled population. This is a clear indication that the organization
has less experienced group of employees. The organization must therefore put in place

very good staff recognition systems for experience purpose.

4.2 Reliability analysis

To ensure reliability of the responses obtained in the study, Cronbach's alpha was used.
If the figure for Cronbach's Alpha was above 0.7, the instrument would be declared as
reliable. This test would have confirmed that the instrument has sufficiency internal
consistency. The table below shows the reliability test results for all the constructs that

were involved in this study.
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Table 3.1: Reliability test

Scale Cronbach’s Alpha Number of
item

Constraints facing the security guards | 0.750 5

Motivational factors influence 0.758 5

security guard performance

Current training programs for security | 0.789 5

guards

Source: (Field data, 2024)

The implication of mean Cronbach’s Alpha 0.766 is that the study

instrument had

internal consistency and reliable. This is in line with study carried out by Githinji, (2019)

reliability test result of a= 0.925 above 0.7 is that the study instrument had internal

consistency and reliable.

4.3 Findings

In this section, the results for each of the specific research objectives is presented,

analyzed and interpreted with an overall goal of demonstrating the factors hindering

motivational performance in small and medium enterprises in Tanzania.

4.3.1 Constraints facing the security guards

The first objective of the study was to ascertain constraints facing the security guards.

The descriptive results covering constraints facing the security guards in Dar Es Salaam
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as a variable are presented using four statements on a Likert scale where code
1=Strongly Agree 2=Agree 3=Notsure  4=Strongly Disagree 5= Disagree

in Table 4.3.

Table: 4.3: Constraints facing the security guards

No| Statement 1 2 B 4 o) Mean

1 | Inadequate compensation are being{39.1% [21.7% (7.1% [15.4% [16.7% B3.999
provided to security guards by
management and has made contribution
on motivational performance

2 | Limited access to training are being@41.6% 20.3% [10.3%[11.2% [16.6% [L.968
provided to security guards by
management and has made contribution
on motivational performance

3 | Limited access to training are being9.1% [10.8% | 9.1%16.4% p4.6% #.04
provided to security guards by
management and has made contribution
on motivational performance

4 | Poor working conditions are being#5.3% [35.2% | 3.3%(8.6% |7.5% Pp.10
provided to security guards by
management and has made contribution
on motivational performance

Source: Field data. 2024 N =58
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As to whether inadequate compensation are being provided to security guards by
management and has made contribution on motivational performance, responses showed
that cumulatively the majority of (39.1%) of the respondent’s strongly Agree while
21.7% agree and 16.7% strong disagree. The mean = 3.999 suggested that inadequate
compensation are being provided to security guards by management and has made
contribution on motivational performance. As to whether limited access to training are
being provided to security guards by management and has made contribution on
motivational performance, responses showed that cumulatively the majority (41.6%) of
the respondents’ strong agree while 20.3% agree and 16.6% strong disagree. The mean
= 1.968 suggested that limited access to training are being provided to security guards by
management and has made contribution on motivational performance. As to whether
limited access to training are being provided to security guards by management and has
made contribution on motivational performance, responses showed that cumulatively the
majority (54.6%) of the respondents strong disagree while 16.4% disagree. The mean =
4.04 suggested that Limited access to training are not being provided to security guards
by management and has made less contribution on motivational performance. As to
whether poor working conditions are being provided to security guards by management
and has made contribution on motivational performance, responses showed that
cumulatively the majority (45.4%) of the respondents strong agree while 35.2% agree.
The mean = 2.10 suggested that poor working conditions are being provided to security
guards by management and has made contribution on motivational performance. The

implication of average mean=3.03 is that constraints facing the security guards affect
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motivational performance. This is in line with Hoogenboom, (2020) that constraints

facing the security guards affect motivational performance.

4.3.2. Question one. Constraints facing the security guards

Question one ascertains constraints facing the security guards. The question was
answered using Pearson Correlation coefficient and Regression Analysis and the results

of the question are given Table 4.4 below.

Table: 4.4. Correlation for constraints facing the security guards on motivational

performance
Constraints Motivational
facing the| performance

security guards

Constraints facing the| Pearson 1 172
security guards Correlation
Sig. (2-tailed) |. .000
N 58 58
Pearson
. Correlation
Motivational performance 772 1

Sig. (2-tailed) |.000

N 58 58

Correlation is significant at the 0.01 level (2-tailed). Source: Field data, 2024
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The implication of the correlation coefficient is 0.772 and its significance level 0.000 is
that constraints facing the security guards affect motivational performance. This is in
line with Hoogenboom, (2020) that constraints facing the security guards affect

motivational performance.

4.3.2.1 Regression Analysis

A regression analysis for constraints facing the security guards was run and the results

from the analysis are below in table 4.5.

Table: 4.5: Regression Analysis for constraints facing the security guards on

motivational performance

Model Summary

Model | R R Square | Adjusted R Square Std. Error of the Estimate
1 172 | .485 401 50252
a. Predictors: (Constant), Constraints facing the security guards

The results from the analysis provide the R and R value. The R value is 0.772, which
represents the simple correlation and, therefore, indicates a moderate degree of
correlation. The R? value indicates how much of the dependent variable motivational

performance can be explained by the independent variable constraints facing the security
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guards. The implication of standard error of the estimate is .50252 and the adjusted R

square value is 0.401 is that Constraints facing the security guards affect motivational

performance by 40.1%. This is in line with Hoogenboom, (2020) that constraints facing

the security guards affect motivational performance.

Table: 4.6: Analysis of Variance of constraints facing the security guards

ANOVA

Model Sum of Squares | df | Mean Square | F Sig.

1 Regression 239 1 239 .968 327°
Residual 29.179 58 |.258

Total 29.418 59

a. Predictors: (Constant), Constraints facing the security guards

b. Dependent Variable: Motivational performance

These are the degrees of freedom associated with the sources of variance. The total

variance has N-1 degrees of freedom. The Regression degrees of freedom correspond to

the number of coefficients estimated minus 1 including the intercept, there are 5

coefficients, so the model has 5-1=4 degrees of freedom. The Error degree of freedom is
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the DF total minus the DF mode - 1 =58. Mean Square are the Mean Squares, the Sum
of Squares divided by their respective DF. The F-statistic is the Mean Square
(Regression) divided by the Mean Square (Residual) .239/.258=2.593. The p-value is
compared to some alpha level in answering the question that the entire model
coefficients are 0.The full model is statistically significant (F = .968, df = 59, 1, sig. =
.327), even though the motivational performance was statistically significant (p>.05) by
itself. The value for this table had total degrees of freedom of 59 because four
observations had missing data and were not included in the analysis. The other degree of
freedom corresponds to the intercept (constant) of the regression line. The implication of
F-Statistics is .968 given the strength of the correlational model (p > .0005) is that
Constraints facing the security guards has positive affect on motivational performance
given the model is statistically significant by (p > .0005). This is in line with Shagama,

(2019) that constraints facing the security guards affect motivational performance.

4.4.2 Motivational factors that influence security guard work performance

The second objective of the study examines motivational factors that influence security
guard work performance. The descriptive results covering motivational factors that
influence security guard work performance as a variable are presented using three
statements on a Likert scale ranging from 5= Strongly Agree 4= Agree 3= Not sure 2=

Disagree 1=Strongly Disagree. The resulting summary statistics are in Table 4.7 below.
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Table: 4.7. Motivational factors on motivational performance

No

Statement

Mean

Financial incentive are being provided to
security guards by management and has
made  contribution on  motivational

performance

A6%

14.1%

13.3%

15%(11.6%

1.220

Recognition and appreciation are being
provided to security guards by management
and has made contribution on motivational

performance

20.2
0o

20.8%

6.6%

%%

30.821.6%

1.73

Career development opportunities are being
provided to security guards by management
and has made contribution on motivational

performance

10.2
0

11.1%

10.1%

%%

16.252.4%

3.990

Working environment and condition are
being provided to security guards by
management and has made contribution on

motivational performance

21.6
0

30.8%

6.6%

%%

20.8[20.2%

1.73

Source: Field data, 2024
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As to whether financial incentive are being provided to security guards by management
and has made contribution on motivational performance, responses showed that
cumulatively the majority of (46%) of the respondents strong disagreed while 15%
agreed and 14.1% disagree. The mean = 1.220 suggested that financial incentive are
being provided to security guards by management and has made contribution on
motivational performance. As to whether recognition and appreciation are being
provided to security guards by management and has made contribution on motivational
performance, responses showed that cumulatively the majority percentage (30.8%) of
the respondents disagreed while 20.8% agreed and 21.6% strong disagreed. The mean =
1.73 suggested that recognition and appreciation are not being provided to security
guards by management and has made less contribution on motivational performance. As
to whether career development opportunities are being provided to security guards by
management and has made contribution on motivational performance, responses showed
that cumulatively the majority percentage (52.4%) of the respondents strong disagreed
while 16.2% disagreed. The mean = 3.990 suggested that career development
opportunities are not being provided to security guards by management and has made
contribution on motivational performance. As to whether working environment and
condition are being provided to security guards by management and has made
contribution on motivational performance, responses showed that cumulatively the
majority percentage (30.8%) of the respondents agreed while 16.6% strong agreed. The
mean = 3.990 suggested that working environment and condition are being provided to

security guards by management and has made contribution on motivational performance.
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The implication of average mean=2.31 is that working environment and condition are
being provided to security guards by management and has made contribution on
motivational performance. This is with in line with Cosgrove and Louck, (2015) there is
a positive effect of motivational factors being provided to security guards by

management on motivational performance.

4.4.2.1 Question two. Motivational factors that influence security guard work

performance

Question two examines motivational factors that influence security guard work
performance. The question was answered using Pearson Correlation coefficient and

Regression Analysis and the results of a question are given below in table 4.8.
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Table: 4. 8: Correlation matrix for motivational factors that influence security

guard work performance

Motivational factors Motivational
performance
Motivational factors Pearson 1 212
Correlation
.000
Sig. (2-tailed)
N 58 58
o Pearson
Motivational performance
212 1
Correlation
Sig. (2-tailed) |.000
N
58 58

Correlation is significant at the 0.01 level (2-tailed). Source: Field data, 2024

The implication of the correlation coefficient is 0.212 and its significance level 0.000 is

that a motivational factor has effect on motivational performance. This is with in line
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with Cosgrove and Louck, (2015) motivational factors positive affect motivational

performance.

4.4.3.4 Regression Analysis

A regression analysis for the motivational factors that influence security guard work

performance was run and the results from the analysis are below in table 4.9.

Table: 4.9: Regression Analysis for motivational factors that influence security

guard work performance

Model Summary

Model | R R Square | Adjusted R Square Std. Error of the Estimate
1 212°% | 419 378 48939
a. Predictors: (Constant), Motivational factors

The study provides the R and R value. The R value is 0.212, which represents the
simple correlation and, therefore, indicates a moderate degree of correlation. The R?
value indicates how much of the dependent variable motivational performance can be
explained by the independent variable constraints facing the security guards. The
implication of standard error of the estimate is .48939 and the adjusted R square value is
0.378 is that motivational factors do affect motivational performance. This is with in line
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with Cosgrove and Louck, (2015) motivational factors affect positively motivational

performance.

Table: 4.10. Analysis of Variance for motivational factors that influence security

guard work performance

ANOVA
Model Sum of Squares | df Mean Square | F Sig.
1 Regression 1.784 1 1.784 7.450 | .007°
Residual 27.303 55 240
Total 29.087 56

a. Predictors: (Constant) : Motivational factors

b. Dependent Variable: Motivational performance

These are the degrees of freedom associated with the sources of variance. The total
variance has N-1 degrees of freedom. The Regression degrees of freedom correspond to
the number of coefficients estimated minus 1. Including the intercept, there are 5
coefficients, so the model has 58-1=46 degrees of freedom. The Error degree of
freedom is the DF total minus the DF model, 46-3 =43. Mean Square are the Mean
Squares, the Sum of Squares divided by their respective DF. The F-statistic is the Mean
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Square (Regression) divided by the Mean Square (Residual) 1.784/.240= 7.450. The p-
value is compared to some alpha level in answering the question that all of the model
coefficients are 0.The full model is not statistically significant (F = 7.450, df = 50, 1,
sig.= .007), even though motivational performance was statistically significant (p>.05)
by itself. The value for this table had total degrees of freedom of 46 because four
observations had missing data and were not included in the analysis. The other degree of
freedom corresponds to the intercept (constant) of the regression line. The implication of
F-Statistics is 7.450 given the correlation (p > .0005) is that motivational factors do
affect motivational performance. This is with in line with Cosgrove and Louck, (2015)

motivational factors do affect motivational performance.

4.4.3 Current training programs for security guards

The third objective of the study determined current training programs for security guards
in Dar Es Salaam. The descriptive results covering current training programs for security
guards in Dar Es Salaam as variables are presented using three statements on a Likert
scale ranging from 1= Strongly Agree 2= Agree 3= Not sure 4= Disagree 5=Strongly

Disagree. The results summary statistics are in Table 4.11 below.
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Table: 4.11: Current training programs for security guards

No

Statements

Mean

Basic security training are being observed
and no contribution on  motivational

performance

18.1%

20.0%

6.6%

22.5%

35.8%

2.34

On-going professional development are
being observed and no enhancement on

motivational performance

12.5%

16.6%

4.1%

29.3%

37.5%

3.96

10

Specialized training program are being not
taken into consideration by management
and no contributions on motivational

performance

14.2%

17.5%

3.4%

34.1%

30.8%

3.70

Standardized training curricula and on the
job training are being observed and no
enhancement on motivational

performance

13.6%

15.5%

4.1%

28.0%

17.7%

3.96

Source: Field data, 2024
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Basing on findings, it was established from the respondents in relation to statement basic
security training are being observed and no contribution on motivational performance,
cumulatively the majority percentage (35.8%) of the respondents strongly disagreed with
22.5% disagreed and 6.6% were not sure. The mean = 2.34 suggested that untimely
acknowledgement of security guards’ effort is not being observed with less contribution
on motivational performance. As to whether late response from management to security
guards are being observed and no enhancement on motivational performance,
cumulatively the majority percentage (37.5%) of the respondents strongly disagreed with
29.3% disagreed and 4.1% were not sure. The mean = 3.96 suggested that Late response
from management to security guards are not being observed with less enhancement on
motivational performance. As to whether augments made by security guards are being
not taken into consideration by management and no contributions on motivational
performance, cumulatively the majority percentage (34.1%) of the respondents strongly
disagreed with 30.8% disagreed and 3.4% were not sure. The mean = 3.70 suggested
that specialized training program are being taken into consideration by management with
high contributions on motivational performance. As to whether standardized training
curricula and on the job, training are being observed and no enhancement on
motivational performance, cumulatively the majority percentage (34.1%) of the
respondents strongly disagreed with 30.8% disagreed and 3.4% were not sure. The mean
= 3.70 suggested that standardized training curricula and on the job, training are not
being observed with less enhancement on motivational performance. The implication

average mean=3.33 is that Current training programs for security guards affect positively
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motivational performance. This is with in line with Cosgrove and Louck, (2015) current

training programs for security guards do affect motivational performance.

4.4.3.2. Question three. Current training programs for security guards

Question two determines current training programs for security guards. The question
was answered using Pearson Correlation coefficient and Regression Analysis and the

results of the question are given below in table 4.12 below.
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Table: 4.12: Correlation for current training programs for security guards

Current training | Motivational
programs for | performance
security guards
Current training | Pearson 1 .701
programs for security
Correlation
guards
Sig. (2-tailed
g.( ) .000
N 58 58
Pearson
Correlation
Motivational .70 1
performance Sig. (2-tailed)
.000
N 58 58
Correlation is significant at the 0.01 level (2-tailed). Source: Filed data,

2024

The implication of the correlation coefficient is 0.70 and its significance level 0.000 is
that current training programs for security guards positive affect motivational

performance. This is with in line with Oosterveer and Vliet, (2016) current training

programs for security guards positively affect motivational performance.
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4.4.3.4 Regression Analysis
A regression analysis for current training programs for security guards was run and the

results from the analysis are below in table 4.13.

Table: 4.13: Regression Analysis for current training programs for security guards

in Dar Es Salaam

Model R R Square | Adjusted R Square Std. Error of the Estimate

1 701(3) | .391 334 1.675

a. Predictors: Current training programs for security guards. Source: Field data,

2024

The study provides the R and R2 value. The R value is 0.701 which represents the
simple correlation and, therefore, indicates a low degree of correlation. The R2 value
indicates how much of the dependent variable motivational performance can be
explained by the independent variable current training programs for security guards. In
this case, 0.391 can be explained, which is strong agree. The implication of the standard
error of the estimate is 1.675 and the adjusted R square value is 0.334 is that current
training programs for security guards do affect motivational performance. This is with in
line with Cary et al., (2016) current training programs for security guards positive affect

motivational performance.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Summary of the findings

The first question ascertains constraints facing the security guards. The results show that
the correlation coefficient is 0.772 and its significance level 0.000. This implied that
constraints facing the security guards positive significantly affect motivational
performance. Therefore, according to the results there are positive significant constraints
facing the security guards on motivational performance? The study provides the R and
R2 value. The R value is 0.772, which represents the simple correlation and, therefore,
indicates a moderate degree of correlation. The R2 value indicates how much of the
dependent variable motivational performance can be explained by the independent
variable constraints facing the security guards. The standard error of the estimate is
.50252 and the adjusted R square value is 0.401. Therefore, the adjusted square value of
401 implied that constraints facing the security guards affect positively motivational
performance by 40.1%. The full model is statistically significant (F = .968, df = 59, 1,
sig. = .327), even though motivational performance was statistically significant (p>.05)
by itself. The value for this table had total degrees of freedom of 59 because four
observations had missing data and were not included in the analysis. The other degree of
freedom corresponds to the intercept (constant) of the regression line. F-Statistics is .968

given the strength of the correlation; our model is statistically significant (p > .0005).
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The study indicated that constraints facing the security guards are a great challenge

affect motivational performance.

The second question examines motivational factors that influence security guard work
performance. The results show that the correlation coefficient is 0.212 and its
significance level 0.000. This implied that motivational factors affect motivational
performance. Therefore, according to the results motivational factors that affects
motivational performance. Table 4.12 Provides the R and R2 value. The R value is
0.212, which represents the simple correlation and, therefore, indicates a moderate
degree of correlation. The R2 value indicates how much of the dependent variable
motivational performance can be explained by the independent variable motivational
factors. The standard error of the estimate is .48939 and the adjusted R square value is
0.378. Therefore, the adjusted square value of .378 implied that motivational factors
affect motivational performance; in other words, the motivational performance is
dependent on security guard work challenges by 37.8%. The full model is not
statistically significant (F = 7.450, df = 50, 1, sig. = .007), even though motivational
performance was statistically significant (p>.05) by itself. The value for this table had
total degrees of freedom of 50 because four observations had missing data and were not
included in the analysis. The other degree of freedom corresponds to the intercept
(constant) of the regression line. F-Statistics is 7.450, given the strength of the
correlation; our model is statistically significant (p > .0005). The study indicated that

motivational factors are a great challenge affect motivational performance.
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The third question determines current training programs for security guards. The results
show that the correlation coefficient is 0.70 and its significance level 0.000. This implied
that current training programs for security guards affect positive motivational
performance. Therefore, according to the results current training programs for security
guards significantly affect motivational performance. The study provides the R and R2
value. The R value is 0.701, which represents the simple correlation and, therefore,
indicates a low degree of correlation. The R2 value indicates how much of the dependent
variable motivational performance can be explained by the independent variable current
training programs for security guards. In this case, 0.391 can be explained, which is
strongly agree. The standard error of the estimate is 1.675 and the adjusted R square
value is 0.334. Therefore, the adjusted square value of .334 implied that current training

programs for security guards positive affect motivational performance by 43.9%.

5.2 Conclusions

Improving the working conditions, enhancing support systems, and addressing both
intrinsic and extrinsic motivational needs are essential for boosting the performance and
overall job satisfaction of security guards. Employers and policymakers must focus on
creating a more sustainable and supportive environment that acknowledges the
contributions of security guards while addressing the significant challenges they
encounter. Only through such reforms can the industry ensure high-performance levels

and retain a motivated workforce.
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5.3 Recommendations

Considering the study findings, recommendations were made as follows,

Firstly, the police maker should create policies in regard on provision of inadequate
compensation, limited access to training and poor working conditions to security guards
for the contribution on motivational performance. Develop policies that ensure security
guards receive fair compensation that reflects the nature of their work, such as risk

levels, long hours, and high physical demands.

Secondly, the government should ensure that security guard firms adhere to a fair
minimum wage that reflects the cost of living in urban centres like Dar es Salaam.
Regular audits and enforcement of wage regulations can reduce worker exploitation. The
government should conduct regular inspections of security companies to ensure
compliance with labour laws, safety regulations, and employment standards. Penalties

should be imposed on companies that violate workers' rights.

Third, the Institutions such as the Tanzanian Ministry of Labor and Employment should
develop comprehensive labour laws specific to security guard industry. These should
include clear regulations on wages, working hours, safety standards, and employee

benefits to ensure consistency across the sector.
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5.4 Areas for further Research

Further studies suggested to be taken on factors enhancing motivational performance of
security guard in Tanzania. The study also recommends that the further studies suggested

to be taken on factors affecting motivational performance of security guard in Tanzania.
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APPENDICES

Questionnaire

Dear Respondents,

The researcher is a student pursuing Post graduate Diploma in Business Administration
of the College of Business Education. The purpose of this study is to explore the security
guard work challenges and motivation against performance in Dar Es Salaam. The
responses are for academic purpose and not otherwise. Please you are requested to

respond accordingly.

Part A: Background Information

Please kindly tick against appropriation

1. Sex: Male ( ) Female ( )

2. Age Group: 20-30 ( ) 3140 () 41-50 () 5blandabove ( )

3. Education; Secondary level ( ) Diploma level () Degree level ( ) Masters level (

)

4. Experience level; 1-5 years () 5-10 years () 10-20 years ( ) 20 years and above (

)
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Part B: Constraints facing the security guards in Dar Es Salaam

Please ascertain constraints facing the security guards in Dar Es Salaam on the following

statements. The scale below will be applicable:

1=Strongly Agree 2=Agree 3=Not sure  4=Strongly Disagree 5=Disagree

S/N | Statements 112 |3 |4 5

1 Inadequate compensation are being provided to security
guards by management and has made contribution on

motivational performance

2 Competitive bonus are being provided to security
guards by management and has made contribution on

motivational performance

3 Competitive salary are being provided to security guards
by management and has made contribution on

motivational performance

4 Competitive incentive are being provided to security
guards by management and has made contribution on

motivational performance

68




Please comment on applicability of policy regarding constraints facing the security

guards

Part C: Motivational factors that influence security guard work performance

Please examine motivational factors that influence security guard work performance on

the following statements. The scale below will be applicable:

1=Strongly Agree  2=Agree 3=Not sure  4=Strongly Disagree 5=Disagree

S/IN | Statements 112|314 |5

1 Financial incentive are being provided to security guards
by management and has made contribution on
motivational performance

2 recognition and appreciation are being provided to
security guards by management and has made contribution
on motivational performance

3 Career development opportunities are being provided to
security guards by management and has made contribution
on motivational performance

4 Working environment and condition are being provided to
security guards by management and has made contribution
on motivational performance
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Please comment on applicability of policy regarding motivational factors that influence

security guard work performance

Part D: Current training programs for security guards in Dar Es Salaam

Please determine current training programs for security guards in Dar Es Salaam on the

following statements. The scale below will be applicable:

1=Strongly Agree  2=Agree 3=Not sure  4=Strongly Disagree 5=Disagree

S/IN | Statements 112 |3 |4 |5 |1

1 Basic security training are being observed and no

contribution on motivational performance

2 Ongoing professional development are being observed

and no enhancement on motivational performance

3 Specialized training program are being not taken into
consideration by management and no contributions on

motivational performance

4 Standardized training curricula and on the job training
are being observed and no enhancement on

motivational performance
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Please comment on applicability of policy regarding current training programs for

security guards

Part E: Motivational performance

Please ascertain motivational performance on the following statements. The scale below

will be applicable:

1=Strongly Agree 2=Agree 3=Not sure  4=Strongly Disagree 5=Disagree

S/IN | Statements 112 |3 |4 5 1

1 Inadequate compensation to security guards is a

challenge hindering retention rate

2 Financial incentive to security guards is a challenge
hindering effective job satisfaction

3 Basic security training is a challenge hindering

effective job effectiveness

Please comment on level of motivational performance
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