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The Relevance of Herzberg’s two factors Theory in Retention 

of Human Resource for Health in Tanzania Public Hospitals 

 

Hassanal Issaya 

PhD Candidate, Mzumbe University 

& 

Josephat Stephen Itika 

School of Public Administration - Mzumbe University – Tanzania 

__________________________________________________ 

 

Abstract 

Tanzania as many other developing countries has been affected by 

mass exodus of health staff from public hospitals in search of 

greener pastures inside and outside the country. This has had an 

adverse effect on service delivery in public hospitals, which again 

prompted the government to devise several means to ameliorate 

the situation. This paper examines the relevance of Herzberg two 

factor theories in explaining retention of human resources for 

health (HRH) in public hospitals in Tanzania. It is argued in the 

paper that although both intrinsic and extrinsic factors have 

positive influence on human resource retention, some factors do
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matter more than others. The leading ones in the order of effect 

are working conditions, job security and salary. This is partly 

contributed by the fact that individual employees respond to 

different contexts differently. It is recommended that policy 

makers and hospital administrators to initiate and effectively 

implement HRH retention interventions based on both job and 

context related motivators in order to significantly address causes 

of HRH unhealthy turnover. 

 

Key words: Herzberg Two Factor Theory, Retention, Motivation, 

Human Resources for Health 

_____________________________________________________ 

1.0 Introduction  
 

Like other African and developing countries, Tanzania 

experiences problems of HRH retention. Studies and different 

reports have indicated that retention remain to be a recurring 

problem in Tanzania. For instance, the NHAR (2009) report 

indicates that in less than 15 years, the proportion of health 

workers to total Tanzanian population has fallen by 75 percent.  A 

penetrating report by the AHSR (2010) portrays that, about 300 

staff leaves the public health sector annually looking for 

alternative green pastures elsewhere. More evidence are also 

provided by Sikika (2010) report which indicates that 18 percent  

pharmacists, 15 percent  medical doctors and 13 percent  assistant 

doctors left their duty stations a few months after being employed 

in 2009.  In quitting the job, various excuses such as asking for 

leave of absence and study leave have been used (Mohammad, 

2013). In due regard, these evidences pre-suppose existence of 

high rate of turnover in Tanzanian public hospitals which requires 
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scientific inquiry for better interventions. 

However, the government of Tanzania and other related health 

care related institutions have been taking measures to address not 

only shortages but also unhealthy staff turnover.  As part of the 

initiatives, the government subscribed to various international 

agreements. Such agreements  include;  the WHO Health 

Workforce Decade (2006-2015) with a priority of retaining health 

workers; the Kampala Declaration (2008) and the Chiang Mai 

Declaration (2008) all of which stress on the importance of HRH 

retention and adherence to the codes of conduct contained in the 

agreements.  Furthermore, in 2010 during the 63
rd 

World 

Assembly, Tanzania among other countries adopted a new code of 

practice to stop international recruitment of health personnel 

without prior agreement with the originating countries.  

 

In addition to subscribing to international agreements, the 

government of Tanzania has taken more strides by developing 

various policies aimed at combating the problem of HRH 

retention. These are; human resource policy guideline, 2005; 

health sector strategic plan 2003-2008/2008-2015 and primary 

health development programme (MMAM) 2007-2017. Other 

initiatives relate to raising and reviewing of salaries and 

compensation benefits. For example, in 2002 the government 

adopted the accelerated salary enhancement (SASE) scheme in the 

Tanzanian public service as a special payment package for staff 

working in hospitals. Other initiatives relate to motivating HRH 

staff. For example, the Mkapa Foundation, a government based 

organisation, offers to health workers special benefits such as free 

housing, air time and transportation (Sikika, 2013). Moreover, the 

government has improved the health workers extra work pay, 

workplace hazard allowance, on-call allowance, risk allowance, 
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housing allowance as well as increased opportunities for self-

development (Kauzya, 2009).  All these initiatives were taken 

deliberately as to curb the HRH retention problem. 

However, a clear understanding of the root cause of insufficient 

HRH retention and which factors matter most in addressing the 

problem must be part of the best solutions. The paper has adopted 

Herzberg's two factor theory to examine its relevance when it 

comes to explaining HRH retention in Tanzanian public hospitals 

and what factors matter most. After this section on introduction, 

the paper presents the theoretical framework, methodology, 

results and discussion before providing conclusion and policy 

implication. 

2.0 Theoretical Framework 

 

The paper adopts Herzberg’s two factors theory (also known as 

Herzberg’s motivation-hygiene theory to address variables that 

are important in staff motivation and retention to determine their 

relevance in Tanzanian hospitals.  Herzberg (1964) based on 

earlier works (Herzberg et al., 1957; 1959), states that there are 

factors at workplace that cause job satisfaction, and other separate 

set of factors at workplace that cause job dissatisfaction. As such 

there are certain factors (motivators) that a business should 

introduce to directly motivate employees to work harder. 

Conversely, there are certain factors that may not motivate 

employees to work harder (Herzberg et al., 1957. 1959; Herzberg, 

1964; Herzberg et al., 1974 and Herzberg et al., 1979). To 

Herzberg et al. (1979), the former and intrinsic and the later are 

extrinsic factors. These factors are responsibility, achievement, 

recognition, personal growth, advancement and work itself  as 
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intrinsic and working condition, supervisory style, job security, 

status,  company policy and  salary extrinsic factors respectively. 

The means that intrinsic factors tend to create motivation when 

present, while extrinsic factors may be present but will not 

necessarily motivate although their presence is important for 

retention of employees (Herzberg, 1959).The factors are described 

briefly as follows; 

Responsibility 

Responsibility is the degree to which an employee exercises 

power related to his job at a maximum degree. It is explained 

further as the ability of an employee to set organisation goals and 

structure so as to maximise professional concern (Ng’ethe et al., 

2012; Dockel, 2003). Studies by Re’em (2011) conclude that 

young employees who are at the bottom of the hierarchy are 

usually very motivated by receiving responsibility because they 

feel that they are given autonomy at work. Therefore, advocates of 

this factor suggest that managers who offer their employees 

responsibility should get off their tails and give them a real 

opportunity to deliver (Dockel, 2003, Buchan 2009, and Nge’the, 

2012) if they want them to stay.  

Achievement 

Studies firmly suggest that goal setting is an extremely effective 

tool for public managers to motivate and improve performance of 

public employees (Re’em, 2011). Study by (ibid. 2005:41) reveals 

that vagueness goals and tasks in public service make it harder to 

point out the extent to which goals have been accomplished. 

When tasks are too wide or complex to achieve, then a set of 

intermediate goals (for example, milestone in the project) should 

be defined. This can motivate employees to achieve their goals, 
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hence encourage them to stay with that particular organisation 

(Greenberg and Baron, 2003). 

Personal Advancement 

Personal advancement may be referred to as a degree or extent to 

which an employee perceives his or her chances of being 

promoted and grow in terms of skills, knowledge and capacity 

within the organisation and thus challenging positions(Montana et 

al., 2008) and opportunity to grow in organisations (Dockel, 

2003). Feeling of stagnation in position according to Ng’ethe et 

al. (2012) discourages staying in organisations. Therefore, 

promotion offers opportunities for personal advancement in the 

job and also is one of Herzberg’s motivators which can be used to 

enhance retention (Herzberg, 1978). 

Recognition 

Essentially, employee recognition is a timely, informal 

acknowledgment of a person or team’s effort or business results 

that support the organisation’s goals and values, which has clearly 

been beyond normal expectations (Buchan, 2009). Appreciation is 

a fundamental human need, which has positive connotation 

(Logan, 2000) with no costs involved, however underutilised 

(Re’em, 2011:37) by employers. Mckeown (2005:105) suggests 

that a good, useful and effective recognition plan should be 

designated and communicated to employees so as to improve their 

behaviours. Basically, employees tend to stay in an organisation 

when they feel that their capabilities, efforts and performance 

contributions are appreciated by others because they want a sense 

of accomplishment. Chiboiwa et al. (2005) study on retention 

strategy in private organisations in Zimbabwe concluded that 
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employees who were not recognised on their effort at work place 

which has fuelled the incidences of turnover in those companies 

Work Itself 

According to Phillips and Cornell (2003), work to be performed 

should be meaningful and sensible to those assigned to it.  A good 

design which includes, giving employees proper tools and the end 

goals (Brian and Allison, 2014), employees will feel more 

satisfied and thus, higher degree of intent to stay with the 

organisation would be realised (Phillips and Cornell, 2003). This 

is particularly true for top employees who have a reasonable 

expectation that they were not hired to complete repetitive and 

uninspiring tasks (ibid).  

Work Environment 

Work environment is another important factor affecting 

employee’s decision to stay or quit his job. Chaminde (2007) 

argues that outputs and efficacy are directly affected by how 

people work such that is equally affected by their working 

environment. While comfortable working condition tends to 

produce higher level of satisfaction among employees (Sinha, 

2013), stressful working conditions results into high levels of 

dissatisfaction, thus prompting an employee to leave an 

organisation (Philips and Connell, 2003). As such, participation in 

decision-making, opportunity to grow and opportunities for their 

workmates regardless of race, sex or age (Michael and Chipunza, 

2009) do matter. Studies indicate a direct link between job 

dissatisfaction, lack of motivation and intention to quit (Zurn et 

al., 2005; Michael and Chipunza, 2009; Chiboiwa et al., 2010; 

Graham, 1999; Lehman and Sandurs, 2002). According to 

Dambisya (2007), conductive work environment is one that 
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provides a well-maintained building, equipment, medical supplies, 

adequate staffing and security for staff, including their families. 

Salary 

Understandably, attractive remuneration packages are one of 

important factors of retention. This is due to financial and material 

desire by an individual (Belbin, 2011; Hijazi and Rowaida, 1999). 

Many studies from less developed countries indicate that half of 

employees in organisations were satisfied with their salaries 

(Rosser, 2004) which may easily influence their intention to stay 

or leave (Kearney, 2009; Baghaei, 2011:152). However, it is 

emphasised that it is not the absolute amount paid that matters, 

rather it is one’s perception of fairness that attracts and retains 

staff (Brooks, 2005). The argument is that increases in salary will 

not necessary lead to substantial retention and that not all people 

leave their jobs for the sake of money (Asnake, 2007:102). 

According to Asnake (ibid), there are two important reasons/facts; 

first, meagre salary may prompt workers to leave the job for more 

money, because it is about survival issues. Second, the rest of 

workers associate salary with fairness, that is, the manner the 

available profit is shared. Workers tend to be dissatisfied when 

they feel that the generated profit is unfairly distributed within the 

organisation or when it does not seem to match with the weight of 

the job and the employee’s efforts (Baghaei, 2011). Therefore, 

improving HRH’s take home salaries is one of very important 

satisfiers (Yumkella and Swai, 2007). Besides, studies conducted 

in Uganda (Onzubo, 2007) and Mali (Dieleman et al., 2006) also 

identified low salaries as a major factor that could make workers 

decide to leave their current jobs. 
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Supervisory Style 

Supervisory style is a crucial element in leadership (Ng’ethe et al., 

2012) which influences employees’ decisions to remain or quit. 

Employees are likely to remain with an organisation if they 

believe that their managers are interested and concerned with their 

welfare, if they know their duties, if they are given a role that 

matches with their ability and if they receive positive feedback or 

recognised (Mbah and Kemetuna, 2012). Quality of relationship 

between employee and his/her immediate supervisor may extend 

his stay in an organisation (Dockel, 2003) because negative 

behaviour by managers and peers at workplaces can lead to 

dissatisfaction (Lyn, et al., 2005). More so is the ability of 

manager to address conflict among employees otherwise they may 

feel dissatisfied and thus withdraw or depart from the organisation 

(Dovlo and Relonyo, 2003).  

Job Security 

Notably, job security provides employees with a sense of stability 

from their jobs and the organisation they work for, by giving them 

an opportunity to make plans, buy homes and achieve sense of 

confidence in their own future (Phillips and Cornell, 2003). It is 

argued by some scholars that, if there is no security of tenure, 

employees may leave the organisation at any time. Therefore, 

employees need to feel they are working at a secure job that will 

be there for them in years to come. In an era of corporate 

downsizing, mergers and acquisitions, job stability is a critical 

investment strategy in human capital (Van-Wart, 2008, Belbin, 

2011 and Bukuwa et al., 2013). Lack of job stability diminishes 

the employee’s sense of attachment and responsibility to an 

organisation (Phillips and Cornell, 2003).  
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According to the theory, hygiene factors are the most important 

motivators as they are more related to the actual job itself.  

Therefore, in order to improve job attitudes and output, managers 

must identify and attend to both sets of features and should stop 

assuming that an increase in satisfaction leads to a decrease in 

unwanted dissatisfaction (Hackman et al., 1976). 

 

The implication is that, if employers wish to increase satisfaction, 

they should be concerned with the nature of the work, related 

opportunities, empowering employees, delegating some 

responsibilities and attaining self-realisation. On the other hand, if 

employers wish to control dissatisfaction, then they must focus on 

job policies, procedures, supervision and working conditions. In 

order to command a satisfied and productive workforce, 

employers must pay attention to both set of job factors (Brian and 

Allison, 2014). Despite the theoretical efficacy in explaining 

retention, the theory has met two major criticisms. First, it has 

been questioned on its reliability because satisfaction and 

dissatisfaction cannot exist in a separate scale. Inadvertently, 

separation of satisfaction and dissatisfaction has been shown to be 

a relic of the critical technique used by Herzberg to record events 

(Re’em, 2011). Secondly, the theory does not allow for individual 

differences such as personality traits, which tend to affect an 

individual’s unique response to motivator or hygiene factor 

(Hackman, et al., 1976). However despite such criticisms, the 

theory is still relevant and has had a major impact over several 

generations of managers and employers (Re’em, 2011). Notably, 

employers and managers have widely used the theory to improve 

their working environment by providing motivation to satisfy and 

retain employees for a longer period of time (Sandiya and Kumar, 

2011).  
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In regards to retention, scholars contend that there is no secret 

code or formula that explains precisely as to what is employee 

retention. As such the term has been defined differently by 

different writers. Some say it is all about keeping right people on 

right jobs for every organisation. It is all about keeping good 

people and it has much to do with culture and how people get 

treated (Mckeown, 2005). Others say, it is a voluntary move of an 

organisation to create environment which engage employees for a 

long term (Chaminde, 2007). Further, explanations are linked to 

its antonym that is employee turnover which essentially refers to 

as the percentage of employees leaving the organisation for 

whatever reason in a particular period of time (Phillips and 

Connel, 2003).  In practice, managers are mostly concerned with 

estimating the rate of voluntary departures by employees who 

choose to leave on their own.   People may leave an organisation 

for many reasons such as retirement, , health problems, illness, 

being fired or forced redundancy (Philips and Connel, 2013). 

Such involuntary separation is usually excluded from the 

calculation of the employees turnover rate (Leslie Mckeown 

2005). Thus, this paper focuses on the factors for employees’ 

retention from the perspective of Herzberg two factor theory. 

 

3. Methodology 

 

Data on which the article is based were collected through cross 

sectional survey design which covered Dar es Salaam, Lindi and 

Mbeya regions. Probability and non probability sampling 

techniques were used to get a sample of 278 respondents from the 

three regions. Interviews, questionnaires and documentary review 

were the main methods of data collection. Data are analysed by 

using both descriptive and analytical statistics. 
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4. Results and Discussion  

4.1 Demographic and other characteristics of respondents 

 

A total of 278 interviews were conducted to health workers who 

work in public health facilities and 22 interviews were conducted 

to health workers who had left the public health sector. The 

sample compositions were almost equally divided between sexes 

and people of different characteristics as shown in Table 1. 
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Table 1: Demographic and other characteristics of respondents in the public hospitals (N: 278). 

Item  Number Percentage 
Gender   

Male  160 57.6 

Female 118 42.4 

Age   

18 – 25 18 6.5 

26 – 35 80 28.8 

36 – 45 82 29.5 

46 – 55 81 29.1 

56 above 17 6.1 

Education    

Primary education 15 5.4 

Secondary education 50 18.0 

Diploma 126 45.3 

First degree 65 23.4 

Master's and above degree level 22 7.9 

   

Marital status   

Married 198 71.2 

Single 61 21.9 
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Item  Number Percentage 
Window/divorced 19 6.8 

Position/ cadre   

Medical specialist 6 2.2 

Medical officer 48 17.3 

Clinical/medical assistant 59 21.2 

Dentist 6 2.2 

Nurse officer 63 22.7 

Assistant nurse 58 20.9 

Other specialist/cadre 38 13.7 

Year of working experience   

4 Years 65 23.4 

5-15 years 103 37.1 

16-25 years 61 21.9 

26 years and above 49 17.6 

Source: Questionnaire data 
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29.5% the respondents aged between 36 and 45 while 29.1% were 

of 46 and 55 years of age. Over two thirds of the respondents were 

married. In the education level of the respondents from public 

health facilities is presented in Table 1.  The table shows that the 

majority of respondents from public hospitals had diploma and 

first degree as their education attainment. Health workers who had 

left for the private hospitals were 22.Out of this number, 54.5% 

were males while 45.5 % were females. The majority of 

respondents from this group were aged between 36 and 45; few 

respondents came from 18, 25, 56 and above age groups. Of the 

respondents who had left the public hospitals, 50% had 5 to 15 

years of working experience and 13.6% of the respondents had 

four years of working experience.  

 

4.2 Results 

 

A number of statistical tools were deployed to examine the power 

of each of retention factors as follows:  

 

4.2.1 Descriptive Statistics 

 

Typically, the mean, standard deviation and number of 

respondents (N) who participated in the survey are given. The 

results indicate that working condition with a mean of 4.30 was 

very important factor in influencing retention of human resource 

for health.  Job security with a mean of 4.15 and salary with a 

mean of 3.79 followed in matter of importance. Interpersonal 

relation was ranked at low level variable with a mean of 2.92, 

suggesting that this variable is not very important in explaining 

retention of employees as shown in Table 2.  



Hassanal Issaya & Josephat S. Itika/Uongozi Journal of Management and Development Dynamics Vol. 27(1) (2016) 1 - 33 

16 

 

Table 2: Descriptive statistics for intrinsic and extrinsic factors 

Factor Mean Std Deviation Analysis N 

Intrinsic factors    

Recognition 3.34 1.41 278 

Work itself 3.28 1.28 278 

Personal growth 3.22 1.30 278 

Responsibility 3.14 1.33 278 

Achievement 3.19 1.29 278 

Advancement 3.17 1.24 278 

Extrinsic factors    

Supervisory and leadership style 3.10 1.27 278 

Working condition 4.30 0.95 278 

Salary 3.79 1.24 278 

Company policy 3.25 1.21 278 

Job security 4.15 1.05 278 

Interpersonal relation 2.92 1.34 278 

Status 3.24 1.23 278 

Point scale: 1: Very low, 2: Low, 3: Neutral, 4: High, 5: Very high 
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4.2.2 Interviews and observation 

Interview data from health workers who had left the public health 

sector reveal that working condition in most of public hospitals is 

inadequate and very hostile for safety. 15 out of 20 (75%) of 

health workers who had left health facilities supported the view 

above.   

 On the issue of salary, all 20 (100%) interviewees pointed out 

that, salary in public hospitals is inadequate and discourages 

human resource for health to continue working in public hospitals. 

For example; one nurse in Lindi regional hospital had this to say;  

My brother, the working life here is very pathetic, 

it is only God who knows how we manage to 

continue surviving in this hazardous environment, 

leave alone poor working environment we are 

subjected to, but the salary that we get does not 

meet even our basic needs, it is discouraging (A 

nurse interviewed in Lindi on 10/02/2014). 

4.2.3 Factor analysis 

Bartlett’s Test of sphericity was significant (approximated to be 
2 =1144.579, df:78, p<0.001) and the Kaiser-Meyer-Olkin 

(KMO) was acceptable at 0.847, providing evidence for the factor 

analysis. Table 3 shows the variables extracted using varimax 

(orthogonal) rotation. 
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Table 3: Rotated component matrix for extraction of variables 

Rotated Component Matrix
a
       

  Component Component  Component  

 1 2 3 
Achievement .812   

Advancement .807   

Personal growth .759   

Responsibility .692   

Supervisory and leadership style .506 .502  

Interpersonal relation 
.493 .445  

Recognition  .797  

Status  .702  

Work itself  .626  

Working condition   .786 

Salary   .678 
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Rotated Component Matrix
a
       

  Component Component  Component  
Job security   .628 

Company policy   .493 

Extraction Method: principal component analysis.  

Rotation Method: varimax with kaiser normalization. 

a. Rotation converged in 6 iterations.     
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The idea of rotation is to reduce the number of factors which 

variables under investigation have high loadings. Rotation does 

not actually change anything but makes the interpretation of the 

analysis easier. Variables were rationally grouped into three 

components and indicated that achievement, advancement, 

personal growth, responsibility, supervisory, leadership style and 

interpersonal relation are substantially loaded on Factor 

(Component) 1, while recognition, status, and work itself are 

substantially loaded on Factor 2. Furthermore, working condition, 

Salary, job security and company policy are substantially loaded 

on Factor 3. Factor or component 1 was generally named 

achievement, factor 2 was named recognition and factor 3 was 

named working environment. This means that grouping variables 

into one factor and the relative importance of variables in the 

group are equalized. These factors can be used as variables for 

further analysis. 

4.2.4 Regression analysis 

Summated scales of the three factors that emerged from the factor 

analysis were calculated, and stepwise multiple linear regressions 

were done. Stepwise multiple regressions were conducted to 

investigate the best predictors of human resource for health 

retention. The relevant predictors for human resource for health 

retention include; achievement, recognition and working 

environment as shown in table 4.  
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Table 4: Stepwise multiple linear regression for retention factors 

 

unstandardized 

coefficients 

standardized 

coefficients 

P-value B Std. Error Beta 

Constant 3.106 .260  .000 

Working environment 1.072 .114 .715 .000 

Recognition .379 .125 .230 .003 

Working environment and recognition were significantly 

associated with retention of human resource for health retention. 

Conversely, achievement did not show any evidence, that it is 

associated with retention of human resource for health retention, 

thus was removed from the model. However, results indicate that 

recognition increases the likelihood of HRH to remain in public 

health sector, because the coefficient is positive.  Statistically, as 

one unit increase in recognition (i.e. from low to high), we expect 

a 0.379 increase in the level of retention if all other variables in 

the model are held constant. This means that high level of 

recognition in public health hospitals increases the probability of 

staying in public hospitals. 

The findings also indicate that working environment increases the 

likelihood of human resource for health to stay in public health 

sector, because related coefficients are positive. This means that, 

one unit increase in working environment (i.e. from low to high), 

leads to 1.072 increase in the level of retention if all other 

variables in the model are held constant. This means further that 
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higher level of working environment in public hospitals, increases 

the probability of HRH staying in public hospitals.  

 

4.2.5 Interviews and checklist 

 

Lack of medical facilities in Lindi, Mbeya and Dar es Salaam 

presupposed adverse conditions among interviewed respondents 

who said that:  

I was not employed in the public hospital as an 

observer of people dying for lack of drugs. As a 

professional, I thought I was employed to treat 

patients and not observing them dying because 

of the lack of medicine.  Therefore, I had to quit 

the public service to utilise my expertise 

effectively (Interview Carried on 15/08/2013 in 

Dar es Salaam) 

 

Again, it was hard to find housing services for doctors and nurses 

near the hospital. Lack of housing impinged the frequency 

emergence of medical services. Doctors can not immediately 

respond to emergence calls especially in Dar es Salaam where 

there is high traffic.  One respondent opined that:- 

I stay in Mbagala, working at 

Mwananyamala Hospital, a distance of 

almost 30 kilometres. How do I attend to the 

emergency call with this traffic jams? At 

some instance, I have to switch off my phone 

to be inaccessible. After all, even when I 

attend to the call, they do not pay me my on 

call allowances on time, this discourages me 
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Therefore, I think of looking for another 

employer.  

Despite of working conditions and recognition being very 

important factors and significant to retention of human resource 

for health in public hospitals, analysis from observation schedules 

in all health facilities consulted (which represent 100% of all 7 

health facilities) revealed that the working environment is very 

poor. In particular, poor buildings, dilapidated toilet, inadequate 

of protective gears such as gloves in most of dispensaries, 

inadequate office space and wards against the recommend 

standards. However, in two regional referral hospitals consulted 

(Lindi and Mbeya regional referral hospitals) things were quite 

different. Findings from these referral hospitals, show good 

working environment and adequate facilities, unlike in other 7 

health centers consulted.  

 

Another notable misnomer was registered through interview, 

whereas 12 out of 20 staff (60%) revealed that, to a great extent 

public hospitals do not at any rate meet and satisfy human 

resource for health basic needs. The results imply that in public 

hospitals the government has failed to satisfy and meet basic 

needs for human resource for health. Regarding the issue of 

recognition, 14 out of 20 HRH (70%) interviewed had the view 

that their efforts were not valued despite the fact that they work in 

difficult conditions. One assistant medical officer in 

Mwananyamala revealed his grievances that:  

The government does not value our work, we are 

not valued, neither recognise our status as doctors, 

see how the Tanzania Revenue Authority (TRA) 

staff and Bank of Tanzania (BOT) employees are 

being remunerated!!. We cannot even ask why and 
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how all this discrepancy of payments happens, they 

will catch and put you into grave … see what 

happened to Dr. Ulimboka. It is like we are 

nothing to the government when it comes to 

demanding our rights,…look how we are 

deprived,…  it is a shit job, ( interviewed with the 

assistant medical officer in Dar es Salaam). 

 

Furthermore, through checklist it was noted that in the consulted 

6 health facilities out of 7 (86%), it was observed that employees 

were not paid for extra work, risk allowances, on call allowances, 

workplace hazardous allowances and house allowances. However, 

in district hospitals, regional referral hospitals and consultant 

hospitals it was noted that on call allowances are given 

occasionally and without any clear set of criteria. For example, it 

was noted that some human resource for health are paid TSH 

100,000/: others are paid 200,000/: or even 300,000 for the same 

work done. This inequality in terms of available fringe benefits 

creates mixed feelings among HRH in public hospitals in 

Tanzania. 

4.3 Discussions 

This study has examined the extent to which Herzebeg’s intrinsic 

and extrinsic factors influence human resource for health retention 

in public hospitals in Tanzania. The findings offer some insights 

which serve one to understand the factors associated with human 

resource for health in public hospitals in Tanzania. The findings 

reveal that working environment (this include working condition, 

salary, job security and company policy) and 

recognition(recognition, status, and work itself) were significantly 
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associated with retention of human resource for health in the 

Ministry of Health and Social Welfare from government hospitals. 

The reports revealed that poor working environment and 

inadequate working condition (such as poor salaries, working 

facilities, housing allowances and inadequate drugs) were found 

to be the central critical issues and major themes in those reports 

(MOHSW, 2013). 

Working environment is one of the most important factors for 

smooth operation in any organisation, which may ultimately 

influence retention of employees.  The findings concur with 

Ng’ethe et al., (2012) also Phillips and Connel (2003) contentions 

that without favourable working environment, staff are not likely 

to stay in public offices. These quantitative results are supported 

by interview responses which affirm the need for favourable 

working environment.  However, working condition in the health 

sector seems to be inadequate. Hospitals in Lindi lack office space 

where one office would accommodate three doctors at a time 

negating the need for privacy among patients as per WHO 

standards. Emerging from this information, the working 

conditions in all three regions remain pathetic and thus do not 

encourage HRH retention. Thus, the findings negate Dambisya 

(2007) and Dieleman et al., (2006) who acknowledge the 

necessity of good working condition as prerequisite for HRH 

retention. 

Motivation theories consider job security as an extrinsic factor for 

retention. In this study it emerged as the most important factor 

under work environment in explaining human resource for health 

retention. The findings again concur with findings echoes by 

Phillips and Connel (2003) who thought that job security proves 
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an opportunity to make plans buy homes and attain a sense of 

confidence in their future. Lack of perceived job security,   is 

common for professionals (doctors and nurses) in Lindi to engage 

in other income generating activities like fishing and agriculture 

to subsidize their meagre salaries and benefit for survival. The 

implication is that, doctors and nurses will never spend most of 

their time at work place, thus ,they will go for more paying 

business, the salary paid by the government becomes a subsidy 

instead of being basic income. As such health staff may not quit 

the work place physically but remain absent psychologically.  

Salary to workers in any organisation is an important factor which 

may influence retentions The findings indicate that salary is 

importance for retention. The findings are in line with other 

studies which found that respondents were not satisfied with their 

current salary scale (Belbin, 2011; Hijaz and Rowaida,1999; 

Rosser, 2009 and Kearney, 2009).Recognition formed the second 

cluster under intrinsic and extrinsic variables in explaining human 

resource for health retention. The findings reveal that recognition 

is statistically significant on human resource for health retention 

in public hospital. These findings agree with the view by 

management gurus like Van Wart (2005) and Re’em (2011) who 

recognise the need for staff recognition in terms of appreciation 

expressed through good work, good behaviour or actions. While 

recognition is important for staff retention, responses from Dar es 

Salaam and Mbeya provided opposite views. They categorically 

made it clear that their contribution in health field is not 

recognised. They believed that they were not recognised by the 

government (employers) and politicians. They are labelled as ones 

who cause lack of medicines in hospitals by stealing, something 

they refuted with dismay. These allegations demotivated them 
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from staying in public offices, as is the highest level of derogatory 

attacks on the medical profession. These allegations do not 

motivate them to stay in public hospitals.  Instead, they become 

truants and psychologically withdrawn from office as observed by 

Shaban et al. (2013).  

Work design is yet another factor contributing to human resource 

for health retention. In short, work design, refers to the perception 

on how the work is organised its sensitivity and its 

meaningfulness to real life. Basically, positive thinking of the 

work itself becomes part and parcel of work design. It has the 

highest probability in influencing human resource for health 

retention. In visited areas, work design appeared to be pathetic. 

The design was in terms of availability of working tools, and the 

danger involved in performing their duties. The existence of 

precipitating factors to HIV and AIDS pandemic made it more 

provoking. The findings concur with McKeown (2005)   Philips 

and Connel (2003) who maintain that, better designed jobs have 

higher productivity and more satisfaction, thus higher degree of 

intent to stay. 

5. Conclusion and policy implications 

The paper examined the extent to which Herzberg two factor 

theory influence HRH retention in public hospitals in Tanzania. 

There are two major conclusions. First, the Herzberg two factor 

theory has proved to be a powerful tool to explain retention issues 

in public hospitals in Tanzania. The results indicate that working 

environment working condition, salary; job security and company 

policy, recognition, recognition, status, and work itself are 

significantly associated with HRH retention. It is also interesting 



Hassanal Issaya & Josephat S. Itika/Uongozi Journal of Management and Development 

Dynamics Vol. 27(1) (2016) 1 - 33 

28 

 

to note that the assumptions of the theory seem more applicable in 

some areas than others. Working conditions, salary, and 

motivation and work itself were strongly associated with retention 

in Dar es Salaam than it was the case in Mbeya and Lindi where 

other factors appeared more important than Herzberg factors. As 

such, differential perception of what motivates one to stay in 

public hospital differs since people have different interests given 

different contexts.  It is also worth noting that conventionally, 

many interventions and related policies to motivation and ultimate 

retention are neither participatory nor based on local working 

environment. In order to achieve maximisation of ownership and 

empowerment, all government intervention strategies to achieve 

employees’ retention should be developed jointly by all key 

stakeholders between the government and health employees in 

their local context. By considering local context, the HRH will be 

able to determine the form and content of the retention strategies 

that will accommodate itself to the value, interest, aspiration and 

social institutions which are important to life of employees.  The 

government should stress the need for home grown model of self-

reliant development strategies or intervention which can only 

come if the government learn to build and consider contextual 

issues in different regions and districts.  
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Abstract 

This paper aims to explore student’s pathways to post-secondary 

education in terms of trustworthiness of relevant information 

about university education, working life and respective successful 

transitions. It is anchored on the boundary crossing conceptual 

framework to explain the gap existing between secondary school, 

college and working life choices. Using a case study design, a list 

of questions collected during 2016 TCU exhibition at Mzumbe 

pavilion has been analysed and reveals a range of information 

gap amongst prospective university applicants. In addition, by 

reviewing relevant literature on students’ transition, analyzing 

relevant documents, this paper offers an understanding of 

initiatives used by various stakeholders to prepare students for 

higher education and working life and associated challenges.  The 

review of literature and documents reveal that there are no clear 

coordinated strategies across stakeholders with regard to 

preparing students for post-secondary education and career 

progression on the one hand and there are insufficient welfare 
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support services to students to promote the needed information on 

the other. Based on the challenges and conclusion, some 

recommendations have been proposed as a basis for best 

practices to address the post-secondary transition paradox. 

 

Key words: Boundary crossing, Post-secondary pathways, higher 

education, working life, career progression 

_____________________________________________________ 

1.0 Introduction 

 

Global dynamics, knowledge driven economy and challenges in 

the labour market have raised concerns for different stakeholders 

to prioritise higher education in their development strategies 

(Belyakov et al, 2009, Pillay, 2011). In spite of the role that 

higher education is expected to play in the society, the 

participation rate is still limited by some factors such as 

increasing access to information about higher education 

programmes and its prospective career choices. Limited access to 

higher education has historical roots since colonial times when 

the then education policies fostered training to only limited 

Africans to assist colonial administration issues (Tefera and 

Altbach, 2004). Soon after independence 1961 the University of 

East Africa serving the three East African Countries including 

Tanzania produced only 99 graduates from a combined 

population of 23 million people (ibid: 24). This indicates that 

there are still very low higher education enrollment rates in East 

African Countries. Compared to Kenya, Tanzania is even lower 

as per 2014 statistics which indicates only 0.4 percent of 

population in Tanzania are enrolled in higher education compared 

to 0.7 percent  of Kenyan population (Odhiambo, 2016). 
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Therefore it is still important to open up pathways for successful 

transitions of secondary school students to higher education and 

various careers. There have been initiatives even at family level 

where the parents and guardians are striving hard for their 

children to pursue higher education (URT, 2010).  However in 

spite of the increasing number of higher education institutions and 

the wide range of careers, students still face challenges of “ how 

to go about and which choice” they should take and its respective 

endeavors. Therefore the transition of these students from 

secondary to higher education and working life is essential and in 

this case, career guidance and counselling is highly needed to 

open up prospects for future life (Amani and Sima, 2015). 

 

Kidd (2006) argues that school leavers face many difficulties in 

further education and career decision making due to inadequate 

career information, knowledge and skills. Focusing on the status 

of career services provision and career decision making among 

individuals in Africa, Biswalo, (1996) reports that inadequate 

career services available to youth has led to uninformed education 

and career decision, a situation which has caused unemployment 

problems in the continent in recent years. This is also one of the 

reasons for confusions among youth within tertiary colleges. In 

spite of the Tanzanian government directives for schools to 

provide these services (Biswalo 1996), there is also no clear 

education policy framework to assess talents and guide these 

transitions among youths and across institutions and evidence that 

indicates the implementation of the directive is also scant. 

 

The paper aims at exploring the information gap, exploring the 

role of various stakeholders with regard to student’s preparations 

in terms of information about higher education pathways and 
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career option opportunities and find out some challenges faced by 

school leavers while preparing themselves for university 

education as well as examining strategies employed by 

universities in orienting the community about their academic 

programmes. To examine these pathways, the paper reflects the 

trustworthiness of information about further education 

opportunities and respective career progression. This core 

argument is based on the assumption that informed choices on 

higher education and career expedition is one of the areas that can 

build an accountable, progressive and sustainable society (Amoah 

and Kwofie, 2015). It is therefore important for secondary school 

students to be aware of the transition pathways. The core 

argument of the paper is that student at secondary education in 

Tanzania are not sufficiently prepared for informed opportunities 

towards postsecondary education and career choices which in turn 

impedes successful transitions (Mugonzibwa, 2000). 

The rest of the paper is organised as follows: section two explains 

and demonstrates the state of higher education in Tanzania.  This 

will be followed by section three that presents the conceptual 

framework which will be followed by section four which presents 

the methodology, then findings on information gap that exist 

among prospective university applicants as well as insights on 

current practices in preparing students for post-secondary 

education in Tanzania on section five. The paper will also 

describe some challenges faced by school leavers while preparing 

themselves for university education in section six and then the 

conclusion in section seven. The last section present some 

recommendations on best practices to enhance successful 

transition to postsecondary education especially university 

education and prospective career progression. 
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2.0 State of higher education in Tanzania 

 

Higher education has been considered as a key factor for skills 

and innovation development within a nation (Odhiambo, 2016). 

Similar to many other countries, the Government of Tanzania has 

also realised that human capital development is crucial for 

improving quality of life. To address the need, some policies have 

been designed to enhance access and quality of higher education 

as a means to promote sustainable economy (URT, 2016), so as to 

deliver graduates with relevant skills for socio-economic 

development (UNESCO, 2015 Therefore the transition of student 

to higher education is a crucial matter to be explored. This is 

because despite the expansion of secondary education, enrollment 

rates in higher education in Sub-Saharan Africa are still very low 

compared to other parts of the world (Bloom and Canning, 2006, 

UNESCO, 2011, Tefera and Altbach, 2004). Compared to other 

Sub-Saharan countries, Tanzania is even lower as per the year 

2005 statistics as shown in the table below; 

 

Table 1 Enrolment in higher education in Sub-Saharan Africa,   

2005 

Country 2005 

Total 

enrolment 

           GER %F 

South  Africa  735  15 55 

Nigeria  1289 

656 

10 35 

Ghana  110 

184 

5 34 

Kenya  108 

407 

3 37 

Tanzania  51080 1 32 

Sub-Saharan Africa 3506  5 38 

Source: UNESCO (2007, pp.  130–133). 
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These statistics indicate a sign that more attention is needed in 

Tanzania to enhance more enrollment in terms of increasing 

information access to enable applicants to have informed choices 

and successfully participate in higher education subject to 

presence of relevant qualifications.  

 

Among the issues considered in promoting enrollment by 

programmes such as Education Sector Development Plan (ESDP) 

in higher education, is to strengthen the Central Application and 

Admission System (ESPR, 2010/2011), however this system is 

operating without clear strategies on how to increase its reliability 

and how best applicants from diverse and disadvantaged 

environment can be able to use the system. In the same way, the 

information about other post-secondary colleges which are not in 

the Central Admission system is also not reliable to every 

applicant. 

 

According to the Admissions Guidebook for Higher Education 

Institutions in Tanzania (2013:6), there were about sixty-six 

higher education institutions scattered in different regions, which 

would use the Central Admission Systems for admitting students 

in 2013/14. Though there was an increase of ten more institution 

in the year 2015/16 (TCU 2015: 9), still there were barriers across 

diverse applicants who would need to apply, but did not have 

adequate information. 



Perpetua Kalimasi & Nsikwa  Chisalala / Uongozi Journal of Management and 

Development Dynamics Vol. 27(1) (2016) 34- 84 

40 

 

3.0 Conceptual Framework 

This section presents the conceptual framework which 

demonstrates the boundaries existing between different systems 

and institutions which can collaboratively harmonise information 

for post- secondary transition. The framework comprises some 

concepts which can have different interpretations as they have 

been used in this paper. These key concepts in this paper have 

been conceptualized in the following matrix. 

 

3.1Matrix of Key Terms Contextualised  

 

There are two (2) key terms that have been frequently used in this 

paper which are important to understand and contextualise 

arguments in the paper. The following table summarises the key 

terms 

Post-

Secondary 

Education 

 

In this paper, post-secondary education is 

contextualised as level of education pursued after 

secondary or advanced secondary studies. These 

include university and non-university education 

programmes provided by universities, University 

College and non-university colleges. It also 

includes Technical and Vocational Education 

programmes. 
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Information 

gap 

 

This paper contextualise information gap as 

absence or insufficient knowledge about post-

secondary education among different stakeholders 

especially students and other eligible post-

secondary education applicants. This information 

can be categorized in the following groups; 

Admission – This includes processes necessary for 

applicants to join higher education institutions 

which include minimum entry requirements as per 

TCU and specific entry requirements for 

institutions as well as for particular academic 

programmes. In the admission process applicants 

should be aware of the admission requirements, 

eligibility and admission capacities and 

competitiveness of some programmes at 

prospective institutions. 

Scholarship -This category includes clear 

information about Higher Education Students 

Loan’s Board and the loan repayment conditions. 

This category also includes other scholarship 

options from parents/family, own source of 

income, banks, companies, embassies, government 

and religious organisations. Scholarship 

information also includes tuition fees and other fees 

as per specific institution like medical breakage 

fees, student organisation fees just to mention 

some. 
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 Career progression-This includes knowledge 

about various programmes and the respective 

future career progression, employment 

opportunities and status as well as professional 

bodies relevant to different programmes like 

National Board of Accountants and Auditors, 

National Board for Material Management as well 

as National Board of Engineers to mention some. 

Career progression also includes awareness, 

readiness and attitudes to entrepreneurial 

tendencies across professions. This includes self-

employment opportunities. It also includes specific 

competencies needed for a particular post-

secondary pathway.  

Student’s college life is important information for 

prospective post-secondary applicants. This is in 

terms of coping strategies with new teaching and 

learning styles, new in campus and off-campus 

residence environment, ethical guidelines, and 

information about effects of strikes. 

 

 

3.2 Boundary Crossing Framework 

 

It is assumed in this paper that there are boundaries that still exists 

between post-secondary education through higher education to 

working life as demonstrated below; 
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A Boundary Crossing Framework Across Post-Secondary Pathways 

 

 

 
Source: Authors (2016) 

 

The framework demonstrates the boundaries existing between 

post-secondary educations to working life. These include 

university, non-university as well as technical and vocation 

education colleges in terms of information gaps. Boundary 

crossing is a concept that has been used by authors to mean a gap 

that destruct connectivity and prevent prospective action to take 

place smoothly (Akkerman and Bakker, 2011). In the context of 

this paper, there are challenges that exist in between secondary 

schools, higher education institutions and working life. Post-

secondary leavers sometimes are not aware of where to go or what 

to do after finishing school according to their talents, pass-mark 

and requirements of different institutions.  They are also 

sometimes not aware of employment prospects for different 

courses within diverse colleges.  
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4.0 Methodology 

 

A qualitative case study design has been employed through 

collecting empirical data in the form of collected questions that 

were asked by exhibitors from visitors who passed around 

Mzumbe University 2016 TCU exhibition pavilion. Convenience 

sampling was used in which an advantage of the event and 

situation was taken (Punch, 2009). In the context of this paper, the 

exhibition event was perceived as an advantage because it made it 

possible to collect and document some questions from visitors and 

involve some of them in open ended questions. In this case the 

sampling plan was based on the accessibility of people (Miles and 

Huberman, 1994). A total number of sixty-eight questions were 

conveniently collected and analyzed with the aid of Atlas ti 

qualitative data analysis software version 7.1. Out of sixty-eight 

(see appendix i) questions a total number of eleven codes (see 

appendix ii) were created and three broad categories of 

information were formulated.  In line with ethical concerns, 

visitors were informed that the presence of Mzumbe university 

exhibitors goes beyond exhibitions as a purpose but rather, we 

also intended to conduct a study which can be used to enhance 

information about university academic programmes and future 

career progression.  Some relevant documents especially strategic 

plans were also reviewed and analysed.  

5.0. Findings 

In this section, analysis of information inquired by prospective 

university applicants will be presented and the broad categories of 

inquired information will be identified. Current strategies 

employed by different stakeholders to inform university entrants 
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will also be pointed out along with some challenges faced by 

university prospective applicants while looking for university 

admissions will also be described.  

5.1 Information inquired by prospective university applicants 

With regard to information that was inquired by applicants, results 

indicate that there is a varied gap of information among university 

prospective applicants. Among others, is the information about 

academic progression and future career prospects which includes 

the link between the Advanced Certificate of Secondary 

Education (ACSE) combination such as EGM, HGL to mention 

some and the relevant course offered/programme in a specific 

university.  Findings indicated that there is lack of awareness 

among prospective applicants about the future of their 

combination in terms of relevant university academic programme. 

This can be evidenced by some of the recurring questions; 

“If I have taken History, Geography and Language    

(HGL) can I take applied Statistics? 

If I have done EGM which course can I take at 

Mzumbe?  If someone has done HGL, can he/she take 

Health System Management (HSM)? 

Which faculty can I take with my PGM?”
1
 

 

Apart from the   information gap about the link between the 

secondary school combination and the relevant university 

programme/course, findings also indicated information gap on 

the link between the university course and kind of job/career 

that the programme may lead to.  It was realised that some 

                                                 
1
 Code: ACSE combination and MU course link {7-0} 
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prospective university applicants were wondering who will 

they be after the completion of a specific programme and it 

seems the knowledge of career prospects is a reinforcement to 

choose a certain academic programme. This was realised by 

the presence of some questions such as; 

 

“If I want to be a university lecturer, which course should 

I take? 

If you finish bachelor of Health System what are going to 

be? 

If I have done education, what else can I work apart from 

teaching? 

What does it mean by public administration? Who will I be 

if I enrol in that programme? 

What about issues of employment related to economics 

subjects? ”
2
 

 
The choice of academic programme based on the future career 

prospects is not a new phenomenon in the economics of education 

literature in which educationists have concerns on factors to 

consider before schooling, during schooling and after schooling 

whose main concerns used to be the returns to education in terms 

of occupation and earnings out of specific occupation to mention 

some (Psacharopolous, 2000) Therefore, prospective university 

applicants have recently been eager to understand the career 

pathways of different programmes, so that they can understand the 

future of their earnings in terms of monthly salary and other 

                                                 
2
 Code: University course VS career prospects {10-0} 
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benefits. However this kind of information is still not well known 

to majority of applicants in Tanzania. It is assumed in this paper 

that the availability of this kind of information has impacts to the 

choice of a specific university and even enrollment rate because if 

students who are applicants are not aware of career prospects of a 

certain course in a certain university, there are rare chances that 

they can opt to be enrolled in that university as their first choice. 

There can be some exceptions of students who can be informed by 

their parents and relatives who can be either alumnae or comprise 

the elite group who have also passed through the higher education 

system before. This is in line with a study on factors influencing 

student’s choice of a university in Thailand, which revealed that 

during student’s choice of a university course, there is more of 

student’s consultation to parents and relatives than other available 

information sources (Kitsaward, 2013).  

 

Another category of information gap amongst university 

prospective applicants is related to specific university myths and 

brands. This is related to information regarding historical 

background of different institutions, location of the university, 

unique features, and availability of resources such as campus 

accommodation, stable security systems to mention some.   Some 

of the inquiries included; “Do you have accommodation or hostel 

at Mzumbe?; Where is Mzumbe University? ”
3
  Different 

universities have different brands which can be sold out to 

applicants to enable them to make the right choice because 

students care about reputation of the university, atmosphere of the 

                                                 
3 P 1: Collected questions from selected tcu exhibition visitors.docx - 1:61 [Do you 

have accommodation at M..]  (61:61)   (Super) 
Codes: [availability of important facilities - Family: Specific university myths and 

brands]  
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university to mention some (Kitsaward, 2013),  

 because they  increasingly care about their status when they 

graduate (Mazzarol & Geoffrey, 2002).  

Information gap about university brands and some unique features 

goes hand with broad based understanding of university 

courses/programmes. Compared to the three categories of 

information gap, lack of understanding of academic programmes 

was realised as the leading category. This was evidenced by 

numerous questions regarding meaning of the programme, cost of 

the programme, availability of a specific programme within a 

specific university, time to finish the programme, minimum entry 

qualification, cutoff point for specific university and relevant 

postgraduate progression to mention some;  the following are the 

examples of selected questions; 

             “What is the meaning of procurement and logistics          

    management? 

What is the difference between bachelor of education, in 

education and with     education? 

Which courses do you have at Mzumbe University? 

Do you have Bachelor of Economics and Finance? 

What is procurement and supply chain management? 

Do you have agriculture at Mzumbe? What are the 

qualifications? 

Do you have diploma course in nursing? 

Do you have programme which combine law and 

business?”
4
 

 

                                                 
4
 Code: Broadbased understanding of MU courses {23-0} 
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Some questions indicated that some prospective applicants have 

had some information from different sources, peers, family 

members, but they do not have full and clear information. In some 

cases this is a result of some curricular changes that might have 

happened over time.  This was revealed with questions such a 

follows; 

“What is the difference between private and business 

sector, I have been hearing it in some of your courses eg 

PSAF, BSAF” 

“Tell me about BECA, I have been hearing about BECA at 

Umbwe Secondary school. Even my brother is studying 

there……….”
5
 

 

To summarise, there is a broad range of information gap amongst 

university prospective applicants. This information goes beyond 

quality of the academic programme and the brand of the 

university to issues of learning and welfare facilities, proximity of 

a specific university and employability of graduates enrolled in a 

specific programme to mention some. The information gap can be 

caused by several factors including location of some applicants 

with limited electricity which is important source of power for 

media devices such as Television. Some other factors may also 

include availability of computer and internet facilities. It can also 

be a result of inadequate Information Technology (IT) skills 

                                                 
5 P 1: Collected questions from selected tcu exhibition visitors.docx - 1:13 [Tell me 

about BECA, I have bee..]  (12:12)   (Super) 

Codes: [Broadbased understanding of MU courses - Family: Broad based 

understanding of academic programmes within a university]  
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among applicants. This challenge has been mentioned by TCU in 

the 2015/16-2019/20 Rolling Strategic Plan draft that lack of IT 

skills among applicants has force applicants to carry out physical 

consultations with TCU officials. There have also been problems 

with incomplete applications that hamper enrolment (TCU, 2015).  

5.2 Current Practices in Preparing Students for Post-

Secondary Education in Tanzania 

Recently, there have been initiatives to inform students and other 

post-secondary education applicants about admission processes 

which include minimum criteria, various university programmes, 

fees, and loan and scholarship issues. Different approaches have 

been used by different key players like Tanzania Commission for 

Universities, universities and non-university education 

institutions.  

 

 5.2.1 TCU initiatives 

 

The Tanzania Commission for Universities (TCU) was 

established on 1st July 2005, under the Universities Act (Chapter 

346 of the Laws of Tanzania) to succeed the former Higher 

Education Accreditation Council which had been in operation 

since 1995. By its mandate, TCU has regulatory, supportive and 

advisory roles through students guide book, exhibitions, 

documentaries and through media.
6
  

 

 

                                                 
6 http://www.tcu.go.tz/ 
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 5.2.2 Students’ Guide Book (SGB) 

 

Information about higher education institutions, which have been 

included in the TCU Central Admission Systems (CAS) can be 

found in the Students’ Guide Book for Higher Education 

Institutions in Tanzania and the book is usually updated as more 

institutions join CAS. This comprehensive guidebook has a lot of 

information about degree programmes offered by all accredited 

institutions under TCU and National Council Technical 

Education. However it may not be accessible and/or known to 

some stakeholders who cannot access services like internet 

connections, electricity as well as those who are far from the 

Tanzania Commission for Universities offices in Dar es Salaam. 

The book is also neither known nor available to secondary schools 

which cannot access internet. 

 

5.2.3 Higher Education Exhibitions 

 

TCU has been successfully organising Higher Education 

Exhibitions once in a year since the year 2006.The exhibitions 

usually take three to four days and attract many academic and 

research institutions local and foreign, private and public. They 

use these exhibitions as a forum to market their services and 

goods. The institutions provide prospective students and other 

higher education stakeholders with most accurate and 

straightforward information. Unfortunately, these exhibitions are 

done in Dar es Salaam city, therefore students, parents and 

guardians who are outside Dar es Salaam are not exposed to 

products and services of the exhibitions.  
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5.2.4 Media: Websites, newspapers, radio and television 

 

Information about admission criteria and accredited institutions 

which prospective students can apply is usually on the website. 

Instructions about CAS are usually found on TCU website and 

can also be read or downloaded from the website. Low level of 

ICT application and in some instances financial constraints are 

among factors that hinder effective information handling. 

Sometimes, information provided in the website adverts does not 

satisfy the needs of all applicants. In some instances, TCU has 

been also using media like television, radio and magazines to 

inform the general public about various postsecondary education 

issues, list of universities that are operating and those which have 

been closed for some reasons as well as new institutions that have 

joined CAS for students to be aware of when making their 

choices. Again for some remote environment without media reach 

and still remain behind the timely and relevant information. 

 

5.2.5 Universities, colleges and respective centers 

 

Apart from the TCU initiatives, universities and their respective 

colleges and centres regularly provides admission information to 

post-secondary applicants.  

 

 5.2.6 Media: Websites, newspapers, radio and television 

 

Universities and their respective colleges and centres in most 

cases publish their programmes, admission criteria and other 

requirements through their websites, radio and TV.  Some 

institutions especially the private non-university ones have been 

using media like Radio and Television to make applicants aware 
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of the admission processes. However, the focus of their adverts is 

largely on application form fees, names of programmes and 

minimum criteria. Thus there is still a need for more information 

to make applicants aware of the holistic processes with regard to 

even world of work for respective programmes. However this is 

not sufficiently and regularly done by institutions, but rather taken 

as “one shot” event by most of institutions particularly public 

institutions. Some public institutions in most cases use the media 

only when the admission cycle for a particular academic year 

starts but not all the time. In this case the public is not always 

informed about the nature of programmes available in different 

institutions. 

 

 5.2.7 Pre University workshops 

 

Apart from websites, some other initiatives have been recently 

noticed at some universities. Such initiatives include pre-

university workshops 

(http://allafrica.com/stories/201205210860.html). These 

workshops are geared to enhance student’ career progression and 

further education. One of the pre-university workshops for Form 

Six leavers was organised in 2012 by the UDSM's Business 

School (UDBS) and was sponsored by the National Microfinance 

Bank (NMB). This practise is not always done by many 

institutions.  

 

5.2.8 Orientation programmes 

 

Universities and colleges have also been using orientation 

programme for preparing admitted students for university and 

college life. This is normally done within the first week of 
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reporting to the university or college to familiarize registered 

students with various issues in the university/college context. 

During registration, normally within the first three weeks, students 

can inquire information about their programme choices, be helped 

and allowed to change their courses if they wish to do so. 

However, on the one hand, experience indicates that some of 

college or university officials who are responsible for various 

information sometimes they either do not attend or they are not 

well prepared to give as much information as possible. At times, 

some students do not attend these orientation programmes because 

they are not aware of its importance. 

 

5.2.9 Ministry of Education and Vocational Training 

 

The Ministry of Education and Vocational Training also  have 

played its role as stipulated in the 1995 Education and Training 

Policy in which among the aims of secondary education is to 

prepare students for tertiary and higher education, technical and 

professional training as well as to prepare them for the world of 

work. Schools are advised to provide guidance and counselling 

services to students (URT, 1995). Some Government programmes 

such as Secondary Education Development Plan (SEDP) I (2004-

2009) and SEDP II (2010-2015) had objectives of increasing 

youths’ opportunities for further education and working life but 

studies have revealed doubts across stakeholders if at all the 

programme served its broad purpose (Makombe et al., 2010).   

The success of SEDP has been judged in terms of number of those 

entering secondary schools and little attention has been given to 

the quality of the educational experiences within the phase and the 

capacity of young people to go through the transition to the next 

stage of education and the labour market. This indicates that 
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preparation of student for further education and career progression 

is narrowly addressed by national policy and programmes. The 

need for information for successful transitions is therefore a 

crucial agenda that this paper intends to address. 

 

5.2.10 Secondary schools  

 

Secondary schools in Tanzania are also assumed to play the role 

of informing students about their own psychosocial development, 

post-secondary education progression and future life in general. 

This role is assumed to be addressed through subjects like 

psychology, guidance and counseling which are among the 

education subjects by student teachers at diploma, degree and 

Master’s level.  It is a concern of this paper that in spite of having 

these subjects in the teacher training colleges, its application in 

serving the current and dynamic student’s needs is still 

questionable. A recent study conducted in six secondary schools 

Dar es Salaam indicates that international schools had more 

access to career services than the government based schools 

(Mabula, 2012).The private schools appear to pay more attention 

to students’ preparation for further education than the government 

schools. 

5.3 Challenges of Preparing Students for Post-Secondary 

Education 

The current initiatives in preparing students for postsecondary 

education in Tanzania face various challenges. The challenges 

include lack of relevant career guidance and counseling in both 

schools and at family level, boundaries existing between different 

systems, application of ICT, culture of dependency among 
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students, inadequate resources and inadequate research on this 

area to mention some. 

 

5.3.1 Lack of relevant career guidance and counseling services 

 

Ideally each education institution is expected to provide career 

guidance and counseling services (URT,1995) but evidence shows 

lack of relevant career guidance and counseling services in 

education institutions at different levels even higher education 

(Imani and Sima, 2015). At secondary school level, recent studies 

indicates that career guidance and counseling services is 

inadequate especially in government schools (Mabula, 2012). 

However, this study is limited in terms of coverage as it was 

conducted only in few secondary schools in Dar es Salaam. 

Therefore the conclusion should be taken with caution.  

 

Evidence from Ghanaian Schools indicates that some schools 

have counselors who are not professionally trained to be 

counselors and thus their presence provides limited support to 

students regarding their future career (Amoah et al., 2015).  

Besides, there is insufficient programmed or time-tabled system 

of guiding and counseling students in education and career issues 

in secondary schools in Tanzania (Shayo, 2008). Even at family 

level, much is not done to assist students psychologically and 

prepare them with all important information to transit to 

postsecondary education with exception of few families which are 

aware of some postsecondary pathways. Which competences do 

one need to develop to successfully transit to next level of 

education is well written in most of syllabi and education plans/ 

but not well shared and natured among the stakeholders, students 

in particular. School guidance and counseling is a challenge even 
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in other countries like Zimbabwe where the services are not 

effective in schools due to lack of human resources and unclear 

policy directives by the Zimbabwean Ministry of Education, 

Sports and Culture (Chireshe, 2006). 

 

5.3.2 Boundaries exists between different systems 

 

Another challenge is based on boundaries that exist between 

different systems like secondary schools, universities, non-

governmental organisations, employers, National Council for 

Technical Education, Tanzania Commission for Universities and 

the Ministry of Education and Vocational Training.  Garraway 

(2010:217) put forward this idea of boundaries between systems 

referring to the “Differences between knowledge in different 

communities of practice which under normal circumstances 

prevents the easy passage of knowledge between the 

communications”. For example linking secondary schools and 

postsecondary prospects and pathways is very important. There is 

disconnection between secondary and post secondary education 

that goes beyond being merely structural but deeply rooted in 

functional differences in which, secondary schools focus on 

transmitting of content while postsecondary environment seek to 

use content to stimulate ways of thinking (Conley, 2007). The 

structural and functional differences between different institutions 

ignore the harmonisation between them in terms of roles, 

commitment, and perceived responsibilities with regard to 

preparing students for post-secondary education. The question 

remains, who takes a lead in coordinating, appropriate transition 

for secondary school leavers? 
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5.3.3 Application of Information Communication Technology 

 

Application of Information Communication Technology for 

postsecondary education opportunities is another challenge. 

Students, teachers, parents, education officers and other 

stakeholders can utilise the available web-based information to be 

aware of important information about postsecondary education. 

While most of the information is available in various websites, in 

some places there are problems of mobile phone networks, 

internet and electricity availability, accessibility and connectivity. 

Even in those institutions which have managed to develop their 

websites, evidence shows that many of these websites are not up 

to date and they do not contain rich and timely information for 

students. A website of a faculty for instance, may not have the all 

relevant information about the programmes and courses contents 

as well as clear objectives and competence outcomes. 

 

Currently we have witnessed massive application of Information 

and Communication Technology in various aspects of 

postsecondary education. They include for example:- 

 Almost all academic institutions use their websites 

for adverting various information i.e events, 

admissions, vacancies, short training, programmes, 

and application forms e.t.c 

 TCU has managed to develop and maintain CAS in 

which a prospective student will have to apply 

online either through internet or mobile phones. 

 HELSB Online loan application for prospective 

loan beneficiaries for higher education 
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The challenge on this matter remains on the extent to which 

secondary school levers can apply ICT for obtaining information 

on post secondary education and how much are they guided and 

prepared to apply for various postsecondary opportunities, the 

matter becomes even serious with students from remote areas 

with no electricity, internet and mobile connectivity. 

 

The ICT application challenge is to a large extent imposed by 

inadequate knowledge and resources necessary for ICT 

application in the country in general as Nyagawa et al. (2009) 

argued. Thus the ICT expertise and infrastructure is still not well 

advanced within the country.  This impedes the capability of 

post-secondary education prospective students to equitably and 

effectively incorporate and use ICT. 

 

5.3.4 Culture of dependency among students 

 

Moreover in terms of challenges, is the culture of dependency 

among students themselves in terms of reading and searching for 

relevant information with regard to their further studies is rapidly 

growing among the recent school leavers. While the empirical 

data on this tendency is unavailable,  experiences of working with 

students shows that most of secondary school leavers have no 

personal plans for their education and career development and in 

most cases they put less effort in searching for right information 

timely.  This connotes lack of self-determination and 

responsibility among students. Contrarily, this obligation given to 

students has been argued as schools responsibility by some 

scholars. Samoff (1981:23) articulated that; 
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Young people- new citizens-also-, need to be 

socialized into the world view and values of the new 

society. Indeed as I have noted, schools may have to 

create those values, rather than simply transmit and 

reinforce them. 

 

This call upon the need for open discussions and awareness 

creation across all education stakeholders with regard to the 

question “who is responsible”. 

 

5.3.5 Inadequate resources in terms of funds and human 

resources  

 

The availability of resources have also become a serious 

constraint among education institutions like universities and 

Commissions like TCU which would have designed ways to make 

majority, if not all students informed about their transitions to 

postsecondary education. Universities needs money to market 

their programmes and advertise the admission processes with 

regard to the specific fields of study. With the diverse nature of 

over four thousands Tanzanian secondary schools, it becomes 

practically impossible to reach them all through physical visits. 

5.0 Recommendations on best practices for students’ 

successful transition to postsecondary education 

Based on the challenges facing the initiatives currently in place, 

this paper put forward several recommendations, which can be 

used to enhance the smooth transition of students to post-

secondary education. 
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6.1 Guidance and counseling programmes 

 

These should be broadly carried out in secondary schools, they 

can be associated with campus visits when funds allows. In this 

practice, arrangements can be made to enable students to go 

around various universities including Mzumbe. During the visit, 

universities can prepare some talks about programmes and their 

future career prospects and entry requirements. It is expected that 

students can be informed and motivated.  Academic programmes 

specialized in guidance and counseling should be emphasised at 

different levels like diploma and degree so as to produce enough 

human resources for the guidance and counseling services in 

schools. Much of guidance and counseling practices in primary 

and secondary schools  focus much on issues of STDs and early 

pregnancies, while less attention is given to education and career 

guidance and counseling.  Secondary schools cannot be exempted 

in this responsibility because it is at secondary education where 

students are prepared for tertiary and higher education (URT, 

2000). Thus, increased attention of the role of secondary schools 

in preparing students for successful transition into postsecondary 

education is very crucial. Guidance and appropriate advice to the 

secondary school students should be in its holistic way to assist 

the transition process to postsecondary pathways. Teachers should 

mainstream career guidance and counseling into various school 

activities such as inviting guest speakers from academic and 

employing institutions which can also motivate and inform 

students about some postsecondary prospects, carrying out career 

days at least once or twice a year. School administrators should 

make sure that schools do not operate in the ‘business as usual’ 

mode, but rather they should execute their role entrepreneurially.  

Resistance to innovation is a very critical problem in schools and 
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of course many other organisations. Lack of resources is taken for 

granted to compromise creativity relevant to the context as 

Samoff (1981) that “many schools are still operating under the 

past realities”. We therefore think that guidance and counseling 

services in schools should be prioritised in a holistic way. The 

holistic approach of guidance and counseling at various levels of 

education particularly at primary and secondary may directly and 

positively affect students’ individual awareness, personal 

advocacy, and informed decisions and choices not only for life 

skills but also for postsecondary opportunities. Therefore, 

guidance and counseling should be part of education process. 

 

6.2 Regular Use of media  

 

Radio, television, magazines can be useful for spreading 

information about post-secondary pathways. This can be done 

centrally by the commission like TCU which may give guidelines 

about eligibility, requirements and criteria to be considered before 

making application. It can also be through individual post-

secondary education institutions like colleges and universities 

which can elaborate different kinds of programmes that they offer, 

including the future career path of the respective programme. As 

it was possible to use the then “Radio Tanzania” to advertise the 

former Institute of Development Management (IDM) as “Ijue 

IDM Mzumbe” (get to know IDM-Mzumbe), it will be very 

fruitful to utilise hundreds of radios scattered throughout the 

country to disseminate information about post-secondary 

education and pathways.  Some efforts have been seen with the 

private institutions mostly vocational education colleges in cities, 

but this practice is hardly used by public universities and colleges. 
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6.3 Conferences and/or study tours 

 

In addition, universities in collaboration with secondary schools 

can arrange school visits conferences and/or study tours of 

students to various universities and colleges.  In this way, they can 

physically see the future institution that they could join if they 

work hard and pass their exams. Through this, they will get to 

know all the necessary and correct information about the choice of 

courses, options, future career progression and campus life in 

general. This practice not only reveals further study information, 

but also motivates them to study harder and aim higher in meeting 

their life goals. Experiences show that study tours are very useful 

to secondary student future plan for further education. It is 

practiced elsewhere in countries like South Africa in which 

secondary school students visits some universities like the 

University of Pretoria before they sit for the Metric exam which 

selects students for university education. The purpose of these 

visits is to expose students to the university in general and make 

them aware of various faculty requirements and activities. The 

following video link shows an example of a visit conference in 

2011.  

http://web.up.ac.za/flvmovies/movie.asp?movie=Gr_12_Preparati

on_Conference_2011.  

 

Example of the information given in those visits or conference 

among others includes:  a creativity workshop; teambuilding 

activities; visits to the faculties where learners will be given the 

opportunity to ask faculty-specific questions; assistance by staff 

members from the Client Service Centre regarding awards, 

bursaries, loans, residence placement, security on campuses, 

http://web.up.ac.za/flvmovies/movie.asp?movie=Gr_12_Preparation_Conference_2011
http://web.up.ac.za/flvmovies/movie.asp?movie=Gr_12_Preparation_Conference_2011
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student affairs and student financial readiness as well as visit to 

the Main Library  (Grade 12 Preparation Conference, 2011). 

 

6.4 Universities/colleges outreach activities 

 

On the other way around, universities and colleges can arrange 

outreach activities to attract secondary students in a form of 

professional guest speakers, career days, university challenges as 

well as questions and answers sessions. Lecturers can be used in 

these outreach activities throughout the country during the 

supervision to interns/field practice. Sound evidence through 

research must serve as the foundation action to identify needs, 

develop human resource development, technical assistance and 

improvement efforts (Plank, 2001). Therefore, more research is 

needed on the effective mechanisms and connecting activities to 

prepare students for post-secondary education in Tanzania. 

Stakeholders like students, parents and others in urban and rural 

areas can be interviewed to get their perceptions on how better 

students can be prepared for higher education. 

 

6.5 Students and Parents 

 

Furthermore, students should also play their role to search for 

relevant and timely information about their post-secondary 

education. This is because successful transition requires that the 

student himself/herself to be an active participant in the transition 

process from secondary to postsecondary setting. Many students 

act blindly as they lack certainty over their transition to 

postsecondary level. This paper offers the following tips to 

students; 
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o Do not wait for the information, search for it. 

o Search for timely and right information from 

reliable sources; do not rely on hearsay or 

grapevines. 

o Master your own destiny: have plans, seek 

guidance and advice from experienced individuals 

such as parents, teachers, fellow schoolmates who 

are already in higher education. 

o Make an informed decision, avoid acting blindly. 

o Act timely, do not wait for deadlines. 

 

Parents should also strive to make sure that their children are 

getting reliable and timely information about post-secondary 

education. A family’s involvement in their child’s education is 

recognised as one of the most important factors in school success 

and achievement. Research has shown that not only does family 

involvement increase academic achievement, as reflected in 

higher test scores and graduation rates, but it also increases the 

likelihood that youth will move to the next level of education 

(Henderson & Berla, 1994). 

 

6. 6 Non-Governmental Organisations and agencies 

 

Apart from government based efforts, the role of Non-

governmental organisations/private organisations can be 

significant. The fact that students often lack information on the 

educational requirements for particular career or education 

opportunity (Schneider, 2006), private organisations and 

employers may engage in relevant activities for supporting 

students. Relevant activities include, for example, paid and unpaid 

internships, guest lecturers from the business community or 
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company, career days, youth apprenticeships, and job shadowing. 

One-on-one contacts with organisations or employers onsite are 

more helpful in creating career awareness that can further 

motivate students to have postsecondary plan of their own. The 

career awareness and career exploration, activities help young 

people make the informed decisions necessary for successful 

transition into next level of education. 

 

Agencies that deal with linking secondary school leavers to 

postsecondary can be outsourced to enhance successful 

transitions. For insistence Global Education Link and other 

education link agencies. Though most of efforts done by these 

agencies is linking students with universities and colleges abroad, 

if well involved they can also do a lot locally.  On the one hand 

these agencies can be used to market the programmes and on the 

other hand they can sponsor the coordination and organisation of 

conferences to secondary school students/leavers  where academic 

institutions or universities can utilise the forum to inform and 

guide the audience about the transition to postsecondary.  

 

6.7 Government and its organs 

 

TCU or individual universities can think about establishing a leaf 

let or a small handbook as a summary of the admission 

guidebook. TCU can also think of establishing regional centers or 

zonal offices which may serve students physically especially those 

who cannot access internet or who need more clarification on the 

admission process. While internet and mobile telephone is 

believed to be most useful tools of communication even in rural 

areas, there are still peripheries of the periphery areas in which it 

cannot be accessed. While 37% of higher education institutions 
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are in Dar es Salaam, there are many other institutions scattered in 

more than 15 other regions in Tanzania (Students’ Guide Book for 

Higher Education Institution in Tanzania, 2013: 6). With the low 

level of technology in Tanzania, students from other regions than 

Dar es Salaam may be facing problems in dealing with their 

transition to higher education. 

 

As a responsible government organ, the Ministry of Education 

should play its role in terms of broad policy formulation and 

implementation as well as harmonisation role. As articulated in 

the Strategic Plan of 2012/13 -2015/16, the Ministry of Education, 

Science and Technology is responsible for providing equitable 

and quality basic, higher, technical and vocational education and 

training. In this sense it is responsible for harmonisation of 

strategies necessary for improving transition of students from 

lower levels of education to the higher levels. This can be done 

through formulating policy relevant for enabling smooth transition 

of students across education levels. The policy should provide a 

common and shared framework to help schooling systems identify 

what students need in order to achieve not only successful 

transition but also effective participation in postsecondary 

education and training. 

 

In sum, addressing challenges associated with transition to 

postsecondary education and carrier choices requires that we 

engage a much larger audience and stakeholders at different levels 

in our discussions on how best we can proceed to bridge the 

information gap. This process cannot successfully be 

accomplished by for example, TCU alone but rather should 

include the academic institutions, young people (students 

themselves), parents, general education teachers and 
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administrators, and probably employers. Achievement of needed 

improvements in transition services will require a broad-based 

commitment to take all stakeholders on board, and to promote 

meaningful collaboration at all levels.  

 

7 .0 Conclusion 

 

This paper explored the information gap with regard to post-

secondary transition pathways in terms of the link between their 

advanced secondary school combination and the relevant 

university course, the link between the university course and 

prospective career prospects.  Some practices by different 

stakeholders and challenges encountered in enhancing smooth 

transition to post-secondary education have also been pointed out 

along with some recommendations. It is the concern of this paper 

that the knowledge with regard to this transition is explicitly 

addressed and all key players and relevant stakeholders are made 

aware and/or reminded of the responsibility to enhance the 

transition in terms of relevant information provision. It should be 

noted that apart from the increasing enrollment trends in East 

Africa, the participation is still low especially in Tanzania. Low 

participation in higher education implies that the stock of human 

capital with higher education is also low and thus the high skilled 

workforce in the global economy will still be a challenge 

(Odhiambo, 2016). In addition, timely and reliable information 

about higher education across diverse groups of applicants is a 

way of giving the benefits not only to elite’s children but also to 

socio-economically disadvantaged groups of students (Morley, 

Leach and Lugg, 2009).  This paper stresses the importance of 

information to some higher education applicants who sometimes 
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lose their life dreams through uninformed decisions or wrong 

choices of academic programmes. 
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APPENDIX 1: LIST OF QUESTIONS COLLECTED FROM 

VISITORS 

1. What course can I take if I have done EGM in your 

university? 

2. What is the meaning of procurement and logistics 

management? 

3. What is the difference between bachelor of education in 

education and with education? 

4. If you want to study higher and higher which career should 

I take? 

5. If I have taken HGL can I take applied statistics? 

6. How many principle passes/credit does Mzumbe 

University agree? 

7. How do you calculate minimum credit points? 

8. If I want to study education which criteria do you follow? 

9. If I have done EGM which course can I take at Mzumbe? 

10. Do you have accommodation or hostel at Mzumbe? 

11. How much is tuition fees per year? 

12. Tell me about BECA, I have been hearing about BECA at 

Umbwe Secondary school. Even my brother is studying 

there, it seems Mzumbe is my mother University 

13. How long does it take to finish a programme? 

14. What is the difference between private and business 

sector, I have been hearing it in some of your courses eg 

PSAFI 

15. If someone has done HGL, can you take HSM? 

16. If I want to be a university lecturer, which course should I 

take? 

17. If I want to be selected at Mzumbe University what should 

I do during application? 

18. Which courses do you have at Mzumbe University? 
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19. Do you have Bachelor of Economics and Finance? 

20. Which among the courses that you have are priorities of 

loan board? 

21. Do you have faculty of education at Mzumbe University? 

22. If you finish bachelor of Health System what are going to 

be? 

23. What is procurement and supply chain management? 

24. Do you have logistics at Mzumbe? 

25. Do you have agriculture at Mzumbe? What are the 

qualifications? 

26. Do you have linguistics at Mzumbe? 

27. If I have done education, what else can I work apart from 

teaching? 

28. Is there any change of MA criteria at Mzumbe? 

29. What faculties do you have at Mzumbe? 

30. Which faculty can I take with my PGM? 

31. I have heard that Mzumbe there is night preparation, how 

is it done? 

32. Do you have Bachelor of Arts education? 

33. If I want to do master of laws, which programme do you 

have? 

34. With my HGL combination can I take faculty of 

education?? 

35. The question of priority and non-priority, what does it 

mean? 

36. I hear about human resources, what does it mean? 

37. I want to be a lecturer, what course should I take? 

38. Do you have degrees in agriculture? What about land use 

ones? 

39. Do you have diploma in education? 
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40. What about issues of employment related to economics 

subjects?  

41. Do you have brochures related to faculty of economics? 

42. I hear that education students are getting study loan, is it 

the case? 

43. If I study education, what kind of a teacher will I be? 

Teaching which subjects? 

44. If I want to apply diploma at Mzumbe, how can I go 

through, where will I apply? 

45. What about study loan? If you are not in the priority does 

it mean I will not get loan? 

46. Where is Mzumbe University?  

47. Do you have postgraduate programmes at Mzumbe? 

48. What is the cut-off point of Mzumbe University? 

49. I have studied EGM, what about economics courses? 

50. What does it mean by public administration? Who will I 

be if I enrol I that programme? 

51. Do you have diploma course in nursing? 

52. I have done bachelor of political science and public 

administration, then Msc (HRM) now I want to do 

corporate management, is it possible?? 

53. If I have done diploma in procurement and supply chain, 

can I join project planning and management? 

54. How much are the fees per programme at Mzumbe? 

55. If I have ATEC one and the postgraduate diploma in 

accountancy, can I take bachelor of education in 

commerce and accountancy? 

56. How much is the tuition fees for the year? 

57. What does the bachelor of education comprise? What is 

the difference between Bsc and BA with education 
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58. Which faculty can I join or take or be enrolled with my 

HGL? 

59. Do you have engineering at Mzumbe? 

60. If you have lower than 4.5 which programme can I take at 

Mzumbe? 

61. Do you have accommodation at Mzumbe? 

62. If I have passed as follows, DDE in my EGM combination 

which course should I take? 

63. If I have BDDS in my HGL , will I be selected at Mzumbe 

University? Which programme? 

64. Do you have programme which combine law and 

business? 

65. If I study entrepreneurship who will I be when I finish the 

programme? 

66. If you have S in mathematics, can I apply for accounting 

and Finance? 

67. If you have passed economics, can you apply for 

Economics and Finance? 

68. If I want to apply for a diploma how many credits should I 

have? 
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APPENDIX II: CO-OCCURRING CODES 

 

HU: COLLECTION OF QUESTIONS FROM TCU 

EXHIBITION VISITORS 

File:  [C:\Users\perp...\COLLECTION OF QUESTIONS 

FROM TCU EXHIBITION VISITORS.hpr7] 

Edited by: Super 

Date/Time: 2017-03-02 12:14:42 

_____________________________________________________ 

 

Codes: 11 

_____________________________________________________ 

 

ACSE combination and MU course link {7-0} [0] 

_____________________________________________________ 

 

Application process {1-0} [0] 

_____________________________________________________ 

 

Availability of important facilities {2-0} [0] 

_____________________________________________________ 

 

Broad-based understanding of MU courses {23-0} [0] 

_____________________________________________________ 

 

Location of MU {1-0} [0] 

_____________________________________________________ 

 

 

MU admission criteria {14-0} [0] 

_____________________________________________________ 
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MU myths and brands {1-0} [0] 

_____________________________________________________ 

 

Postgraduate progression {1-0} [0] 

_____________________________________________________ 

 

Study costs per programme {7-0} [0] 

_____________________________________________________ 

 

University course VS career prospects {10-0} [0] 

_____________________________________________________ 
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APPENDIX III: NETWORK VIEWS 

 1: SPECIFIC UNIVERSITY MYTHS AND BRANDS 

 

 

  

 

 

 

 

 

 

2: ACADEMIC PROGRESSION VS CAREER PROSPECTS 

 

 

 

 

 

 

 

 

Academic progression VS future  

career prospects 

ACSE Combination and MU course link  University course VS career prospects  

Availability of Important facilities  Location of MU 

Application process MU myths and brands 

Specific university myths 

and brands 
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3: NETWORK 3: BROAD BASED UNDERSTANDING OF 

UNIVERSITY ACADEMIC PROGRAMME 

 

 

Study costs per programme 

Postgraduate Progression  

MU admission criteria  

Application process 

   Broad based understanding of 

   academic programmes within a 

   university 

  

Broadbased understanding of MU courses 



Mamkwe C. Edward/Uongozi Journal of Management and Development Dynamics Vol. 

27(1) (2016) 85- 114 

85 

 

Household Socio-Economic Factors and Adoption of Climate 

Change Adaptation Strategies: The Case of Same District, 

Tanzania  

 

Mamkwe C. Edward 

 

Institute of Development Studies, Mzumbe University 

____________________________________________________ 

Abstract 

This paper is a result of a cross sectional survey conducted in 

Same District to analyze the influence of household socio-

economic factors on adoption of climate change adaptation 

strategies. Primary data were collected through questionnaire 

administered to 113 small farming households. Secondary data 

were obtained through documentary review. Frequencies, 

percentages, Chi-square test and binary logistic model were used 

to interpret the data. Chi-square test showed that the use of 

improved seeds was statistically associated with farm size, age 

and education level of the household head while use of fertilizer 

was associated with household size and farm size whereas 

intercropping had statistical association with farm size. Binary 

logistic model results indicated that a unit increase of farm size 

decreased the probability to use improved seed and increased the 

probability to use fertilizer. A unit increase of age below 30 years 

decreased the probability to use inter-cropping; it increased the 

use of on-farm rain water harvest. The study concluded that 

adoption of different climate change adaptation strategies is 

influenced by age, household size and farm size. It is 

recommended that formulation of climate change policy should 
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consider the influence of socioeconomic factors such as household 

size, farm size and age on adoption of adaptation strategies.  

Key words: Climate change, adaptation strategies,  

 

1.0 Introduction 

 

Climate change is a problem of global concern and a major 

challenge to the international community today. Negative effect of 

climate change is a threat to development efforts that had been 

laid down in different sectors like agriculture, health, environment 

and infrastructures (Wood et al., 2014; IPCC, 2014). Climate 

change will cause more sufferings in developing countries than 

developed countries (Etwire et al., 2013, Okonya, 2013; 

Shackleton et al., 2015) because of shortage of resources to cope 

with the effects. Developing countries naturally are placed in 

rather generally vulnerable locations (IPCC, 2007).  

African countries including Tanzania are especially vulnerable to 

the effects of climate change because of over dependence on rain-

fed agriculture, recurrent droughts, weak policies, and widespread 

poverty (Shemsanga, 2010, Bryan et al., 2013, Phiri, 2016). 

Extreme vulnerability to the negative effects of climate change 

coupled with the low capacity to adapt to the changes increases 

the risk of small farmers’ livelihood sources for food security 

(FAO, 2014; Hisali et al., 2011). Food security for small farming 

household in many cases is associated with low production and 

accessibility (FAO, 2014; Salau et al., 2012; Regassa, 2011; 

Hassan and Nhemachena, 2008).  
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According to International Panel on Climate Change (IPCC) 

report (2014), adaptation refers to adjustment in ecological, social, 

or economic systems in response to actual or expected climatic 

stimuli and their effects or impacts. On the other hand, climate 

change adaptation strategies refers to as process which moderates, 

make advantages of the effects  or enhance the capacity of the 

system to cope with the event (UNDP, 2008). This paper adopts a 

definition of adaptation strategies meaning those factors that 

enhance the capacity of the agricultural system to cope with the 

environmental changes. The use of improved seed, fertilizers, 

intercropping and on-farm rain water harvesting increase the 

likelihood of crop harvesting despite the consequences of climate 

change. 

Notwithstanding different ways of defining adaptation to climate 

change it is worth noting that people (as part of socio-ecological 

systems) adapt reactively and autonomously to the effects or 

impacts of climate change. People pursue adaptation strategies 

appropriate to their individual circumstances (Brooks and Adger, 

2016). The capacity of a household to adapt to the changing 

ecological and social systems due to climate change is determined 

by its socio-economic characteristics. The socioeconomic factors 

have a big role to play in the ways farming households adapt to 

impacts of a changing climate (Deressa et al., 2011; Dinshaw et 

al., 2014, Jacobs, 2015, Phiri, 2016). Small farming households in 

semi arid areas are less resilient to climate related disasters. They 

are recognised as the most ecologically marginalized people and 

that climate change account for an additional stressing factor in 

such a vulnerable agricultural system with low capacity to adapt 

(Nabikolo et al., 2012; Gbetibouo, 2009; Gunkurume, 2013). 
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Strategic investments are needed to improve agricultural 

productivity under such climate risk. 

Under the uncertainty of agriculture and climate change risks 

adaptation is a paramount priority for developing country like 

Tanzania for national socio-economic development (URT, 2012). 

However, farm-level adaptation strategies of small farming 

households in Tanzania and particularly semi-arid areas are 

scarcely understood and documented. The objective of this paper 

is to analyze the influence of household socio-economic factors 

on adoption of improved seeds, fertilizers, intercropping and on-

farm rain water harvesting as climate change adaptation strategies. 

Specifically, it describes socio-economic characteristics in 

relation to climate change adaptation strategies, specifically use of 

improved seeds, fertilizer, intercropping as well as on-farm rain 

water harvesting and to determine the influence of socio-

economic factors on the adoption the above mentioned as climate 

change adaptation strategies. 

2.0 Methodology 

The study employed a cross sectional research design in which 

data was collected once (Sedgwick, 2014). This design is suitable 

for descriptive as well as inferential analysis and allows for 

determining the relationships between and among variables 

(Sedgwick, 2014). The survey was conducted in two villages 

namely Njoro and Bangalala in Same District, Tanzania. Farming 

households formed the unit of analysis while heads of households 

were respondents of the study. Purposive sampling technique was 

used to select the study district, wards and villages in order to 

include those villages located in semi arid areas. In each village, 

the households were selected using simple random sampling 
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technique from the village register books which formed the 

sampling frame.  

In obtaining a significant representation of the population the 

study employed a Boyd’s formula, denoted by C = n/N*100 

where C represents a figure greater or equal to 5% of the village 

households, N is the total number of households in the village and 

n is the number of selected households. According to Boyd et al. 

(1981) a significant representation is achieved when a sample of 

equal or greater than 5% of the total population is taken for a 

study. In this case a sample size of 113 households was selected 

for the questionnaire based survey.  

The study used questionnaire method for collecting data. In this 

method, a structured questionnaire with both closed and open 

ended questions was used to collect data among other things on 

socioeconomic characteristics and the use of improved seed and 

fertilizer as climate change adaptation strategies by the 

households. Collected data covered the independent and 

dependent variables of the study. Independent variables were the 

socio-economic factors such as age, sex, education level (in terms 

of categories of highest level of education attained, as primary, 

secondary, above secondary and no formal education for those 

who had not attended any formal school), household size, income 

and farm size. Dependent variables included climate change 

adaptation strategies such as the use or non use of improved seeds, 

and fertilizers. The use or non use of adaptation strategies were 

dummy variables which were assigned (1) if was used by the 

households and (0) if otherwise.  The independent variables were 

nominal and categorical.  



Mamkwe C. Edward/Uongozi Journal of Management and Development Dynamics Vol. 

27(1) (2016) 85- 114 

90 

 

Data were analyzed by using descriptive statistics such as 

frequencies and percentages to show the distribution of the 

respondents by their socio-economic characteristics and the 

distribution of adopted climate change adaptation strategies, 

improved seed and fertilizers. Also, chi-square test and binary 

logistic model were used to examine the association between 

climate change adaptation strategies and a common set of the 

socio-economic characteristics. This method helped to delineate 

independent variables which have statistical significant effect on 

the dependent variables (Gujarati, 2004; Sedgwick, 2014). In the 

binary logistic regression, the dependent variable was whether or 

not the household was using the above mentioned climate change 

adaptation strategies. Use or non use of these adaptation strategies 

was analyzed as a function of the independent variables (socio-

economic factors). 

The model is specified as follows:  

Yi = log (pi/1-pi) = b0 + b1x1 + b2x2 + … + bkxk where: 

pi = prob (event), that is the probability that the event will occur 

(probability of the household i using the climate change 

adaptation strategy). 

1-pi = prob (non-event), that is the probability that the event will 

not occur (non probability of the household i using the climate 

change adaptation strategy). 

b0 = constant term 

b1 to bk = parameters to be estimated 

k = number of independent variables 
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x1 to xi = independent variables entered in the model, which 

were: x1 = age, x2 = sex, x3 = education level, x4 = household 

size, x5 = main income source, x6 = household income and x7 = 

farm size 

3.0 Results and Discussion 

3.1 Background Characteristics of Respondents 

The studied background characteristics of the respondents focused 

on sex, age, marital status, level of education, household size, 

sources of income, household income, and farm size of the 

households. Certain background characteristics may be associated 

with some factors that may have some bearing on adoption of 

household climate change adaptation strategies. 

 

The results in Table 1 show that 53.7% of the respondents were 

men while women were 46.3%, indicating higher proportion of 

male than female respondents. This gender difference was 

attributed to the fact that the society in the study area is 

patriarchal, whereby majority of the heads of households were 

men. However, the proportion of female headed households in the 

study area was higher for this study than the national figure which 

is 23.1% (NBS, 2009). This phenomenon was attributed to the 

fact that some respondents were widows and others were 

unmarried women (singles). Another reason associated with the 

relatively high proportion of female headed households was high 

out-migration of men to look for alternative livelihoods, other 

than rain-fed agricultural production. Incident of men out-

migration was attributed to low returns from agricultural 

production including food production associated with the impact 
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of climatic conditions especially recurrent and prolonged 

droughts. This phenomenon of men out-migration was also 

reported by Chindarkar (2012) that rural-urban out-migrants are 

mainly men and youth. 

Also, the results in Table 1 show that 82.2% of the respondents 

were between the age of 30 and 50 years, while 14.8% were at the 

age of above 50 years, and 3.0% were below 30 years. This 

difference was attributed to the fact that young adults tend to be 

household heads only after marriage when they detach themselves 

from their parents. These results show that the majority of the 

respondents were at the active production age and, hence, were 

aware of the changes in climatic conditions that affected 

agricultural production and ultimately food security which 

compelled them to consider various adaptation strategies. 

The findings also show that 51.5 % of the respondents had four to 

six household members, 34.5% of the respondents had seven and 

above members, while 14% of the respondents had less than four 

members, in Table 1. These results are in line with the average 

household size of the whole Kilimanjaro Region, where Same 

Districts belong, which is 5.2 on average (URT, 2006).  

Education level of the respondents was another socio-economic 

characteristic in this study. It was measured in terms of the highest 

level of education one had attained. The findings in Table 1 

indicate that 70.3% of the respondents had attained standard 

seven, while 16.2% of the respondents attained standard four, and 

10.9% of the respondents had never attended any formal 

schooling.  Only 2.6% of the respondents had gone beyond 

standard seven level of education. This shows that the majority of 

the respondents had attained basic education of seven years in 
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school while a few had never gone to school. Similarly, the 

National Household Budget Survey of 2007 found that the 

majority of the people in rural Tanzania were mere standard seven 

leavers (URT, 2013). This shows that most of the respondents had 

basic education that could enable them recognise some climatic 

changes that influenced their livelihoods including food 

production as the main determinant of food security for rural 

farming households.  
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As indicated by the results in Table 1 the main income sources 

were selling crop products and livestock, mentioned by 55% of 

the respondents. Others included off-farm activities, monthly 

salaries and wages which comprised of 38.9%, 5.7% and 0.4% of 

the respondents respectively. The off-farm activities mentioned 

were carpentry, masonry, tailoring and salaried employments 

which were reported to include primary school teaching as well as 

small business. Small businesses included running small retail 

shops, buying and selling grains, fruits and vegetables as well as 

selling local brew. However, some of the off-farm activities 

contributed to environmental degradation which in turn led to 

climate change and its effects on food security at large. In line 

with this, it was found that selling of charcoal and firewood was 

one of the reported off-farm activities,  

The results in Table 1 also show that 82.5% had annual income 

ranging from 100 000 to 500 000 TZS, 15.3% of the respondents 

had income from 501 000 to 1, 000, 000 TZS, and 3.9% had 

income below 100 000 Tanzanian Shillings while 0.9% of the 

households had annual income above 1 million Tanzanian 

Shillings.  

Considering farm size, the results in Table 1 show that 61.6% of 

the respondents had farm size of between one and three hectares 

while only 6.1% of the respondents had farm size of less than one 

hectare. Farm size is one of the good indicators of wealth for 

farming households and a common studied variable in the 

adoption of new technology (Etwire et al., 2013; Awotide et al., 

2014). 



Mamkwe C. Edward/Uongozi Journal of Management and Development Dynamics Vol. 

27(1) (2016) 85- 114 

97 

 

3.2 Influence of Socio-economic Factors on Adoption of 

Climate Change Adaptations 

In determining the probability of the use or non-use of particular 

climate change adaptation strategy based on a set of socio-

economic factors using binary logistic model starts with 

descriptive statistics which involved analysis of frequency and 

cross-tabulation with chi-square test to explore the association 

between each dependent variable and the set of independent 

variables. Only the independent variables that were found to be 

statistically significant associated with the dependent variables 

were subjected to the binary logistic model for prediction 

purposes
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Table 2: Chi-square test showing association between dependents and independent variables 

Dependent variables 

Independent variables 

Sex Age 
Education 

level 

Household 

income 

Household 

size 

Farm 

size 

Improved seeds 
χ

2
 1.860 10.82 20.79 2.170 4.610 25.04 

p- vale 0.173 0.004 0.000 0.537 0.100 0.000 

        

Fertilizers  
χ

2
 6.970 1.880 2.450 6.390 6.404 21.78 

p- value 0.008 0.392 0.484 0.094 0.041 0.000 

        

Inter-cropping 
χ

2
 0.290 5.210 1.750 7.190 4.830 17.61 

p- value 0.586 0.074 0.626 0.066 0.089 0.001 

        

Rain water harvesting  
χ

2
 20.10 5.540 0.980 4.210 3.510 9.580 

p- value 0.000 0.063 0.805 0.240 0.172 0.048 
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The results in Table 2 show some of the independent variables, 

including farm size, household size, age, sex and education level 

of the head of the household had significant association with 

respective use of climate change adaptation strategies. Only those 

independent variables that were found to be statistically 

significant associated with the dependent variables after being 

tested using chi-square were subjected to the binary logistic 

model. On the other hand, household income was found to be not 

statistically significant associated with the use of climate change 

adaptation strategies at five per cent (5%) level of significance 

and was removed from further analysis in binary logistic 

regression model. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Mamkwe C. Edward/Uongozi Journal of Management and Development Dynamics Vol. 

27(1) (2016) 85- 114 

100 

 

Table 3: Binary logistic regression analysis of the households’ use 

of improved seed 
Socio-

economic 

factors 

Factors categories ß P – value Exp(ß) 

Age 

30 -50 years 
Reference 

category* 
0 0 

Below 30 years  0.249 0.605 1.283 

Above 50 years  20.709 0.999 9.858 

      

Education 

level  

Standard 7 Reference 

category* 
0 0 

No formal school  -1.846 0.143 0.158 

Standard 4  -.466 0.696 0.628 

Secondary school 

and above 
 -1.749 0.168 0.174 

      

Farm size 

1 – 3 hectares 
Reference 

category* 
0 0 

Below 1 hectare  -3.082 0.004 0.046 

4-6 hectares  -3.936 0.001 0.020 

Above 6 hectares  -1.853 0.103 0.157 

* The reference category is automatically estimated to be zero 

With respect to the use of improved seeds, the results in Table 3 

indicates that the effect of farm size less than one hectare on the 

chances of a household to use improved seed as climate change 

adaptation strategy was statistically significant, p = 0.004 while 

the effect of farm size ranging from four to six hectares was 

statistically significant, p = 0.001.This reveals that farm size of 
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the household was statistically a significant determining  factor 

for the households to use improved seeds as climate change 

adaptation strategy. 

The odds ratio of the household whose farm size was less than one 

hectare was 1/0.046 while those with farm size ranging from four 

to six hectares was 1/0.20 times less likely to use improved seed 

as a strategy to adapt to climate change with respect to a reference 

category which was the households possessing one to three 

hectares. This finding depicts that households with a large farm 

size were less likely to use improved seeds strategy to adapt to 

climate change. The result reveals that household farm size of the 

two above mentioned categories was negatively related with the 

household’s use of improved seed as adaptation strategy to reduce 

the effect of climate change. This implies a unit increase of 

household farm size decreases the probability of the household to 

use improved seed as adaptation strategy by -3.936 and -3.082 for 

farm size ranges between four to six hectares and for farm size 

less than one hectare respectively. 



Mamkwe C. Edward/Uongozi Journal of Management and Development Dynamics Vol. 27(1) (2016) 85- 114 

102 

 

Table 4: Binary logistic regression analysis of the households’ use of fertilizers 
Socio-economic 

factors 
Factors categories ß P – value Exp(ß) 

Sex 
Male Reference category* 0 0 

Female  0.706 0.018 2.027 

      

Household size 

4 – 6 people Reference category*  0 0 

Less than 4 people  0.274 0.576 1.316 

7and above  -0.697 0.032 0.498 

      

Farm size 

1 – 3 hectares Reference category* 0 0 

Below 1 hectare  1.489 0.002 4.433 

4-6 hectares  1.919 0.012 6.812 

Above 6 hectares  0.471 0.394 1.601 

*The reference category is automatically estimated to be zero 
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Considering the use of fertilizers, the results in Table 4 indicate 

that sex of household head being female, household size of seven 

and above people as well as farm size of four to six hectares and 

farm size less than one hectare were found to have statistically 

significant effect on the chances of a household using fertilizers as 

a climate change adaptation strategy at p = 0.018,p = 0.032, p = 

0.012 and p = 0.002 respectively. This reveals that sex of the 

household head; household size and farm size were statistically 

significant determinant  

The odds ratio for the household headed by female was 2.027 

times more likely to use fertilizers as a strategy to adapt to climate 

change as opposed to those households headed by male which is a 

reference category. The odds ratio for the household with seven 

and above members was 1/0.489 times less likely to use fertilizers 

as climate change adaptation strategy as opposed to households 

with four to six members which was the reference category. 

Likewise, the odds ratio for the household whose farm size was 

less than one hectare and those with farm size of four to six 

hectares was 4.758 and 7.216 respectively times more likely to 

use fertilizers as adaptation strategy to climate change as opposed 

to the reference category which was the households possessing 

one to three hectares. Also, a unit increase of a household farm 

size increases the probability of the household to use fertilizer as 

adaptation strategy by 1.919 for farm size range between four to 

six hectares. Similarly, it changes by 1.489 for farm size less than 

one hectare. 
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Table 5: Binary logistic regression analysis of the households’ use 

of intercropping 
Socio-

economic 

factors 

Factors categories ß P – value Exp(ß) 

Age 

30 -50 years 
Reference 

category* 
0 0 

Below 30 years  -0.841 0.045 0.431 

Above 50 years  0.406 0.674 1.501 

     

Household 

size 

4 – 6 people Reference 

category* 
0 0 

Less than 4 

people 
 -0.035 0.945 0.965 

7and above  0.572 0.080 1.773 

      

Farm size 

1 – 3 hectares 
Reference 

category* 
0 0 

Below 1 hectare  -1.608 0.001 0.200 

4-6 hectares  -1.888 0.014 0.151 

Above 6 hectares  -0.645 0.224 0.524 

*The reference category is automatically estimated to be zero 

The results in Table 5 indicated that age category of the household 

head below 30 years, farm size categories of less than one hectare 

and four to six hectares had statistically significant effect on the 

chances of a household using intercropping as a climate change 

adaptation strategy p = 0. 045, p = 0.001 and p = 0.014 

respectively. This reveals that age of the household head and farm 

size of the household were statistically significant determinant 



Mamkwe C. Edward/Uongozi Journal of Management and Development Dynamics Vol. 

27(1) (2016) 85- 114 

105 

 

factors for the households’ use of intercropping as a climate 

change adaptation strategy.  

The odd ratio for the households whose head had age below 30 

years was 1/0.431 times less likely to use intercropping as a 

strategy to adapt to climate change as compared to reference 

category which is the households possessing one to three hectares 

farm size. The odd ratio for the households whose farm size is less 

than one hectare and those with farm size of four to six hectares 

was 1/0.151 and 1/0.2 respectively times less likely to use 

intercropping as a strategy of adapting to climate change as 

opposed to reference category which is the households possessing 

one to three hectares. This finding depicts that the farm size has 

the probability of decreasing the chances of using intercropping as 

a strategy to adapt to the climate change. 

It was also found that household heads with age below 30 years 

and household farm size of the two above mentioned categories 

are negatively related with the household’s use of intercropping as 

adaptation strategy to climate change. This implies, while a unit 

increase of household heads with age below 30 years decreases 

the probability of the household to use intercropping by -0.841, 

the household farm size decreases the probability by -1.608 and -

1.888 for farm size range between four to six hectares and for 

farm size less than one hectare respectively. 

 

 

 



Mamkwe C. Edward/Uongozi Journal of Management and Development Dynamics Vol. 

27(1) (2016) 85- 114 

106 

 

Table 6: Binary logistic regression analysis of the households’ use 

of on-farm rain water harvest 
Socio-

economic 

factors 

Factors categories ß P – value Exp(ß) 

Sex 
Male 

Reference 

category* 
0 0 

Female  -1.398 ˂0.0001 0.290 

      

Age 

30 -50 years 
Reference 

category* 
0 0 

Below 30 years  1.258 0.005 3.519 

Above 50 years  0.041 0.973 1.042 

     

Farm size 

1 – 3 hectares 
Reference 

category* 
0 0 

Below 1 hectare  0.882 0.067 2.417 

4-6 hectares  0.402 0.602 1.495 

Above 6 hectares  0.295 0.596 1.343 

*The reference category is automatically estimated to be zero 

In the case of on-farm rain water harvest, the results in Table 6 

indicate that sex of the household head being female, and age of 

the household head belonged to below 30 years age category had 

statistically significant effect on the chances of a household using 

rain water harvest as a strategy to adapt to climate change p ˂ 

0.0001 and p = 0.005 respectively. This reveals that sex and age 

of the household head were statistically significant determinant 

factors for the households to use on-farm rain water harvesting as 

climate change adaptation strategy 



Mamkwe C. Edward/Uongozi Journal of Management and Development Dynamics Vol. 

27(1) (2016) 85- 114 

107 

 

The odds ratio for the female headed household using rain water 

harvest as adaptation strategy against effects of climate change 

was 1/0.29 times less likely, compared to a reference category 

which is the male headed households. On the other hand, the odd 

ratio for the household head belonged to the age group of less than 

30 years in using rain water harvest was 3.519 times more likely 

as opposed to reference category which was household heads with 

age category of 30 to 50 years old. A unit increase of a household 

headed by female decrease the probability of using rain water 

harvest strategy to adapt to climate change by -1.398 while a unit 

increase of the household head belonging to age category less than 

30 years increase the probability by 1.258 respectively. 

4.0 Conclusion and Recommendations 

The paper analyzed the influence of household socio-economic 

factors on adoption of climate change adaptation strategies. From 

the analysis it was concluded that small farming households use 

various adaptation strategies, including the use of improved seeds, 

fertilizers, intercropping and on-farm rain water harvesting in 

response to climate change effects. There was association between 

the socio-economic factors such as farm size, household size, age, 

sex and education level of the household heads and the adaptation 

strategies. Age of the household head, household size and farm 

size are important determinant factors for the households’ 

decision to use improved seeds, fertilizers, intercropping and on-

farm rain water harvest as climate change adaptation strategies. 

These factors have the potential influence on the probability of 

using climate change adaptation strategies by the small farming 

households. 
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The paper recommends that various socio-economic factors 

should be considered when planning for intervention or 

advocating for the use of climate change adaptation strategies to 

improve small farming households’ crop production. Different 

strategies including the mass media, government and private 

agricultural extension service agencies, different political forum 

and the artists should be used to sensitise people to use various 

adaptation strategies including improved seeds, fertilizers, 

intercropping and on-farm rain water harvest to cope with climate 

change related impacts. It is also recommended that village 

governments should establish climate change committee which 

will be responsible for documenting the climate change effects 

and in collaboration with researchers suggest effective adaption 

strategies to address the problem in specific areas. 
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Abstract 
 

The aim of this study was to find out whether the level of 

decentralisation for the Local Government Authorities (LGAs) in 

Tanzania causes construction delays or not. Focus group 

discussions were used to collect data from eight district councils 

in Kigoma and Dodoma regions, and analysis was undertaken 

utilising New Institutional Economics (NIE) perspectives, 

specifically the principal–agency (t) theory.  It was found that 

there were construction delays where degree of autonomy in ex-

ante and ex-post contracting was less than expected, while 

Tanzania’s central government retains partial autonomy over the 

LGAs and exercises authority over large construction contracts, 

due to the many hierarchies involved in planning, tendering and 

contract supervision. Where autonomy and authority over 

procurement were high, agency problems related to self-interest, 

adverse selection, and bound rationality due to lack of capacity 

among actors was evident, which also caused construction delays. 

Capacity building for all construction procurement actors could 

minimise construction delays in the LGAs. 
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1.0 Introduction 

 

In Tanzania, “decentralisation”—the transfer of authority and 

responsibility for public undertakings, such as large-scale 

construction projects, from the central government to local 

government authorities (LGAs)—can be traced back to 1961, 

when the country attained independence. Tanzania has also 

moved back and forth through the whole decentralisation 

continuum (Scheneider, 2003), from deconcentration through to 

devolution. “Deconcentration” is a form of administrative 

decentralisation wherein the central government transfers 

responsibility for policy to its offices at the subnational level, 

retaining authority over the field office and exercising that 

authority through the hierarchical channels of central government 

bureaucracy. Hence, it allows only marginally more autonomy 

than centralised systems. By contrast, decentralisation by means 

of “devolution” (Scheneider, 2003) provides the greatest degree of 

autonomy for an LGA in terms of administrative powers and 

fiscal resources. The local unit is only accountable to central 

government insofar as the latter can impose its will by threatening 

to withhold resources or responsibilities. 

 

Following the independence of the United Republic of Tanzania 

(URT) from the United Kingdom in 1961, its colonial inheritance 

was found to be unfit for real development, and, consequently, 

strengthening local institutions to ensure popular participation was 

emphasised in the country’s institutional reforms from 

decolonization to decentralisation (Picard, 1980). However, 

between 1967 and 1972, institutional arrangements in Tanzania 

changed again, and, in 1972, LGAs were abolished and replaced 

by a deconcentration of the government under which central 
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government officers could be brought closer to the people. Yet, 

deconcentration also did not bring about the desired results (Max, 

1991), instead leading to government officials being influenced by 

rules, regulations, and bureaucracy rather than by local opinion 

and priorities (Samoff, 1989).  

A Local Government Reform Programme (LGRP) (URT, 1998) 

was subsequently established, which advocated a return to 

decentralisation. Specifically, the LGRP set out to create local 

government institutions that were largely autonomous, featured 

strong and effective democratic government, fostered 

participation in development, reflected local demands and 

conditions, and were transparent and accountable. The new policy 

was founded on the principle of “decentralisation by devolution” 

(also referred to as “D by D”) (URT, 2009), according to which 

the central government devolves power and authority to quasi-

autonomous local units of government, with the intention of 

facilitating participation and reducing delays in local project 

planning and development. 

 

1.1 Local Government and Procurement 

 

The current procurement system in LGAs in Tanzania cannot be 

discussed without reference to the aforementioned “D by D” 

policy, under which considerable powers, administrative 

autonomy, political functioning, and fiscal resources (including 

procurement) have been devolved to local government (URT, 

2009). In addition, it is worth noting that the literature on public 

procurement in Tanzania posits that the central government’s 

procurement performance is higher than that of LGAs, in terms of 

compliance with public procurement policy and regulations and 
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value for money (PPRA/BTC, 2012). The latter, “value for 

money” measure is used to assess an organisation’s capacity to 

obtain maximum benefit from the goods, services, or 

developments (i.e. construction projects) it requires or provides, in 

close relation to the resources available to it. Such assessment 

does not measure only the cost of the goods, services, or 

developments, but also takes into account a complex mix of 

factors such as quality, use of resources, fitness for an 

organisation’s purpose, timeliness, and opportunity (KPMG, 

2012). 

The decentralisation of LGAs in Tanzania was based on the 

assumption that transforming responsibilities for managing funds 

and personnel from central government would improve provision 

of social services such as education, water, and health, thus 

contributing to the national drive to reduce poverty by improving 

service delivery in key sectors of the economy. However, 

completion delays in some large construction projects, which, at 

least in part, contribute to poor service delivery, have been 

reported for the past five years. Examples of delayed projects 

include the regional Water Sector Development Programme 

(WSDP), the Road Fund for local government road works, 

Secondary Education Development Programmes, and irrigation 

schemes. Additionally, some LGAs have reported delays in minor 

construction works, such as fences and periodic maintenance and 

spot improvements of rural roads and other public infrastructures, 

due to delays in the transfer of funds from central government. 

(URT, 2015)  

Evidently, some procurement functions for large construction 

projects, including aspects of the tendering and contracting 

processes, are still administered by Tanzania’s central 
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government, hence this study’s central question concerning the 

extent to which the scope of authority and autonomy in the 

country’s decentralised, local government brings about delays in 

such projects. This question is also considered from the 

perspective of principal–agency theory, given that there may still 

be some self-interest among agents in the decentralised 

arrangement. 

Construction completion, just like the delivery of goods or 

services at a right time, is one of the objectives of procurement in 

any institutional setup. It is an interesting area of discussion 

because it contributes to a project’s value for money (URT, 2015). 

Moreover, construction delays are cited as one of the major issues 

contributing to a lack of value for money in most construction 

projects in LGAs in Tanzania—yet, the root cause of such delays 

in LGAs remains unknown in a decentralised system. 

1.2 Procurement Regulations 

 

In most principal–agency relationships, the principal incurs 

monitoring costs as a result of the agent not making optimal 

decisions from the principal’s viewpoint. In view of this, in 

Tanzania, the government has imposed stringent policies and 

codes of practice to control the decisions of its agents (i.e. 

contractors or consultants and those acting on their behalf), and 

public procurement in LGAs is regulated by a number of laws and 

regulations (Rasheli, 2016). These include the Public Procurement 

Act (URT, 2016) and associated Regulations (URT, 2013), the 

Local Government Authorities Tender Board Proceedings (URT, 

2014), and the Local Government Authorities Financial 
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Memorandum, which shows various actors within fiscal processes 

in the LGAs (URT, 2009). 

 

1.3 Consequences of Construction Delays 

 

Policies affected by construction delays include the country’s “D 

by D” decentralisation policy as well as the LGRP, with the 

considerable powers, functions, and resources that have been 

devolved to the local government under both (URT, 2009) 

becoming hampered by such complications.  

Secondly, value for money in delayed construction projects 

cannot be achieved, thereby impeding achievement of the goal of 

Tanzania’s Second National Strategy for Growth and Reduction 

of Poverty of “ensuring systems and structures of governance 

uphold the rule of law and are democratic, effective, accountable, 

predictable, transparent, inclusive, and corruption free at all 

levels” (URT, 2010), which recognises good governance as 

fundamental for economic growth and poverty reduction. 

Thirdly, the fulfillment of objectives of the national policy 

“Tanzania Development Vision 2025,” specifically those 

pertaining to good governance and the rule of the law ensuring 

that citizens are empowered with the capacity to make their 

leaders and public servants accountable, could be affected. In 

setting out to ensure a culture of accountability, Vision 2025 also 

rewards good performance and the effective curbing of corruption 

and other iniquities. 

 

 



Geraldine A. Rashel/Uongozi Journal of Management and Development Dynamics Vol. 

27(1) (2016) 115 - 151 

121 

 

2.0 Theoretical Review and Empirical Literature 

2.1 Principal–Agency Theory 

 

The principal–agency (t) perspective is one of the new 

institutional economics theories, and, within the present study, is 

related to the management of the public tendering process, written 

contract incentives, and contractual relationships. A principal–

agent relationship arises between two parties when one—the 

agent—acts for, on behalf of, or as a representative for the other—

the principal—in a particular domain (Logan, 2000). Issues within 

such relationships can include the adverse selection of a low-

quality agent and the moral hazard of poor performance (Moe, 

1984). The former is a problem related to ex-ante contract 

management, specifically during the tendering or bidding 

processes, while corresponding ex-post agency problems concern 

the administration, supervision, and management of contracts as 

well as their closure. Agency theory in this context also applies to 

information asymmetry between parties, as the “most efficient 

contract” (Logan, 2000) includes the right mix of behavioural- 

and outcome-based incentives to motivate the agent to act in the 

interests of the principal (Baiman & Rajan, 2002; Eisenhardt, 

1989; Narayan & Raman, 2004). 

 

There are two approaches to utilising principal–agency theory in 

research. The first is concerned with the general theory of the 

principal–agent relationship, which can be applied to employer–

employee, lawyer–client, buyer–supplier relationships, and so on. 

The second focuses on a particular application, such as between 

owners and managers of large corporations or, as is the case in 

this paper, the buyer–supplier type of relationship. Herein, the 
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principals are represented by the LGAs (i.e. District Council 

authorities) and the agents are private contractors.  

Positivist agency theory identifies goal conflict situations, contract 

alternatives, and governance mechanisms comprising information 

systems or outcome-based incentives to align managerial 

behaviours with owner preferences (Forbes, 2014). Agency theory 

is also conceptualized as being underpinned by different types of 

assumption (Eisenhardt, 1989), as follows: 

 organisational assumptions are held to be goal conflict 

among participants, efficiency as an effectiveness 

criterion, and information asymmetry between principal 

and agent; 

 human assumptions encompass self-interest, bound 

rationality, and risk aversion; and  

 information assumptions center on the fact that 

information is a purchasable commodity. 

 

2.2 Literature Review 

 

There exists a vast literature concerning construction delays in 

most parts of the world, including Sub-Saharan Africa. For 

example, Alaghban et al. (2007) used survey methods to identify 

major factors for delays in construction works in Malaysia among 

contractors, owners, consultants, and other stakeholders. Financial 

problems were found to be the main issue, followed by 

coordination problems. Similarly, Mydin et al. (2014) evaluated 

and identified the causes and consequences of project delays in 

private housing developments in Malaysia. The causes here were 

identified as weather conditions, poor site management, 
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incomplete documents, lack of experience, and financial 

problems, as well as contract modifications, delays in approval of 

major variations, and contract coordination problems with other 

parties’ construction mistakes. Consequences of delays included 

time overrun, cost overrun, differences in opinion, legal actions, 

and abandonment of the affected project. Odeh (2002) examined 

the same issue from the viewpoint of construction contractors and 

consultants in Jordan. In that study, owner interference; 

inadequate contract experience; financing, payment, and labour 

problems; slow decision making; improper planning; and 

subcontracting were the major problems. Doloi et al. (2012) 

studied the same issue in India using regression analysis, and 

found that low decision making from the owner, poor labor 

productivity, poor records, and a reluctance with respect to change 

were significant factors for construction delays.  

Similar issues have been discovered in Africa. Aibinu and 

Odeyinka (2006) identified 43 factors for construction delays 

across fewer than nine categories based on covariance and Pareto 

analyses in Nigeria. The results revealed that 88% of the factors 

contributed to 90% of the delays, meaning that there was no 

discernable difference found among the different factors and none 

of them really stood out as largest contributing factor to the 

problem. Alinaitwe et al. (2013) used surveys to investigate the 

causes of construction projects delays and cost overruns in the 

Ugandan public sector. They concluded that the five most 

important factors for delays were changes in the scope of work, 

delayed payments, poor monitoring and control, high cost of 

capital, and political insecurity and instability. Further, it was 

found that the relationships between the factors were moderate. In 

Zambia, the same was found in respect of scheduled delays, with 

bad weather, change of scope, environmental protection and 
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mitigation costs, scheduled delays, strikes, technical challenges, 

inflation, and local government pressure also influencing cost 

escalation (Kalib et al., 2009).  

Some studies, such as that of Alinaitwe et al. (2013), have 

investigated the causes of construction delays in the public sector 

in general. However, very little prior research has looked into the 

effects of public policy on construction procurement. The present 

paper aims to ascertain whether policy—specifically the level and 

scope of decentralisation of LGAs—also leads to construction 

delays. The question is undoubtedly practically relevant. The 

paper can be used by local and foreign contractors as a source of 

knowledge to understand the source of the construction delays in 

LGAs. It is also of theoretical interest with reference to the 

principal–agency theory; specifically, the analysis of relationships 

between private contractors (agents), the client (i.e. the LGA; the 

principal) and central government. Causes of delay are analyzed 

from the client’s (LGA’s) viewpoint, and the inquiry covers both 

ex-ante and ex-post contracting processes. 

3.0 Methodology 

3.1 Participants 

 

This paper contributes to research on contract management in 

LGAs in Tanzania. The study was conducted in two regions: 

Dodoma and Kigoma. Data were collected from eight district 

councils: Kongwa, Kondoa, and Chemba for the Dodoma Region, 

and Buhigwe, Uvinza, Kasulu, Kakonko, and Kibondo for the 

Kigoma Region. 

Both the regions and the LGAs (principals) were purposively 

selected, specifically on the basis of their similarity with one 
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another. They are all included in a five-year project that has as its 

aim the enhancement of the procurement capacity of LGAs in 

Tanzania. Furthermore, they are believed to be operating in 

similar environments, the actors in construction procurement 

share similar experiences of managing contracts, and they all 

adhere to the same legal instruments, including the Public 

Procurement Act of 2011 (URT, 2011) and associated Regulations 

(URT, 2013), financial regulations and memoranda (URT, 2009), 

and the Local Authorities Tender Boards (Establishment and 

Proceedings) Regulations (URT, 2014).  

The agents (i.e. the contractors and consultants) were sourced 

mainly from local construction firms operating in similar 

environments; for instance, from financiers of projects, mainly the 

central government of Tanzania or donor-funded projects. It was 

anticipated that the results would show minimal variance, and that 

the findings with regard to the LGAs would to be almost identical 

and thus any inferences therefrom could be generalized. 

3.2 Focus Groups  

 

Eight focus groups were used, one from each District Council (i.e. 

LGA). Each focus group comprised eight members of the District 

Council management team; namely, district legal, engineering, 

procurement, secondary education, health, planning, agriculture, 

and auditing officers. Focus groups were able to comment on one 

another’s responses and also to provide feedback (Krueger & 

Casey, 2000; Love et al., 2008; Patton, 2002), which would not 

have been possible using multiple or single case interviews (Yin, 

2014). 
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A summary of their discussion was presented by each focus 

group’s leader, often the district engineer or the head of the 

procurement management unit. The purpose of presenting the 

summary was to validate the results of the discussion before these 

were taken as its final output. Such validation of group discussion 

results is one of the methods used in action research, an approach 

that was partly used, following AlSahaimi et al. (2013), because it 

might assist in addressing policy problems related to construction 

delays. A district’s engineer and its head of the procurement 

management unit are the main actors in managing construction 

contracts, specifically in a supervisory role on behalf of the 

principal.  

3.3 Secondary Sources 

 

Some information that was mentioned in focus groups was 

validated through reference to secondary sources, including 

annual procurement plans, tender files, and construction contract 

management files. 

 

3.4 Research Questions 

 

The research questions mainly focused on water supply, irrigation 

schemes, and building and road construction works. Questions 

covered data regarding a contract’s start date, completion date, 

main contractors, consultant, project name, supervisor from the 

principal’s side, any decentralisation problems leading to delays, 

consequences of these problems, and how they could be avoided 

and the relationship improved among principals and agents. 
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3.5 Data Analysis 

 

The framework for analysis was focused on ex-ante and post-ante 

contracting delays for both principal and agents. The researcher 

produced transcripts of focus group discussions, which were later 

validated by summary presentations made by the head of each 

focus group. Two main themes emerged in the focus group 

discussions, primarily concerning the effect of decentralisation in 

ex-ante and ex-post contracting. Under each theme, subthemes 

related to construction procurement processes and causes for 

delays were also assessed.  

 

3.6 Measurements 

 

Levels of decentralisation were measured qualitatively. The 

categorization “devolution” was used where there was a greater 

degree of autonomy of the LGA over the procurement of 

construction process, while “deconcentration” was applied where 

there was less autonomy (i.e. autonomy was retained and 

authority exercised through hierarchical channels) (Scheneider, 

2003). 

 

3.7 Results and Discussion 

3.8 Ex-Ante Contracting 

 

Ex ante contracting refers to all procurement activities that lead 

contracting.  

 

Procurement Planning 

“Procurement planning” is function of a procuring entity (URT, 

2011), and the results of this study established that some of the 
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larger construction projects are planned by the central government 

in Tanzania. Supervision of these projects is later transferred to 

the LGAs for administration without knowledge of the detail of 

the contract provisions and other important information. 

Consequently, construction delays occur due to a high hierarchy 

of information and a corresponding number of consultations 

needed to manage such projects. On the other hand, members of 

the focus groups in all LGAs agreed that those construction 

projects that are planned by the LGAs lack funding as they 

depend on local sources of capital.  

 

Thus, autonomy and authority over procurement planning is low 

in large procurement projects which, in turn, cause construction 

delays. Local sources of funding depend on the nature of 

economic activities of the LGA, with some having access to quite 

a substantial amount. However, self-interest among actors means 

that contract management does not work successfully. Most of the 

group members agreed that local funding was lacking in the 

LGAs, leading to construction delays for those projects that 

depend on these local sources of funding. 

Contract Types 

It was found that all consultancy contracts for Phase I of the 

WSDP were time based (see Tables 1 and 2). Also, these contracts 

were signed by the Ministry of Finance instead of the LGAs. 

Owing to delays in the construction of the water projects, 

consultancy contracts expired before construction was completed. 

The LGAs could not afford to extend these contracts and so there 

was a delay in implementing the projects because of a lack of 

contract supervisors who lacked internal expertise. Performance-

based contracts might have been more useful; in that expiry of 
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consultancy contracts would not affect performance or relate to 

the delays by contractors or clients. 

Moreover, the supervision of these projects was further 

complicated by the fact that the LGAs were not involved in the 

selection and management of the contracts from the very 

beginning. Also, when the contracts expired, the LGAs could not 

afford the costs of retaining the consultants. It is therefore inferred 

that a higher degree of autonomy in decentralisation should be 

seen as beneficial, with the LGAs participating fully in the 

process of planning and, hence, able to provide close supervision 

in order to avoid delays. However, the LGAs are currently not 

fully supported in term of capacity building. 
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Table 1: Construction projects for Kigoma LGAs: construction delays 

 



Geraldine A. Rashel/Uongozi Journal of Management and Development Dynamics Vol. 27(1) (2016) 115 - 151 

131 

 

 



Geraldine A. Rashel/Uongozi Journal of Management and Development Dynamics Vol. 27(1) (2016) 115 - 151 

132 

 

Source: Field data, 2016.   
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Table 2: Construction projects for Dodoma LGAs: construction delays 

 
Source: Field data, 2016  
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Drawings and Designs  

There were found to be problems with engineering drawings and 

designs in the implementation of construction projects that 

resulted in delays. For example, the Ministry of Finance 

contracted a consultant for the preparation of drawings and the 

designing of the WSDP, and these drawings could not be 

interpreted by the supervisors who were left to manage the 

projects following the expiration of the time-based contracts of 

the consultants. Another example was given by the focus group of 

Kongwa District Council (in Dodoma) (see Table 2) in relation to 

one of its water-supply schemes financed by the World Bank. 

When implementing the regional WSDP, some codes for the 

Changwingwil Mkoka, and Ibwaga water schemes were 

referencing locations that are in different regions. One of the 

group members said:  

“We found out that locations which were named to be here 

in Kongwa were in Makambako, Iringa. Consultants who 

prepared the drawings entered into the contract with 

Ministry of Finance [the central government] on behalf of 

Kongwa District Council.”  

 

A similar issue was raised by the focus group of Kibondo District 

Council (in Kigoma). One member mentioned that drawings of 

the Kibondo Mjini-Mbanga road construction project, which were 

part of the tender documents, were poor (Table 1), and hence 

caused delays in the construction of the road. 

Delays caused by poor drawings are attributable to the agents, in 

this case the local or central government who should ensure that 

all drawings and designs are clearly interpretable by the 

contractor. The problem is mainly a result of the nature of 
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decentralisation whereby central government exercises more 

authority and allows less of a degree of autonomy than might 

reasonably be expected. To help to address the issue, LGAs could 

be supported with funding and human resources for planning in 

terms of designs and drawings. The problem, though, may also be 

related to bound rationality, or a lack of capacity or self-interest. 

These inferences echo those advanced by Pooe et al. (2015) and 

Tutu et al. (2010). 

Tender Documents and Contracts  

The Public Procurement Regulatory Authority drafts construction 

tender documents and LGA procurement management units are 

required to prepare them. The head of a procurement management 

unit is responsible for downloading and customizing them 

according to the LGA’s requirements. Legal officers review and 

advise on legal issues and the tender board approves the tender 

document’s usage, following careful scrutiny.  

However, this study found that delays were caused by poorly 

prepared tender documents that did not comply with existing 

public procurement guidelines, a conclusion that also featured in 

earlier research undertaken by Pooe et al. (2015). Kongwa District 

Council, for example, mentioned that poorly prepared tender 

documents have caused delays. This is unsurprising, as 

information as presented in a tender document forms part of an 

overall contractual obligation, and, if some elements are 

considered to be incorrect, this will inevitably cause 

implementation delays. It was also found that tendering 

documents for large procurement contracts were prepared by the 

parent ministry (i.e. central government), and, again, autonomy in 

tendering preparations seemed to be lessened for large 
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construction contracts. Finally, some specific conditions were the 

same in all LGAs, yet particular contract provisions could not be 

implemented due to the nature or location of an LGA, which, in 

turn, brought about further construction delays. 

Evaluation and Award  

Public procurement regulations require procuring entities to 

evaluate bids according to criteria known to bidders. Also, the 

accounting officer must appoint an evaluating committee with 

members having appropriate qualification and experience related 

to the submitted bids. LGAs evaluate all submitted bids. However, 

it was found that some evaluation committees had no experience 

in evaluating financial capability. An example is a routine 

maintenance project planned for the Nguruka-Mumbara along 

Nguruka town road (see Table 1) in Uvinza District Council. Bid 

evaluators assessed audited bank financial statements instead of 

the financial capabilities, such as liquidity ratios, of the bidder. 

Construction of this road was subsequently delayed due to 

problems connected to the poor financial capability of the 

contractor, which could have been minimised if the right bidder 

had been awarded the tender. To some extent, a higher degree of 

autonomy and authority of decentralised LGA procurement is not 

a factor for good performance in this instance, due to a lack of 

capacity among employees. Further, it may also be explained by 

human assumptions of the agency theory, and could be 

attributable to the bound rationality or self-interest of the agents 

(Eisenhardt, 1989). 
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Post-Qualification  

The procurement regulations include a section on the post-

qualification requirement of bidders to verify information 

provided in the bidding document, an action that most of the 

LGAs could not undertake due to the financial costs involved. In 

Chemba District Council, for instance, post qualification was not 

carried out, and an incompetent contractor who could not utilise 

staff as cited in the bidding document was awarded the contract 

(see Table 2). If the LGA had substantiated the information given 

in the bidding document, the resultant construction delay could 

have been avoided. As it happens, the adverse selection of an 

inappropriate contractor/agent (Moe, 1984) did result in 

construction delays in this case and in others. Additionally, the 

higher degree of autonomy and authority provided in the D by D 

policy has not worked well in this aspect because procurement 

processes and their operation need to be better funded for 

improved results. 

Client Signature  

In the present study, it was discovered that the Ministry of 

Finance (central government), instead of the District Councils 

(LGAs), signed all regional WSDP contracts (see Tables 1 and 2). 

Some District Councils had no idea of who had signed the 

contract on their behalf, and often went on to fail to manage the 

contract because they had no idea of who was involved. However, 

they are sometimes required to report on construction progress. It 

was found, for example, that construction of the Mgondogondo 

Irrigation Scheme in Kibondo District Council had been delayed 

in this way and that the contractor had ultimately abandoned the 

project (see Table 1). It is therefore inferred that levels of 

autonomy and authority in managing contracts can influence 
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construction contract management and hence bring about delays. 

The study’s results suggest that levels of autonomy and authority 

in managing contracts are yet to reach those advocated by the D 

by D policy. Some district councils in Kigoma managed contracts 

that were entered into by “mother” LGAs before the councils were 

separated into two district councils. In such cases, contracts 

entered into prior to these separations are managed by the same 

client, which can present problems in terms of following up and 

managing contractors. One member of the Buhigwe District 

Council focus group (see Table 1) observed:  

“Bulimanyi and Nyamugali villages’ water schemes were 

delayed because the contract was signed by Kasulu 

District Council, our mother district council. We were not 

able to form supervision teams, and, most of the time, we 

had to wait for the decisions of the client, i.e. Kasulu 

District Council, who is not a beneficiary of the projects. 

Self-interest prevailed in such circumstances.”  

 

Political Influence and Interference 

The Kongwa District Council focus group indicated that regional 

WSDP projects were implemented due to a ‘Big Results Now’ 

strategy. Nonetheless, there were problems related to funding. 

Similar observations were made in relation to the original 

Secondary Education Development Programme contracts, which 

were signed in 2012, but have yet to be completed. Final 

certificates for Ibwaga and Ndalibo secondary schools were yet to 

be paid at the time of the present research being undertaken. 

Although the government of Tanzania is now implementing 

decentralisation though its policy of D by D, political interference 

remains an issue in the procurement of large projects, particularly 
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with respect to the reduced autonomy and authority of the 

procurement organs involved, resulting in continued procurement 

delays. Political interference may also be explained in terms of the 

human assumptions put forward in principal–agency theory, 

specifically concerning the self-interest of those involved in 

decisions (i.e. central government executives).  

 

3.9 Ex-Post Contracting 

 

Ex-post contracting refers to all activities related to management 

of a contract 

 

Supervision of Construction Contracts  

The public procurement regulations require accounting officers to 

appoint supervisors for construction contracts. They are also 

required to determine when supervisors will submit progress 

reports to them. This study found that most construction projects 

are being supervised by district engineers, without their having 

been appointed by an accounting officer. It is undoubtedly 

difficult for district engineers alone to supervise all construction 

projects in their district. However, in the present research, 

engineers emphasised that construction supervision is part of their 

job description, and that no one can create and submit a project 

supervision report without their approval. Other procurement 

actors are hardly involved in construction supervision, and, as a 

result, they mostly complained about a lack of transparency in 

managing construction delays. These results are similar to those 

found by Rasheli (2016) that the procurement system, for both 

higher- and lower-level local authorities, was not transparent 

enough to ensure that it was effective and efficient. Whereas 

Temidayo and Olusey (2013) and Mukoruru and Iravo (2014) 
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found a lack of transparency in the ex-ante contracting process, 

the current results suggest a lack of transparency at the ex-post 

stage, caused by agents. There were also signs of self-interest, like 

those found by Tutu et al. (2010). The Kasulu and Kibondo focus 

groups acknowledged that there were signs of a lack of integrity 

and self-interest among supervisors of construction projects (see 

Table 1).  

As already noted, other actors in the procurement units are hardly 

involved at all. One group member noted:  

“Inspection teams are appointed as per the Financial 

Memorandum [URT, 2009]. The teams are rarely involved 

in managing construction projects, although we have 

supervision funds in most construction projects. This 

funding is for travel costs and other operations of the 

inspection teams.”  

 

Although the Public Procurement Act and its Regulations provide 

for construction supervision and the management of the inspection 

teams, there appear to be signs of self-interest among the actors as 

well as problems related to the governance of supervision teams 

on the agents’ side.  

The role of inspection teams was not well known across all of the 

district councils. For example, the head of the procurement 

management unit in Chemba stated:  

“There are misunderstandings between construction 

contract supervisors and the inspection teams. As a result, 

it has caused tension between the two organs and hence 

construction delays.”  
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The Local Government Financial Memorandum (URT, 2009) 

established inspection teams yet the procurement Regulations that 

were made by central government have not set out the roles of 

such teams. Decentralisation through D by D again has not 

worked well in this respect, as some sector leaders have not used 

effectively the authority and expected autonomy to govern 

procurement organs, to the extent that delays are still being caused 

in construction contracts. 

Payment Obligations 

Generally, construction projects are financed by sourced 

collections, funding from the central government/subventions for 

capital developments, or are donor funded, and the payment of 

contractors is one of the obligations of the client. In this study, it 

was found that construction delays were mainly caused by a 

agents’ failure to approve payment certificates on time (see Tables 

1 and 2). Late payment is often associated with a late transfer of 

funds from the central government or the financier of a 

construction project. Further, information asymmetry within 

public procurement chains was also seen to exist wherein some 

members in the local government believed they would be able to 

pay on time only to discover that the central government had not 

yet received the funding. Another issue identified was that of a 

lack of transparency in the payment process; for example, some 

payment documentation is treated as confidential in LGAs. The 

level of autonomy and authority in large projects procurement was 

lower than the expected, and this situation does not appear to 

support timely payments, in turn causing construction delays. 
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Managing Variations 

To add to the previous discussion regarding political interference, 

a focus group in Kongwa (see Table 1) stated that most of the 

variations in the regional WSDP projects were caused by 

interventions from LGA councilors, which may have implications 

for decentralisation as effected through D by D. It was contended 

that these councilors possessed a political self-interest prompting 

them to, for example, force some water points to be moved to 

their areas of administration.  

Variations cause delays manifested through schedule extension 

orders requested and additional project costs. It was found out that 

one of the district councils approved additional works worth USD 

126,660 contrary to the Public Procurement Regulations. This 

additional amount had not been budgeted for, and subsequently 

delayed the construction of the council’s fence (see Table 1). 

Mismanagement of variations such that demonstrated in this 

example may be attributable to the self-interests or the bound 

rationality of actors acting in the decentralised system. 

Managing Security: Performance Bonds 

It was found that managing security bonds in most construction 

projects in LGAs is a problem. In some cases, performance bonds 

had expired before a project was completed and there was little 

effort to have them renewed; in others, contracts had no 

provisions for submitting performance bonds. In one of the 

District Councils, a contractor removed construction equipment 

and almost abandoned the project, as the Council had not utilised 

the performance bond to justify the use of a different contractor, 

who could use the same fund for the routine maintenance of the 

road. Again, it is inferred that, although decentralisation is 
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expected at the level of D by D, there are some cases in which this 

is not attained due to problems of self-interest and bound 

rationality among the actors on the agent’s side. 

Lack of Capacity 

Most of the focus groups agreed that some agents/contractors 

experienced problems related to adverse selection of their staff, 

with some not able to attend during the construction phase. Self-

interest among agents was also considered to have caused 

construction delays, although, as discussed previously, the 

problem could have been solved by selecting a proper contractor 

through an appropriate evaluation process. As one of the members 

of the Chemba focus group discussion stated:  

“One of the reasons for the delay of road construction was 

due to contractor’s incompetence and lack of technical 

capacity; those who were mentioned in the tender 

document did not appear during construction phase. 

Contractors were selected by the central government 

procurement actors.”  

 

Although such a capacity problem seems to be ascribed to the 

agents, its incidence could have been minimised by the agent 

through the careful selection of suitable bidders, which, in turn, 

could improve the likelihood of the timely completion of the 

project and hence reduce procurement costs (Ohashi, 2009). 

Central government could be overburdened in managing LGAs’ 

procurement processes, which might explain the adverse selection 

of agents. D by D is expected to give considerable autonomy and 

authority to LGAs in managing contracts, including the capacity 

building of local contractors. However, the authorities and 
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agencies for managing public procurement are all set in the central 

government’s system, hence the evident difficulties in managing 

capacities of those working in the local governments. 

Nevertheless, such lack of capacity among agents causes delays. 

 

4.0 Conclusions 

 

There are mixed results presented in this paper. In a less 

decentralised procurement system, such as that achieved through 

decentralisation by deconcentration, decisions are highly 

structured according to guidance and regulations, which then 

influences the human resources, fiscal, and procurement decisions 

of LGAs. Such conditions have been shown to cause unnecessary 

construction delays. On the other hand, in a highly decentralised 

procurement system, agents have been observed to cause 

construction delays through adverse selection, self-interests, 

information asymmetry in the procurement cycle, and bound 

rationality.  

In general terms, principals create policies, laws, and regulations 

to minimise the human assumptions of principal–agency problems 

such as self-interest, bound rationality, and adverse selection. To 

this end, the government—the principal in this setting—has the 

Public Procurement Act and associated Regulations on which to 

draw, and to be used by both the central and local governments. 

That is, these regulations are based on the procurement principles 

with which both agents and those acting on behalf of the principal 

are supposed to comply when engaging in public procurement. 

Major reforms to public procurement systems in Tanzania began 

to be undertaken in early 2000, when the first Public Procurement 

Act and its Regulations came into in operation. Other reforms, 

such as amendments to the Public Procurement Act and its 
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Regulations in 2004 and 2011, have since been implemented with 

the intention of addressing ongoing issues of transparency, 

accountability, value for money, and ethics, as well as to ensure a 

professional workforce. Regulatory institutions such as the Public 

Procurement Regulatory Authority, the Government Procurement 

Services Agency, and the Public Procurement Appeals Authority 

alongside wider public procurement policies have been 

established to oversee procurement and safeguard public/agency 

interests therein. These reforms could support the decentralisation 

of LGAs through capacity building in respect of managing the 

procurement of large projects. 

The results found and discussed in this study were similar for all 

LGAs, due to the nature of local governments—that is, public 

procurement in local government is regulated by the Public 

Procurement Act 2011 (URT, 2011) and subsidiary regulations 

(URT 2013, 2014). Likewise, decentralisation policy cuts across 

all LGAs. Hence, the findings of the present research could be 

generalized outside of the limits of this study.  

The question of why there are fewer cases of delays in central 

government than in the LGAs was at least partially answered by 

identifying that procurement contract management decisions for 

central government departments are made by their own 

procurement governing organs, such as an accounting officer or 

tender boards, with the result that planning and supervision 

problems are minimised. 

In conclusion, it seems reasonable to infer, from this study’s 

findings, that the level of decentralisation in LGAs influences the 

completion of construction projects. Future studies could further 
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investigate variables mentioned in the present research to quantify 

the most significant factor in principal–agency problems. 
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Abstract 

 

Shortages of human resource for health (HRH) has been a subject 

of concern not only in the developed world but also in Africa. 

There has been a number of explanations on why there are 

persistent shortages despite prevalence of various strategies to 

recruit, develop, allocate and reward staff. Obviously, all these 

strategies will work better if there are equally good strategies in 

place to retain those already employed and employees perceive 

them as good enough. By using qualitative and quantitative 

research data, the paper explores and examines employees’ 

perception of available motivational factors for staff attraction 

and retention in hospitals. It is observed that despite well 

intentioned government strategies to motivate staff they have 

potentials for attracting and retaining only a small portion of staff 

working in public hospitals. This raises alarm for more work to be 

done in this area. 

 

Keywords: Human Resource, Motivation, Retention, Health care 

_____________________________________________________ 
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Introduction  

 

Attraction and retention of employees is one of the challenges 

facing many public and private organisations. In USA, 

organisations spent 200 billion USD in recruiting and replacing 

lost health professionals annually while in Asia, the turnover rate 

was 14 to 16% per year (Samwel, 2008). In the United Kingdom, 

the turnover rate was estimated to reach 29% by 2020 (Sellgreen 

& Ekvall, 2007). Since 2000, about 16,000 nurses from African 

countries registered to work in the UK alone (GCISM, 2010) 

while more than 20,000 HRH were migrating every year from 

African countries to the UK and USA (Sikika, 2014). As a result, 

38 African countries do not meet the WHO standards of 20 

physician and 100 nurses to attend 100,000 people (WB, 2013).  

 

In Tanzania, it is estimated that HRH turnover is around 300 per 

annum (AHSR, 2010) and there is no more recent record in 

Tanzania to suggest that the record has significantly changed. So, 

while some countries and organisations are able to attract more 

than others, others loose more than they are able to recruit. The 

mainstream literature has unearthed multitudes of motivational 

strategies adopted by countries and organisations to attract and 

retain staff. However, the bottom line is whether such employees 

perceive the strategies as being good enough to motivate them. By 

using both quantitative and qualitative data from selected public 

hospitals, the paper explores and examines employees perception 

of the extent to which strategies to motivate staff have potentials 

for attraction and retention of human resource for health. It starts 

with the literature review followed by methodology, discussions, 

conclusions and policy implications. 
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 Theoretical perspective 

 

Osteraker (1999) has examined mental, social and physical factors 

that may explain why employees may be motivated to take certain 

jobs, join certain organisations than others and enjoy working for 

a reasonable time. The mental factors include work characteristics 

whereby employees’ can have flexible preference for working by 

using their knowledge and see the results of their efforts.  

Employees can have more freedom in performing their job and 

see the rewards of their mental effort, the social dimension 

consists of the contacts that the employees have with other people, 

both internal and external. Positive internal social contacts are 

expected to smooth the working environment for employees to 

stay in the organisation. Likewise, external social contacts may 

have positive impact if they discourage an employee from 

changing the job and the organisation. Finally, physical factors 

have to do with equipment and health facilities. The more the 

availability of physical working environment and facilities, the 

more employees will be attracted to join and the less the 

temptation to leave. 

However, Walker (2001), Kehr (2004) and Hytter (2007) have 

agreed on seven factors some of which support and compliment 

the above dimensions to enhance employee attraction, motivation 

and retention. These include: compensation and appreciation of 

the performed work, provision of challenging work, chances to be 

promoted and to learn, invitational atmosphere within the 

organisation and positive relations with colleagues. It may also 

include health balance between the professional and personal life 

as well as good communication among health workers within an 

organisation.   
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More so, are a set of workplace regulations and practices that 

might be taken as inviting employees engagement. Such 

regulations include those which deal with provision of 

accommodation to an employee.  While Kehr (2004) divided the 

motivation factors into three variables: power, achievement and 

affiliation, on his part, Hytter (2007) found that factors such as 

personal premises of loyalty, trust, commitment, identification and 

attachment with the organisation have a direct influence on 

employees motivation and retention.   

 

Motivation has as well been associated with what is realised by 

employees at work place and other personal factors. For example, 

issues of performance rewards, leadership style, career 

opportunities, training and development, physical working 

conditions, and the balance between professional and personal life 

are to do with prospects employees have in their career 

development (Pritchard, 2007), which counts not only in 

motivation but also retention. In some ways this view is also 

complimented by Kyndt et al. (2009) who observes that level of 

education, seniority, self-perceived leadership skills, learning 

attitude, appreciation, stimulation, and pressure of work are of 

great relevance in employees retention. These influencing factors 

can be effectively managed through a number of strategies to 

improve motivation and retention in public hospitals in any 

country.  

 

Public hospital system in Tanzania 

 

According to MOHSW (Country profile of 2013), health system 

in Tanzania, especially the government referral system, has a 

pyramidal structure, that is, starting from village health services 
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and dispensaries to consultant/specialist hospitals at national level. 

Figure 1 shows the organisation of health facilities by type and 

ownership for proper delivery of health service in public health 

hospitals. Following this hospitals hierarchy, the aim of the 

government is to deliver health services close to the people (Jamie 

et al. 2015). To realise this aim, the government issued a national 

treatment guideline that specifies, what type of health services to 

be offered at a specific health facility and what cases should be 

referred to a next higher level of health facility. So, systematically 

that referral system is of a pyramidal shape. Patients are referred 

from a lower level unit to a higher level following skills that are 

required to address a problem at hand: Explanation of this 

hierarchy follows hereunder:-   

Village health services 
This is the lowest level of health care delivery in the country. It 

includes preventive services which can be provided at home and 

usually consists of two village health workers (HRH) chosen by 

the village government. After being chosen, they are given some 

basic training before they can start providing services. 

 

Dispensary services 
This is the second level of health services. A dispensary (D) caters 

for population between 6,000 and 10,000 people and supervises 

all the village health posts in its area. Basically, a dispensary is 

headed by a clinical officer, and it has a setup of two clinical 

officers, two nurses and one medical attendant (MOHSW, 2013). 

However, in practice, many dispensaries in Tanzania do not even 

have one qualified nurse, let alone a clinical officer. Most of them 

are run by unqualified medical practitioners (SOLIDER MED, 
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2011). This is due to unconducive working environment which 

demoralise most of the qualified ones to work in rural areas. 

 

Health centres services 
A health centre serves 50,000 people which is about the 

population of one administrative division knows as a ward. The 

services are headed by an assistant medical officer and include 24 

beds, inpatient services and can conduct minor surgeries. It is the 

first referral for dispensaries in catchment areas.  It constitutes a 

minimum of 24 and a maximum of 38 HRH in different cadre 

levels. Notably, the reviewed literature informs us that, most 

health centres in rural areas lack the required number of HRH 

compared to health centres situated in urban areas. Most of health 

centres in rural areas have less than 5 HRH and are headed by 

clinical officer instead of assistant medical officer. Unfortunately, 

some of health centres are headed by nurses (SIKIKA, 2010). 

 

District hospitals 
Normally, there is one public hospital for each district. For 

districts which do have a public hospital, a voluntary hospital is 

designated as a district hospital (DH) and gets subsidy from the 

government. A district hospital is headed by a medical officer and 

is assisted by the district health management team (CHMT). The 

CHMT constitutes a minimum number of 204 HRH and a 

maximum of 302 HRH. The district hospital is the referral 

hospital for health centres. Among other functions, district 

hospitals are responsible for coordinating preventive, curative, 

rehabilitative, supervision and promotion of health activities. 

According to various government reports, the said number of 
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HRH has never been maintained in district hospitals for various 

reasons, especially brain drain (MOHSW, 2013). 

 

Regional referral hospitals 

Basically, there is one Referral Region Hospital (RRH) for each 

region. Usually, this is a referral hospital for district hospital in 

the region and the last referral point at a region level. It is headed 

by Regional Medical Officer (RMO) assisted by the Regional 

Health Management Team (RHMT) that deals with the 

management of health services at a regional level. Like the district 

hospital, the RHMT coordinates and promotes health activities in 

the region. It manages beds ranging from 176 to 450, with nine or 

more wards (MOHSW, 2011).  A hospital constitutes a minimum 

number of 441 HRH and a maximum number 699 HRH, which 

involves; at least six specialists for internal medicine, paediatrics 

and child health, obstetrics and gynaecology surgery, psychiatry 

and public health. However, the reality on the ground is that most 

hospitals in Tanzania have less than 3 specialists. The good 

example is the regional referral hospitals in Lindi, Rukwa, 

Kigoma, Singida Mtwara and Shinyanga (SOLIDARMED Report, 

2011). Moreover, almost all regional referral hospitals lack some 

cadres of HRH, let alone the available number of HRH against the 

proposed number by the MOHSW (SIKIKA, 2011). 

 

National, consultant and specialist hospitals 
Muhimbili National Hospital is the only (MNH) national 

consultant hospital in the country, which constitute other wings 

such as Muhimbili or orthopaedic hospital and Ocean road cancer 

institute. Other specialist hospitals include; Milembe hospital 

(Psychiatry), Bugando, Kilimanjaro Christian Medical Centre 
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(KCMC) and Kibong’oto Hospital (Tuberculosis). These hospitals 

offer super specialist health services to outpatients and inpatients 

as well as training and research. The staffing level of these 

hospitals varies according to their size and capacity.  For stance, it 

ranges from 3,600 HRH at Muhimbili a national hospital, 1,153 

HRH at Mbeya consultant hospital, 1,557 HRH at Bugando 

hospital and 1,634 HRH at KCMC hospital. Despite the fact that 

these hospitals offer super specialist services, patients are usually 

referred abroad on government subsidy, especially for services 

which are not readily available in Tanzania (MOHSW, 2013). The 

next section gives a brief description of the methodology adopted 

to get data. 

 

Methodology 

 

Data on which the article is based were collected through cross 

sectional survey design which covered Dar es Salaam, Lindi and 

Mbeya regions. Probability and non-probability sampling 

techniques were used to get a sample of 278 respondents from the 

three regions. Interviews, questionnaires and documentary review 

were the main methods of data collection. Data were analysed by 

using descriptive statistics, content analysis and discourse.     

 

 

4. Results and Discussions 

Demographic and other Characteristics of Respondents 

 

A total of 278 interviews were conducted to health workers who 

work in public health facilities and 22 interviews were conducted 

to health workers who had left the public health sector. The 
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sample compositions were almost equally divided between sexes 

and people of different other characteristics as shown in Table 1
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Table 1: Demographic and other characteristics of the respondents (N: 278) 

Item  Number Percentage 
Gender   

Male  160 57.6 

Female 118 42.4 

Age    

18 – 25 18 6.5 

26 – 35 80 28.8 

36 – 45 82 29.5 

46 – 55 81 29.1 

56 above 17 6.1 

Education    

Primary education 15 5.4 

Secondary education 50 18.0 

Diploma 126 45.3 

First degree 65 23.4 

Master’s and above degree level 22 7.9 

 

Marital status 

  

Married 198 71.2 

Single 61 21.9 
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Item  Number Percentage 
Window/Divorced 19 6.8 

Position/ cadre   

Medical specialist 6 2.2 

Medical officer 48 17.3 

Clinical/Medical assistant 59 21.2 

Dentist 6 2.2 

Nurse officer 63 22.7 

Assistant nurse 58 20.9 

Other specialist/cadre 38 13.7 

Year of working experience   

4 Years 65 23.4 

5-15 years 103 37.1 

16-25 years 61 21.9 

26 years and above 49 17.6 

          Source:  Constructed from field data, 2014 
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Perceptions on motivational factors  

For a start, the following factors which are key in creating an 

enabling environment for staff motivation were used to explore 

and examine the extent to which employees perceive them as 

having strong potential to attract and retain staff. These are 

categorised into two major clusters of personal advancement and 

working conditions. The findings are as summarised in Table 2 

below: 
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Table 2: Perceptions on the various motivation strategies to motivate staff 
Motivation strategy 
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Personal advancement       

Good training and development opportunity 22(7.9) 81(29.1) 70(25.2) 81(29.1) 24(8.6) 

Recognition of employee training and 

achievement 

34(12.2) 69(24.8) 85(30.6) 74(26.6) 16(5.8) 

Promotion based on performance and 

competence 

50(18.0) 77(27.7) 83(29.9) 48(17.3) 20(7.2) 

Clear human resource development plan 38(13.7) 60(21.6) 113(40.6) 50(18.0) 17(6.1) 

 

Succession of leadership 

46(16.5) 55(19.8) 105(37.8) 57(20.5) 15(5.4) 

Improvement of working condition      

Up to date technology to perform 44(15.8) 76(27.3) 91(32.7) 48(17.3) 19(6.8) 

Enough and up to date working equipment 53(19.1) 78(28.1) 102(36.7) 27(9.7) 18(6.5) 

   Source:  Constructed from field data, 2014 
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Personal advancement 

On personal advancement, 75.5 % of employees were not 

convinced that promotion was based on performance while 74.1% 

were not satisfied with leadership succession plan and 62.3% felt 

that training and development was not good enough to motivate 

and even retain staff. Commenting on training one of the 

interviewees complained that: 

...At our place, it is the same people who are 

chosen for the same training, even more than five 

times. They are attending training for the sake of 

getting Per-diem not for capacity building. What is 

the value of training if the same people attend the 

same training every year? This is discouragement 

to health workers”  

 

Further, on salary packaging, supervisory and leadership styles, 

the results shows different perceptions as indicated in Table 3: 
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Table 3: Perceptions on Salary, supervision and leadership styles  

Employees retention 

strategy 
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Salary package 
     

Competitive salary package offered 54(19.4) 62(22.3) 109(39.2) 37(13.3) 16(5.8) 
Equal pay for work of comparable 

value 
69(24.8) 61(21.9) 107(38.5) 29(10.4) 12(4.3) 

Supervisory and leadership styles      
Allows participation in decision 

making 
59(21.2) 59(21.2 78(28.1) 61(21.9) 21(7.6) 

Objectivity of performance 

evaluation and feedback  
41(14.7) 56(20.1) 103(37.1) 62(22.3) 16(5.8) 

 

Source:  Constructed from field data, 2014 

 

Salary Package 

      

Competitive salary package and equal pay of comparable value of 

the job are one of the important motivators and hence why most 

people apply for jobs and even willing to be employed for 

lifetime. Data from Table 3 indicates that the majority, 80.9% and 

85.3% respectively, did not perceive salaries as fair. As such some 

claimed to be psychologically absent from their working station.  

Interview responses categorically supported the quantitative data 

where by one of the respondents from Mbeya in Vwawa district 

hospital desperately said that: 
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...Staying in this office doesn’t mean that I am 

satisfied with the government salary. It is not 

enough to cater for my basic needs; to pay for my 

children school fees and help my relatives. To 

attain these requirements, I have to do other jobs 

not related to medical field to subsidize my 

income. For me I am engaged in maize and coffee 

farming. ... I spend most of my time doing my 

business rather than the work I was employed for... 

 

Regarding supervisory and leadership style the data indicate that 

on participation in decision making, 28.5 of respondents thought 

the strategy was effective while 71.5% thought it was ineffective. 

This implies that the majority of respondents are not satisfied with 

participative decision making practices as a strategy in public 

health sector. Moreover, 28.1% of respondents believed that 

objectivity on performance evaluation was an effective strategy 

for retention. This data leaves the majority (71.9%) of the 

respondents dissatisfied.   

 Salary and Fringe Benefits 

One of the problems which the government of Tanzania 

discovered to have affected performance in the public service 

including the health sector was the issue of salary and other fringe 

benefits.  

The results from the survey indicated that 54 (19%) respondents 

disclosed that competitive salary package is important in 

explaining retention. However, it does not mean that all surveyed 

HRH were satisfied with the current salary package and fringe 

benefits offered by the government. This is because more than 80 
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percent of respondents were against this view. From the field 

visits, it was observed that only specialists were relatively 

satisfied with the salary packages offered by the government. One 

respondent from Vwawa district hospital in Mbeya had this to say: 

...Staying in this office does not mean that I am satisfied 

with the government salaries. It is not enough to cater for 

my basic needs, pay for my children’s school fees and help 

my relatives. To attain these requirements, I have to do 

other jobs not related to medical field so as to subsidize 

my income. For me I am engaged in maize and coffee 

agriculture. Therefore, I spend most of my time doing my 

businesses rather than the work I was employed for... 

 

This suggests that the strategy of using salary adjustment (SASE) 

has not helped to encourage HRH to stay in public hospitals. This 

can further be explained by lack of other fringe benefits like on 

call allowance, overtime allowance, extra-duty allowances, risk 

allowance and the like. 

There were also some complaints related to the issue of equal pay 

for work of comparable value and fairness. Interviews with 

doctors and nurses revealed that there was no fairness in salary 

structures for employees of different cadres in the government. 

The medical practitioners felt that they were not adequately 

remunerated compared to other government employees. They 

regard their profession as subjected to higher level risks than other 

staff, especially those working with financial institutions like the 

Bank of Tanzania and Tanzania Revenue Authority. One of the 

interviewees had this to say: 
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...Is there any fairness for a person working with 

TRA to be paid five million per month compared to 

a medical doctor who is paid less than three 

million per month regardless of the risk involved in 

the job?” This is unfair and it discourages us from 

continuing working with the government... 

 

Such grievances indicate that medical staff are dissatisfied with 

pay packages. As such, it is not only about the amount paid, but it 

is about fairness and how the available national cake is shared to 

avoid employees’ truancy.  

Leadership and management 

Public health reforms programmes of 2000s established that 

improved leadership and management of public hospitals would 

improve health service provision. Leadership and management 

have been conceptualized to mean showing interest and concern 

for the hospital staff, knowing their expectations, giving them 

roles that correspond with their capability and provide positive 

feedback and recognition. 

Data in Table 3 shows dissatisfaction while data from interviews 

on the state of leadership in most hospitals and health centres 

show mixed feelings. Most interviewees were pessimistic about 

their leadership. Thus, poor leadership seemed to contribute much 

on their grievances. One of respondents from Mingoyo dispensary 

in Lindi had this to say: 

...We are here as if we are orphans, leaders do not 

listen to our genuine demands and concerns, 

especially rights of health workers. Our leaders 

are mere agents of oppressors (government), we 
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are denied of our rights, such that the action of our 

leaders frustrates us to the extent of hating them... 

 

The reported complaints imply that, if the leadership acts in a 

manner that discourages employees, it leads to dissatisfaction 

because they feel that they are not given due value. Under these 

circumstances, staff will have higher propensity to leave the 

organisation than stay. Therefore, reforms requirement to enhance 

leadership and management in terms of being accountable, results 

oriented and participation of staff in decision making seem to be 

impracticable in public hospitals.  

To conclude this section, effectiveness of government strategies to 

retain employees seemed to be questionable. Personnel 

advancement, working condition, salary and fridge benefits, and 

issues of leadership and management of hospitals seemed 

inadequate to warrant retention of employees. One of the major 

lessons that may be drawn from the field is that, most HRH in 

public hospitals are physically present at workplaces but not 

psychologically present 

 

Working conditions 

Regarding improved working environment as a strategy to 

motivate staff, data indicate that 75.9% considered it as 

ineffective while 83.8% felt that working equipment was not part 

of good motivation. One of the interviewees had the following to 

say on equipment; 

 

...It is difficult to attend emergency cases related to women 

labour at our dispensary because we do not have delivery 

equipment and special delivery room, but we usually take 
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the risk of attending them, because we cannot let them die 

under pretext of not having equipment... 

 

It was observed that equipment was readily available at referral 

and district hospitals only. The situation in dispensaries and health 

centres was pathetic. For example, in Kilwa dispensary there were 

no gloves, chairs, delivery equipment and uniforms. One 

respondent in Kilwa dispensary said that: 

...It is difficult to attend emergency cases related 

to labour at our dispensary because we do not 

have delivery equipment and a special delivery 

room, but we usually take the risk of attending 

them, because we cannot let them die under 

pretext of not having equipment... 
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Figure1: Expecting mothers at Muhimbili national hospital 

Source: Picture taken from Muhimbili national hospital 

Figure 1 shows expectant mothers sharing beds and some sleeping 

on the floor at Muhimbili national hospital.  More or less the same 

environment was observed in hospitals, health centres and 

dispensaries where patients, especially expectant mothers were 

required to carry or buy delivery equipment. That was only 

possible for those who were financially capable of buying such 

equipment. In one of the health centres in Mbeya one expectant 

mother passed away because of delay to provide services mainly 

due to lack of delivery kit. Nurses were cautious about HIV/ 
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AIDS scourge as statistics indicated that more than 40 percent of 

expecting mothers in the area were infected. 

The situation reveals hazardous working environment for HRH in 

Tanzania. It also implies that doctors and nurses are working in 

unsecured environment, which ultimately discourage them from 

staying. Perception of insecurity due to lack of equipment may 

prompt staff to leave the organisation as cautioned by Phillips and 

Connell, (2003). Respondents emphasised on the work 

environment as one of the key factors for better service provision, 

especially in Lindi. Findings from this study concur with those 

from a study by Munga and colleagues, (2013), pointed out that 

secured working environment proper working gears are key factor 

for HRH retention at a place of work. On the same issue, one of 

the medical officers at Kilwa District hospital lamented that; 

...We are overburdened, no.... not with my medical 

practice ... there are hardly about 150 – 200 

patients in this hospital daily, Still we are 

performing without adequate supplies and 

equipment, It is a terrible working environment, I 

Sometimes I work for more than 12 hours per day, 

because I cannot leave the patients in queue and 

close the office as you see them now!!  All of them 

are waiting for my service, I am tired my 

brother... 
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The comments show that HRH are highly concerned about their 

working environment.  As a result, the situation affects not only 

service delivery but also attraction of new job seekers and 

retention. 

Figure 2: patient waiting for laboratory service in Kilwa district 

hospital 

Source: Picture taken from Kilwa district hospital 

Furthermore, equipment and tools used at the hospital were very 

old. Only 67(24%) respondents thought that there was requisite 

technology. The highest indication is that, technology used, 
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especially in health centres and dispensaries in all three regions 

were very poor and outdated. Laboratories were not found to be 

computerized; only a few diagnostic tests for malaria, as well as 

diarrhoea together with urine and stool tests could be conducted. 

The doctors in such situation used their intuition to diagnose some 

diseases due to absence of up to-date laboratory equipment to test 

diseases. Thus, even simple cases would be referred to regional 

and district hospitals. Lack of modern technology dilutes the 

essence of public health reforms, which aimed at providing health 

services close to people. For example, one of the laboratory 

technicians in Mlowo dispensary in Mbeya complained that: 

...As a Laboratory technician, I learnt to test and 

examine various patients’ samples, but due to lack 

of up-to-date equipment, unreliable electricity and 

test regards, I am sometimes forced to guess, a 

pattern that makes the test results unreliable... 

 

The implication is that, if  an employee feels that he/she cannot 

use his/her knowledge, skill and abilities due to lack of up-to-date 

technology he or she ends up being stressed and ultimately quit 

from his/her job.  

 

Discussions 

 

The findings indicate that the Government of the United Republic 

of Tanzania has overtime been devising different strategies for 

retaining health workers in public hospitals.  Beginning with the 

public health reform programmes of 2000 to present all strategies 

aimed at improving health provisions to achieve the Millennium 

Development Goals (URT, 2000). The major objective was to 
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improve health services by making sure that public hospitals have 

enough and qualified human resources. It entailed increasing and 

retaining adequate number of medical doctors, specialists and 

nurses. These interventions by the government were charted as a 

result of poor service delivery in public hospitals (URT, 2000). As 

such, person advancement, improved working conditions, 

improved salary package, fringe benefit, improved management 

and leadership were major strategies used by the government to 

enhance retention of HRH in Tanzanian public hospital.  

 

For more than a decade down road of reform efforts, still there is 

no desirable enabling environment for staff motivation, 

performance and retention. As noted earlier; for example much as 

in principle training aims at capacity building than any other thing 

else, it was thought to be a way of getting per diems. One may 

argue that training is not based on proper human resource 

development plans because the visited regions depended on ad-

hoc training which benefit few members of staff without regard to 

performance requirements. This observation rhymes with Sikika’s 

(2013) observations that training is not taken as a capacity 

building tool, rather it is taken for granted by those who are 

usually after per diem and allowances. The strategy is not 

properly implemented which result into discouragement and thus 

does not help to improve health service delivery in terms of 

capacity building for human resources for health sector. At most 

for the majority who do not benefit frequently it creates tensions, 

divisions and grievances.   

 

Regarding staff promotion in public service and particularly in 

public hospitals, the situation appear to be equally undesirable. 

This has inadvertently contradicted the Public Service 
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Management and Employment Policy of 1998/99 which requires 

employers to promote their staff based on merit and performance. 

The possible explanation of this could be that most public 

hospitals have no proper and systematic system of performance 

management which would be linked to staff performance and 

promotion. This situation demotivates staff and in fact they do not 

feel like staying in the public service sector because there is no 

career advancement. In this situation, one would argue that if 

human resource development plan is not clearly stated, there will 

be no clear promotion lines, capacity development and indeed 

succession plan will be poor. These misalignments of plans 

discourage human resource for health sector to remain in public 

hospitals because career growth in the organisation cannot be 

realised as suggested by Dockel (2003) and Ng’ethe et al. (2012). 

 

With respect to working conditions, issues like working 

equipment, improved technology, office space and housing 

facilities surfaced during the study in the three regions visited. 

Our findings indicate that more than half of respondents lack 

adequate working equipment. Unlike dispensaries and health 

centres, the research observation indicated that equipment are 

readily available at referral and district hospital only. This 

perception of insecurity due to lack of equipment may prompt 

staff to leave the organisation as cautioned by Phillips and 

Connell (2003). This finding concurs with other studies in 

Tanzania which show lack of equipment in health facilities 

(Penfold et al., 2013). Furthermore, delivery services have been 

found to be a problem in health facilities at the reception because 

of no delivery equipment (Penfold et al., 2013, Dogba, 2009). 

Lack of equipment is very much involved and affects health 

worker performance. As a result, this situation affects service 



Hassanal Issaya & Josephat S. Itika /Uongozi Journal of Management and Development 

Dynamics Vol. 27(1) (2016) 152 - 186 

178 

 

delivery, working environment and retention of human resource to 

health sector. Perception of insecurity due to lack of equipment 

may prompt staff to leave the organisation as cautioned by 

Phillips and Connell, (2003). Data also concur with those from a 

study by Munga and colleagues, (2013) which pointed out that 

secured working environment proper working gears are key factor 

for HRH retention at a place of work. As well advised by Sinha 

(2013) employers and policy makers should put more effort on 

improving working condition because stressful working condition 

is a key factor which causes higher dissatisfaction to many 

employees in organisation and this prompts employees to go slow 

or quit the organisation. This argument is supported by numerous 

studies which show that dissatisfied employees ar nbbbbbbbbbbe 

more likely to quit the jobs physically or psychologically.  

(Michael and Chipunza 2009; Sikika 2010; Baghael 2011). 

 

Regarding the salary and other financial rewards, the data reveal 

that more than 70% of respondents were of the view that salary is 

not a motivating factor. Salary as a strategy for enhancing 

retention has appeared to be effective among medical specialists 

as compared to other cadres in public hospitals. Therefore, it can 

be argued that performance in public hospitals in Tanzania has 

been affected by low salary and inadequate fringe benefits. 

Although some writers like Baghaei (2011) would argue that 

salary is not the only factor, he agrees that good pay plays a 

significant role in influencing job satisfaction, thus encourages 

retention. In due regard, the introduced strategy of using salary 

adjustment (SASE) has not helped to encourage HRH to stay in 

public hospitals. This can further be explained by lack of other 

fringe benefits like on call allowance, overtime allowance and 

extra-duty allowances, risk allowance.  
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Furthermore, issues of equal pay for work of comparable value 

and fairness are important.  Doctors and nurses thought that there 

was no fairness in salary structures for people of different cadres 

in the government. Such grievances indicate that medical staff are 

dissatisfied with pay packages. As such, it is not the question of 

the amount paid, but it is about fairness and how the available 

national cake is shared to avoid employees’ truancy. As observed 

by Asnake, (2007) employees are satisfied when pay systems are 

fair to all workers that are based on individual skill level, job 

demand as well as job weight and market value. Contrary to 

argument raised by Asnake  (2007), the available literature claim 

that many organisations raise pay based on experience and skill 

levels. This traditional way of pay increment has created more 

frustration and cynicism to workers. According to employees, this 

is not a significant pay raise, because as argued by Sinha (2013) it 

only benefits leaders and managers who are richly rewarded. 

 

 Other important strategy for enhancing motivation and retention 

in public hospitals was leadership and management practices. It 

was observed that poor leadership was a stumbling block to 

enhance retention in public hospitals. Grievances regarding poor 

leadership dominated various encounters during data collection. 

The the implication is that poor leadership greatly discouraged 

employees and thus it was among the major factors for not only 

inadequate motivation but also retention. In this regard, human 

resource for health who felt not valued have highest propensity to 

leave the organisation (see also Raymond et al, 2009; Dockel, 

2003 and Lyn, et al., 2005). Participation of staff in decision 

making seems to be impracticable in public hospitals and adds salt 

to the wound.   

 



Hassanal Issaya & Josephat S. Itika /Uongozi Journal of Management and Development 

Dynamics Vol. 27(1) (2016) 152 - 186 

180 

 

Conclusion 

 

Two main conclusions are deduced from data and discussions 

made. The first one is that much as the government and hospital 

management aspire to attract and retain staff through a number of 

strategies around motivation, employees perceptions are by large 

negative. Although the article does not consider the impact of low 

morale on employee performance, certainly patients concerns 

raised through other literature reflect high levels of low staff 

morale and ineffectiveness. Secondly, much as the above 

strategies are aimed to among others create an enabling 

environment for attraction of more staff to join medical profession 

and be willing to work in public hospitals as permanent and 

pensionable staff, constant hunt for greener pastures and 

moonlighting is the order of the day and there are no indications 

that the trend will reverse in the near future. In fact, most new job 

seekers are employed by public hospitals not because of choice 

but indeed as last resort. The major challenge still is the extent to 

which the government can create a better enabling environment 

for staff working as medical personnel given limited resources. 

Certainly, there are areas which can be addressed with very 

limited or no money at all but with significant impact on staff 

motivation. These include personal advancement, fair staff 

treatment, good work relations and more participatory approaches 

in the management of hospitals which have already been 

discussed at length. This can be in partnership with local 

authorities and private sector in a win-win situation framework.  
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