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ABSTRACT 

Employee retention is a concern for organizations in this competitive job market 

because there are a great number of employment opportunities for talented 

professionals, the higher skilled the employees, the greater the demand for their 

services. In order to retain the best talents, strategies aimed at satisfying employee’s 

needs are implemented, the problem remains on how great is the effect of each 

strategy having toward overall employee’s retention. The primary aim of this study 

was to assess the factors that most significantly influence employee retention in 

public organizations in Tanzania, by using Mwanza Regional Secretariat as a case 

study. The sample size of forty employees, involving top, middle and lower level 

employees were the respondents in this study.  

The results of the study shows that job security, training opportunities, salary 

amounts, working environments, participative decision making, availability of 

allowances, relationships at work place, retirement benefits plans and promotion 

opportunities are some of the factors that basically influence employee retention at 

Mwanza Regional secretariat. The difference come from the implementation, those 

implemented as required like job security and retirement benefits plans their 

influence on retention is positive and those poorly implemented they act as a limit to 

employee retention efforts, which results to labour turnover, transfer of employees, 

low working moral and partial fulfilment of the organisation objectives. The solution 

to retention problems at the secretariat is to put more emphasis on financial 

incentives like increasing employee’s salary because according to the findings the 

respondents value them more than non financial incentives. 

The findings of this study can be used by organizations to develop policies, practices, 

and strategies that would enable higher levels of employee retention and create 

greater efficiencies in meeting strategic objectives in the public sector, mainly at 

Mwanza Regional Secretariat. 
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CHAPTER ONE 

INTRODUCTION 

1.0. Introduction 

Employee retention is a process in which the employees are encouraged to remain 

with the organization for the maximum period of time. Every organization invests 

time and money to groom a new employee, make him a corporate ready material and 

bring him at par with the existing employees. The organization is completely at a loss 

when the employees leave their job once they are fully trained. Employee retention 

takes into account the various measures taken so that an individual stays in an 

organization for the maximum period of time. One of the main reasons behind 

employee’s turnover is due to lack of job-satisfaction (Robbins, 1996). Therefore, it 

is essential for organization managers to invest their time in dealing with employee 

dissatisfaction.  

The government is a group of people that governs a community or unity. It sets and 

administers public policy and exercises executive, political and sovereign power 

through customs, institutions and laws within a state {businessdictionary.com}.The 

public sector is usually composed of organizations that are owned and operated by 

the government. It is the part of the government that deals with production, 

ownership, provision, delivery and allocation of goods and services by and for the 

government or its citizens, whether national, regional, municipal or local. In that 

regard, the government need competent human resources in order to deliver 

competitive services to the people. Therefore, it is imperative to retain valuable 

human resources for effective and efficient performance of any organization whether 

public or private.  

1.1. Background of the Study 

Employee retention matters started to emerge in 1970’s and 1980’s after the 

relationship between employers and employees became intricate that need a 

conducive working environment for employees as long as employer shall need his or 

her service and employer economic condition will allow, otherwise employee will be 
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willing to stop the employment relationship with the employer voluntarily. 

According to Accenture (2001) study on high performance issue find that 

organization strategy regarding employee retention primarily start from US, Europe, 

and Asia. Later in 1990’s the effect of labour movement took place that the employer 

start feeling the effect of labour turnover which change negatively on job 

performance as the result organization productivity dramatically dropped and there 

organizations including the government of Tanzania started to develop employee 

retention strategies and put effort to make them successful.  

Employees today are different. They are not the ones who don’t have good 

opportunities in hand. As soon as they feel dissatisfied with the current employer or 

the job, they switch over to the next job. According to an article in Knowledge 

Management Review by Young (2006), companies are faced with people leaving to 

join other companies. The average worker is changing jobs ten times between ages of 

18 and 37 continuously. Young says that one answer to this issue is to believe that 

you can purchase knowledge to replace what you are losing. Another article in 

Industrial Distribution by McCrea (2001) says that employees today change jobs 

frequently and do not have the company loyalty that existed 30 years ago when your 

valued employees were hired. The article, the battle for brainpower (2006), also 

states that loyalty to employers is fading. Thanks to downsizing, job security in 

return for commitment has been breaking down. It is the responsibility of the 

employer to retain their best employees. If they don’t, they would be left with no 

good employees.  

Despite the vast literature on employee turnover, which is aimed at identifying 

factors that cause employees to quit (Griffeth, et al 2000), much less is known about 

the factors that influence employees to stay. For example, Maertz and Campion 

(1998) noted “relatively less turnover research has focused specifically on how an 

employee decides to remain with an organization and what determines this 

attachment…retention processes should be studied along with quitting processes”. 

Steel et al (2002) added “the fact is often overlooked, but the reasons people stay are 

not always the same as the reasons people leave”. Therefore understanding the 

reasons why people stay is an important goal and blanket retention policies may be 
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disadvantageous and organizations would want to adopt particular strategies that 

contribute to the retention of their most valued employees.  

The ongoing problem of retaining employees is the result of a variety of factors, but 

to understand how to retain employees, one must first examine what motivates 

individuals within organizations. Most researchers (Bluedorn, 1982; Kalliath and 

Beck, 2001) have attempted to answer the question of what determines people's 

intention to quit or stay, unfortunately to-date, the findings are somehow different. 

However it is very important to make some effort to retain the talented employees 

and evaluate the effectiveness of those efforts from time to time. There have been 

deliberate efforts explicated in numerous employee policies, legal frameworks, 

directives, decrees and seculars, among others that indicate the government 

commitment to retain its employees.   But the experience has show that despite these 

government initiatives the retentions strategies have been in vain. There is for 

instance high rate of employee movement from one organization to another. This 

kind of experience creates an avenue for understanding the factors that shape these 

movements. That’s why this study intend to find out the exactly factors that influence 

employee retention in public organisations in Tanzania. 

1.2. Statement of the Problem 

Employees are the most valuable resource in any organization for that matter special 

treatment is required to retain them. Employee retention especially of the best and 

most desirable ones is a key challenge in organizations today. These valuable 

employees are very highly demanded by various organizations. In this regard 

deliberate and appropriate strategies are needed to make them loyal to organizations. 

Since each individual is different it is imperative to try to understand what motivates 

employee to work happily and effectively in order to ensure organizational 

prosperity.  

There is significant economic impact when an organization loses any of its critical 

employees especially given the knowledge that is lost with the employee’s departure. 

The impact of poor retention techniques on organizations often engenders far-
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reaching consequences and at the extreme, may imperil the efforts to attain 

organizational objectives, for that reason the organisational leaders must develop 

clear strategies for attracting and retaining good employees. (Holthom et al, 2005). 

The Tanzanian government has recognized the role of retaining employees by 

enacting employee and labour relations laws, policies and procedures which address 

number of issues including financial and non financial incentives as motivational 

strategies to keep employee movement from public organizations. These laws and 

policies have defined other employee benefits which are imperative in increasing 

employee working morale. However, having such policies and regulations within 

organizations has not stopped movement of employees from organizations. It is 

therefore imperative to try to understand why retaining employees today seem to be 

difficult. This problem is highly experienced by Mwanza Regional Secretariat. In 

order to bridge this gap, it is of essence to assess the strategies employed by this 

organization in order to uncover what explains ineffectiveness of retention strategies 

of the regional secretariat and the public sector in general. 

1.3. Objectives of the Study 

1.3.1. General objective  

The main objective of this study was to identify the factors influencing employee 

retention at Mwanza Regional secretariat 

1.3.2. Specific objectives  

1. To assess employee retention strategies employed by Mwanza Regional 

Secretariat.  

2. To explore employee retention strategies design and implementation at Mwanza 

Regional Secretariat  

3. To determine the effects of employee retention strategies at Mwanza Regional 

Secretariat  

4. To suggest solution for effective employee retention at Mwanza Regional 

Secretariat 
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1.4. Research Questions 

1. What are employee retention strategies and their problems experienced at Mwanza 

Regional Secretariat? 

2. How strategies for employee retention are designed and then implemented at the 

Secretariat?  

3. What are the effects of retention strategies at Mwanza Regional Secretariat?  

4. What is the solution for effective employee retention at Mwanza Regional 

Secretariat?  

1.5. Significance of the Study 

The study is intended to find out the factors influencing employee retention in public 

organisations. The findings will be useful for the public sector to realize if there is a 

need of coming up with new sufficient retention strategies/efforts. The study is also 

aimed to help the researcher to come up with useful recommendation for the public 

sector to be able to retain their employees. The study will help the researcher to meet 

the academic requirements of Mzumbe University for the award of the degree of 

Masters of Science in Human Resource Management. (Msc. HRM) 

1.6. Limitations of the Study 

Poor response from some of the respondents limited the study somehow; this is 

because of Tanzanian culture that people pay very little attention to research issues, 

to the extent that some refused to be interviewed or to take the questionnaires and 

some of those who take them, they did not answer as required and return them to the 

researcher on time. But over 80 percent of the response enabled the undertaking of 

this study. 

1.7. Delimitation of the Study 

The researcher used more time than planned so as to educate the interviewee on the 

importance of participating in studies especially this one, plus the use of informal 

discussions, observation and documentation sources so as to get required data. 
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1.8. Organisation of the Report 

This report constitute five chapters; Chapter one is Introduction, which consist of; 

background of the problem, statement of the problem, objectives of the study, 

research questions, significance of the study, limitation of the study and delimitation 

of the study, Chapter two contains Literature review, and it is divided in two parts; 

theoretical literature review and literature review from earlier studies. Chapter three 

is about Research methodology giving details of research design, organization to 

study, population of study, sampling procedures and sample size, data collection 

methods and data analysis methods. Chapter four is the presentation and discussion 

of the findings, and finally chapter five which is conclusion and recommendation. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0. Introduction 

This chapter reviews concepts that various authors and scholars have put forward in 

relation to employees retention. This view is intended to help the researcher to 

understand more the subject matter and will also help the readers to familiarize 

themselves with employee retention techniques. 

2.1. Theoretical literature review 

This study was guided by three theories; Herzberg two-factor theory, Maslow’s 

hierarchy of needs theory and Equity theory by Adams, for the reason there is strong 

relationship between these theories and employee retention.  

2.1.1 Hierarchy of Needs Theory 

This theory was introduced by Abraham Maslow, who saw the human needs in the 

form of hierarchy ascending from the lowest to the highest. The needs are;  

Physiological needs: These are the basic needs for sustaining human life such as 

food, water, warmth, shelter and sleep, at work place these are reflected in the needs 

for sufficient air and basic salary to guarantee employees survival, other needs will 

not arise unless this need is fulfilled  

Security or safety needs: These stands for the desire to be free of physical danger and 

fear of loss of job, property, or shelter. These relates to the employee needs for safe 

jobs, fringe benefits and job security. People want some assurance that the above 

needs will be met in their work places.  

Love or acceptance needs: This relates to the feeling of belonging. People feel that 

they need to be accepted by others. In an organisation setting these needs involve the 

desire for good relationships with co-workers, participation in a work group and a 

positive relationship with supervisors. 
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Esteem need: This is a need for power, achievement and status which is usually 

demonstrated when an employee is promoted to a managerial position and acquire a 

sense of control and recognition within an organization. 

Self-actualization: Can be easily described as a desire to become what one is capable 

of becoming, to maximize ones potential and to accomplish something. Maslow 

concluded that when one set of need is satisfied it cease to be a motivator. 

Each of the five tiers of Maslow’s hierarchy of needs relates to optimal retention 

strategy. Since Maslow’s introduction of his motivation model, organizations have 

been employing strategies attempting to stimulate each of the five humanitarian 

needs described above to optimize retention rates. When applied to the 

organizational model, meeting the self-actualization and esteem needs of an 

employee tend to correlate to better retention. Physiological, safety, and social needs 

are important as well, however, and must be addressed to better the work 

environment. While implementing a retention strategy is ideal, successful satisfying 

all five needs of employees is not only difficult, but also expensive. That being said, 

managers who attempt to maximize employee need coverage tend to be more 

concerned with employee satisfaction. 

2.1.2 Equity Theory 

Equity theory was first developed in 1963 by John S. Adams, who asserted that 

employees seek to maintain equity between the inputs that they bring to a job and the 

outcomes that they receive from it against the perceived inputs and outcomes of 

others (Adams, 1965). It is very important to apply equity theory if one wants to 

retain employees because, in belief that people value fair treatment in relation to the 

amount of work that has been assigned to them and this causes them to be motivated 

in maintaining relationships with their co-workers and the organization, as the 

structure of equity in the workplace is based on the ratio of inputs to outcomes.  

 

An individual will consider that he is treated fairly if he perceives the ratio of his 

inputs to his outcomes to be equivalent to those around him. The way people base 

their experience with satisfaction for their job is to make comparisons with 
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themselves to people they work with. If an employee notices that another person is 

getting more recognition and rewards for their contributions, even when both have 

done the same amount and quality of work, it would persuade the employee to be 

dissatisfied.  

This dissatisfaction would result in the employee feeling underappreciated and 

perhaps worthless. This is in direct contrast with the idea of equity theory, the idea is 

to have the rewards (outcomes) be directly related with the quality and quantity of 

the employees contributions (inputs). If both employees were perhaps rewarded the 

same, it would help the workforce realize that the organization is fair, observant, and 

appreciative. Employees who perceive themselves as being in an inequitable 

situation will seek to reduce the inequity either by distorting inputs and/or outcomes 

in their own minds by directly altering inputs and/or outputs, or by leaving the 

organization (Carrell and Dittrich 1978). 

2.1.3 Two-Factor Theory (Herzberg's motivation-hygiene theory) 

Frederick Herzberg proposed a two-factor theory in 1959 after he study the factors in 

the work environment that caused satisfaction and dissatisfaction among the workers, 

hundreds of workers were interviewed during the times when they were highly 

motivated to work and other times when they were dissatisfied and unmotivated at 

work. According to him there are some job factors that result in satisfaction while 

there are other job factors that prevent dissatisfaction. According to Herzberg, the 

opposite of “Satisfaction” is “No satisfaction” and the opposite of “Dissatisfaction” 

is “No Dissatisfaction” Herzberg classified these job factors into two categories; 

hygiene factors and motivation factors; 

Hygiene factors: These are those job factors which are essential for existence of 

motivation at workplace. They include Pay, Company and administrative policies, 

Fringe benefits, Physical Working conditions, Status, Interpersonal relations, Job 

Security, etc. Their existence creates an environment for doing work, but factors 

themselves cannot motivate people to work. Their absence can dissatisfy people but 

their presence per se cannot satisfy people. This means, these factors do not lead to 

positive satisfaction but if these factors are absent, then they lead to dissatisfaction.  
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Motivation factors:  These are based on an individual’s need for personal growth 

which consists of recognition, advancement, sense of achievement, growth and 

promotional opportunities, responsibility, meaningfulness of the work, etc. The 

presence of these factors in the job creates a motivating environment, but their 

absence does not cause dissatisfaction.  

Employees are not motivated by hygiene factors like salaries alone but there are 

various other factors other than the salary which can motivate employees. Therefore 

management should not depend only on hygiene factors but combine hygiene as well 

as motivations to retain an employee. The two-factor theory implies that the 

managers must stress upon guaranteeing the adequacy of the hygiene factors to avoid 

employee dissatisfaction. Also they must make sure that the work is stimulating and 

rewarding so that the employees are motivated to work and perform harder and 

better. The job must utilize the employee’s skills and competencies to the maximum 

and these will improve employee retention. 

The above theories share some similarities, in that they all recognize positive 

reinforcement and recognition as tools for creating a positive work environment, 

while denouncing the use of negative critiques of job performance. Each theory also 

concludes that individuals are motivated by a variety of factors that vary based on 

environmental and psychological needs of that individual. For that reason, each 

organization must recognize that what works to motivate one individual employee 

may not work to the other one. 

 

2.2. Retention Factors for Employees 

Studies suggests that retention strategies which effectively satisfy the needs of all 

employees consequently enhances the ability for companies to adapt more effectively 

to ongoing organizational change (Gale Group, 2006). In view of the large costs 

associated with employee turnover, even in a global economic downturn 

characterized by downsizing and layoffs, HR managers still need to work out HR 

practices that enable them to retain their talented employees (Steel et al, 2002). 

These practices are often bundled under the term “retention management”.  
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Retention management is defined as “the ability to hold onto those employees you 

want to keep, for longer than your competitors” (Johnson, 2000). Retention factors 

incorporating the needs and desires of employees at any age enhance levels of 

individual job satisfaction, loyalty, and commitment (Boomer Authority, 2009) 

2.2.1 Financial rewards or the provision of an attractive remuneration package is 

one of the most widely discussed retention factors, since they not only fulfil financial 

and material needs, but also have a social meaning, with the salary level providing an 

indication of the employee’s relative position of power and status within the 

organization. However, research shows that there is much inter-individual variability 

in the importance of financial rewards for employee retention (Pfeffer 1998; 

Woodruffe 1999). For instance, a study conducted by the “Institute for Employment 

Studies” Bevan, (1997) reveals that only ten percent of people who had left their 

employer gave dissatisfaction with pay as the main reason for leaving.  

Moreover, due to the trend towards benchmarking, it is becoming increasingly 

difficult for companies to set themselves apart from their competitors by means of 

remuneration, which reduces the impact of financial rewards on employee retention 

(Cappelli, 2001). Although many studies show financial rewards to be a poor 

motivating factor, it remains a tactic used by many organizations to commit their 

employees to the organization by means of remuneration packages (Cappelli, 2001; 

Mitchell et al, 2001; Woodruffe, 1999). For instance another study Horwitz et al. 

(2003) found that the most popular retention strategies reported by HR managers of 

knowledge firms still related to compensation, due to the fact that employees also 

view their income level as an indication of their worth to the organization and their 

field. 

2.2.2 Skill recognition; providing skill recognition of personal job accomplishments 

is an effective retention strategy for employees at any age (Yazinski, 2009). Studies 

indicate fulfilling peoples need for acceptance by acknowledging individual work 

accomplishments prolongs employment of employees (Redington, 2007). A Study by 

Yazinski (2009) show trends of an increased number of job applicants seeking out 

companies that encourage employee input, growth, education, and teamwork, beyond 
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the traditional compensation/benefit packages offered by employers. The Gale Group 

(2006) states organizational benefits of personal recognition are priceless, yet 

statistics supports that the impact of verbal praise has the ability to enhance company 

loyalty, motivation, and perseverance at no extra charge. Individual skill recognition 

is restricted by age, and motivates positive behaviour, ethics, teamwork, confidence, 

and growth in all employees (Redington, 2007). Thus, both skill recognition and 

learning opportunities enhance individual performance, effectiveness, and retention 

(Agrela et al. 2008).  

2.2.3 Opportunities for career development; It is suggested that a company that 

wants to strengthen its bond with its employees must invest in the development of 

these employees (Hall & Moss, 1998; Hsu, Jiang, Klein & Tang, 2003; Steel et al, 

2002; Woodruffe, 1999). This does not only involves the creation of opportunities 

for promotion within the company but also opportunities for training and skill 

development that allow employees to enhance their employability on the internal and 

or external labour market (Butler & Waldrop, 2001).  

2.2.4 Provision of mentoring or coaching to employees, the organization of career 

management workshops and the set up of competency management programs 

(Ashby, 2001). For instance, in a study by Allen, Shore & Griffeth (2003) found that 

employees’ perceptions of growth opportunities offered by their employer reduced 

turnover intentions. Employers can no longer promise job security, but they can help 

people maintain the skills they need to remain viable in the job market (Moses, 

1999). Eyster et al. (2008) state that job flexibility along with embracing career and 

life options, is a critical incentive for all employees.  

Research shows growing trends of employers providing greater job flexibility that 

includes flexible career options Steel et al. (2002) also report empirical data showing 

that lack of training and promotional opportunities were the most frequently cited 

reason for high-performers to leave the company. Perhaps a more recent 

development is employees’ desire to acquire new skills and skill sets. Employees 

want to learn new technology, processes, and projects and develop all types of skills, 

particularly in the technical area. Employees view skills acquisition-nor seniority-as 
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providing them with job security. Consequently, they seek organizations willing to 

invest in them. The availability of generous tuition payment, ample job-related 

training, and continuous development opportunities can be strong attractions and 

retention. 

2.2.5 Superior-Subordinate relationship: Coaching employees is valuable in 

helping them meet their goals, but it is also important for managers to simply show 

that they care. It is an intangible incentive that can make a big difference in 

employee motivation (Moses, 2000). Employee development programs cannot exist 

without a culture that supports them. Any effective program must have strong 

support from people in senior management positions, and these people must also 

serve as positive role models to subordinates (Zenger, Ulrich, Smallwood, 2000). 

Managers and supervisors take on a new role when an organization gets into the 

business of employee development. They must become coaches to help people 

manage their careers and support their development efforts. Managers at Sears 

actually go through a workshop called “Managing Career Development” to prepare 

them to work with employees under their career planning system (O’Herron and 

Simonsen, 1995). 

2.2.6 Job content (more specifically desire for challenge and useful work) It is built 

on the assumption that people do not just work for the money but also to create 

purpose and satisfaction in their life (Mitchell et al. 2001; Pfeffer, 1998). According 

to Woodruffe (1999) employees in addition to a strong need to deliver excellent 

results, also want to take on difficult challenges that are relevant for the organization. 

However, when their work mainly consists of the routine-based performance of 

tasks, the likelihood of de-motivation and turnover is relatively high. By thinking 

carefully about which tasks to include in which jobs, companies can affect their 

retention rates (Steel et al, 2002). Buttler and Waldrop (2001) have called this “job 

sculpting”, or the art of matching people to jobs that allow their “deeply embedded 

life interests”. There is increasing evidence that job content is an important 

dimension affecting employee outcomes such as commitment, performance and 

organizational citizenship behaviour (Horwitz et al. 2003; Steel et al. 2002) found 

that initiatives aimed at enhancing the intrinsic qualities of the job were the second 



14 

 

most popular type of retention practices reported by HR managers of knowledge 

firms. For many employees, their jobs are their ‘identities’ of who they are. They 

have a need to use their minds and make a significant contribution. If they cannot 

achieve this through the framework of the current job, they will find one where they 

can. 

2.2.7 The social atmosphere; this means the work environment and the social ties 

within this environment. Effective communications improve employee identification 

with their agency and build openness and trust culture. Increasingly, organizations 

provide information on values, mission, strategies, competitive performance, and 

changes that may affect employees enthuse (Gopinath and Becker 2000; Levine 

1995). Many companies are working to provide information that employees want and 

need in better way of communication, through the most credible sources on a timely 

and consistent basis. Cappelli (2001) states that “loyalty to the organization is a thing 

of the past, but that loyalty to one’s colleagues acts as an effective means of 

retention” When an employee decides to leave the organization, this also means the 

loss of a social network. Some research suggests that social contacts between 

colleagues and departments are an important factor for retaining talent. Organizations 

can contribute to the creation of a positive social atmosphere by stimulating 

interaction and mutual cooperation among colleagues and through open and honest 

communication between management and employees (Roehling et al. 2000).  

2.2.8 Work-life balance is also a retention factor frequently cited in the literature 

(Anderson et al. 2002). The conflict between work and career on the one hand and 

private life on the other is currently assuming large proportions in our society. There 

is an increasing demand for more flexible forms of work, which would positively 

affect the reduction of the work-family conflict and employee satisfaction in general 

(Anderson et al., 2002; Kossek & Ozeki, 1998). HR policies addressing work-life 

balance are assumed to be important because the current generation of employees 

attaches much importance to quality of life, as a result of the ever increasing work 

pressure (Cappelli, 2001; Mitchell et al, 2001). 
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2.2.9 Training; the availability for all employees having access to training and 

development programs is critical in facilitating organizational growth, particularly 

with performance and technological improvements (Boomer Authority, 2009). 

Statistical evidence indicates job training is a critical factor for personal and 

professional development (United States Department of Labour, 2009). Research 

supports that both the organizational benefits and cost savings associated with 

training programs outweigh the initial cost it incurs (Prenda & Stahl, 2001). Research 

indicates training methods that engage workers with career challenges, advancement 

opportunities, work incentives, competitive wages/benefits, and supportive work 

environments are effective retention strategies for employees of any age (Eisen, 

2005). Evidence supports the conclusion that access to regular training programs 

enhances growth, prosperity, and retention for both employees and employers 

(Amble, 2006).  

2.2.10Organizational Commitment: Committed employees’ remains with the 

organization for longer periods of time than those which are less committed. Steers 

(1977) suggest that the more committed an employee is, the less of a desire they have 

to terminate from the organization. These “highly committed” employees were found 

to have a higher intent to remain with the company, a stronger desire to attend work, 

and a more positive attitude about their employment. Steers (1977) concluded that 

“commitment was significantly and inversely related to employee turnover.” 

According to Arthur (1994) when organizations seek to foster a philosophy of 

commitment, then the likelihood of an employee searching for employment 

elsewhere is lowered. Owens (2006) had a similar finding that employees that had a 

higher level of commitment also had a higher level of “turnover cognitions”. A 

higher score in “turnover cognitions” indicated that the employee had a more 

favourable attitude and was less likely to consider turnover representing an inverse 

relationship of commitment and turnover. The aforementioned studies are 

representative of much of the research available relating to commitment and 

turnover. Commitment has a significant and positive impact on job performance and 

on workforce retention.  

 



16 

 

2.2.11 Learning & Working Climate: The concept “learning and working climate” 

is derived from previous research (Abrams et al. 2008). In general it refers to the 

environment wherein employees both learn and work. More specifically, the concept 

could be described by referring to: guidance and appreciation at work; pressure of 

work; the amount of empowerment and the responsibility that employees experience; 

choice in job tasks and development; provision of challenging and meaningful work; 

and advancement and development opportunities. Results from previous research 

show that the appreciative approach, operationalised through an appreciative learning 

and working climate, positively influences employee retention (Abrams et al., 2008; 

Christiaensen et al., 2009; Kyndt et al., 2009; Van Hamme, 2009; Visser, 2001; 

Verheijen and Dewulf, 2004). Since learning and development opportunities appear 

crucial for the retention of talented employees (Arnold 2005, Hytter 2007, Walker 

2001), an organisation must establish a supportive learning and working climate. 

2.2.12 Flexibility: Job flexibility is vital for retaining employees of any age (Boomer 

Authority, 2009). Researchers describe the importance of employment flexibility 

such as scheduling variations that better accommodate individual work times, 

workloads, responsibilities, and locations around family responsibilities 

(Cunningham, 2002; Pleffer, 2007). Studies show that "flexibility" empowers 

individuals to facilitate a healthier balance between work and personal obligations, 

something that appeals to all ages of employees (Eyster et al. 2008; Scheef & 

Thielfodt, 2004). Prenda & Stahl (2001) say that employees having job flexibility 

options report having higher levels of individual commitment, concentration, 

satisfaction, productivity, loyalty, and mental capacity at any age.  

2.2.13 Economic growth: Almost all industrialized nations, and many emerging 

countries, have experienced long economic expansions. As economies grow, job 

growth will continue. In almost all segments of the economy, economic expansions 

translate directly into new jobs, which in turn create new opportunities for employees 

to leave current employment. Along with entrepreneurship, in recent years, growth in 

small businesses has been tremendous, particularly in those businesses created by 

individuals leaving large organizations and taking their expertise with them. Shortage 

of special skills, compounding the situations is the short supply of workers with 
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special skills, particularly in the high tech occupations, health care, and critical areas. 

The news is often flooded with situations in which the number of candidates for jobs 

falls far short of the demand. This involves every spectrum from high-tech 

specialists, engineers, and scientists, where employment opportunity has outpaced 

the supply, to entry level positions, such as those in fast food industry, where jobs go 

begging. This presents tremendous challenges for the future (Grantham, 2000). 

2.2.14 Cost Effectiveness: Organizations providing cost effective job flexibility 

options benefit from satisfying the needs of all employees, independent of age, which 

allows for the reallocation of expenses related to recruitment, work space changes, 

sick time, absenteeism, and commuting costs (Agrela, et al., 2008; Boomer 

Authority, 2009; Cunningham, 2002). Consequently, studies indicate that there is a 

link between cost-effective "flexibility" choices and advanced levels of job 

satisfaction, accuracy, productivity, recruitment, and employee retention (Boomer 

Authority, 2009; Cunningham, 2002; Prenda & Stahl, 2001. Eyster, et al (2008) state 

organizations can cost-effectively fulfil the needs for job flexibility options to 

promote employee retention. Thus, the provision of cost-effective "flexibility" 

options is critical in the retention of all employees despite disparity in age, position, 

skill/knowledge level, and duration of employment (Eyster et al. 2008; McIntosh, 

2001).  

2.3. How to Develop a Retention Plan/Strategy 

In order to develop a retention plan, several on-the-job and off-the-job factors must 

be considered according to Mitchell et al (2001). The leader must investigate these 

factors and select those which are the most applicable to the firm. There are a few 

key findings when developing a comprehensive retention plan.  

Fist, the organization leaders need to make strategic decision and determine whether 

turnover is a problem, conclude why people are leaving and arrange exit interviews 

made by outside consultants so the leaver does not fear retribution. They also need to 

investigate the reasons and factors why people stay in the company. Top-level 

support needs to be developed for the plan, as well as spending financial and human 

resources on the planning.  
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Second, the organization should pay close attention to basic management practices, 

such as job satisfaction and organizational commitment. Gather feed-back of this 

data and prepare to make changes.  

The third thing to do is to apply the unfolding model and its four different paths. The 

model high-lights some important practices for the development and implementation 

of retention plan. The leaving process is in many cases initiated by shock which can 

help the organization to identify the types of events that make people leave. To learn 

the distribution of shocks across paths help the organization to get a feeling for what 

initiates the process. There is also a need to analyze the content of the shocks, and to 

use realistic job previews for new employees. Prepare people for potential shocks to 

reduce the anxieties that for example mergers or annual performance appraisal period 

can be. An open communication flow will make sure that reasons, procedures, and 

events are clearer.  

Furthermore, job embeddedness can be established and maintained through careful 

attention to the connections employees make to people, institutions, and activities 

outside and inside the organization. Every employee needs to be considered; 

therefore the company should ensure a good fit with the job for each employee. 

Using personal development plans will provide employees with opportunities 

throughout their career.  

It is important to have in mind that retention plans or programs require an overall, 

comprehensive, thoughtful process to be effective. Plans are expensive and vary 

across organizations and industries, as well as they need substantial effort. To 

enlighten the problem about employees leaving, actions need to be taken as these 

programs compete for talent to keep the most valuable people in the companies, it 

has becoming popular to give employees retention bonuses. Retention cannot be 

accomplished purely through money, as positive effects of more pay, usually are 

short-lived. (Mitchell et al. 2001). 
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2.4. Empirical Literature Review  

2.4.1 Use of Satisfaction Surveys to retention (reduce Voluntary Turnover) 

A study was conducted by a large international manufacturing firm which was 

confronted with an unusually high turnover rate among its home office clerical staff 

located in Montreal Canada. While other organizations located in the same labour 

market experienced voluntary turnover rate in the neighbourhood of 20% per year, 

this firm consistently had turnover of about 50%. At that rate the manufacturing firm 

calculated the cost to be above $ 150,000 per year. 

The manufacturing firm conducted a satisfaction survey of its 350 clerical workers 

using the Job Descriptions Index (JDI).  Five months following the survey, 26 

clerical employees had quit. To assess the relationship between satisfaction and 

retention, the average satisfaction of 52 control employees who remained with the 

organization were compared to these 26 former employees. The controls were 

matched with the terminators on age, education level, job level, mother tongue and 

marital status.  

The results of this comparison are shown below. Terminators reported lower 

satisfaction all JDI facets, especially promotions. 

Average Scores 

JDI Facet  Terminators   Non-Terminators 

Work itself  28.69      35.83 

Pay   15.15     15.17 

Promotions  9.35     17.16 

Co-workers  37.40     41.44 

Supervision  38.15     41.66 

 

For both terminators and controls, satisfaction with salary and promotions was 

unusually low employees were unhappy with the administration of their pay and with 

the fact that they felt were in “dead-end” jobs. As a result of these findings the 

manufacturer changed the personnel/human resources policies regarding pay and 
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promotions. One year after these changes voluntary turnover among clerical 

employees dropped to 18% and 2 years later to 12%. During the same period, 

voluntary turnover in the manufacturer’s labour market remained about 20 %. 

(Heneman, 1986) 

2.4.2 Why do the Staffs Leave? 

The researchers and writers differ in their opinions regarding this matter, a 

qualitative research was carried out by the people in Aid on staff retention among the 

seven IWG member agencies between November 2005 and January 2006, senior 

managers from HR departments and 111 emergency managers within six of the 

seven member agencies were interviewed. The main reason cited for employees 

leaving the agency were as follows: Better pay/terms and condition elsewhere (cited 

by 50% of the respondents), poor leadership/values/culture (cited by 40%), lack of 

career opportunities and growth (38%), burnout, disillusionment and frustration 

(29%), impact on personal life, work-life balance (20%), poor recruitment (12%), life 

event (9%), and feeling bored/stale (7%). On the other hand the group suggest that in 

order to make employee retention among the issues to be emphasized on by the 

organisation are; introduce or improve career paths and professional development 

(49%), better terms and conditions including accompanied status (43%), better work-

life balance/family-friendly policies (24%) and better leadership (14%) 

Not only that but also another research (Mercer 2004) showed that when looking at 

factors influencing commitment and motivation pay only gets 65% of the voters, 

behind being treated with respect (85%), work-life balance (79%), providing good 

service (74%), quality of work (73%) and type of work (73%). 
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2.5 Conceptual framework 

 

 

 

 

 

 

 

 

 

The figure above express the relationship between variables, i.e. Background 

variables, independent variables, dependent variables and the outcome of the relation 

between independent and dependent variables. The figure tries to explain that 

changes in independent variables may affect positively or negatively dependent 

variables. For instance availability of fund may influence employees’ salary and 

hence employee retention and its effect will be good performance or quality delivery 

of the services. Also if the independent variable is negative, it is expected to have 

negative outcome on employee retention, and this will create labour turnover. 

Dependent variables 

Retention strategies 

 Job security 

 Salary amounts 

 Working environment 

 Career development 

opportunities 

 

 

 

Outcome 

Positive 
 Increased motivation 

 Improved job 

performance 

 Quality service delivery 

Negative 

 Labour turnover 

  

  

 

Independent variables 

 Employment policy 

 Labour relation laws, rules, 

regulation and procedures. 

 Economic situation 

Background Variables 

 Education level 

 Age of the respondents 

 Employees vision 

 Motivation level 

 Satisfaction level 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.0 Introduction 

This chapter present the methodology that was used, area of the study, research 

design, target population, sample and sampling techniques, data collection methods 

and data analysis methods 

3.1. Research Design 

The researcher used case study design, because it allows using combination of 

technique such as interview, questionnaire, observation and documentary review 

which can facilitate in collection of data and it is cheaper and convenient to 

administer because researcher does not need to enquire the whole population. 

3.2. Research Area 

The study took place in Mwanza Regional Secretariat. Mwanza region is in the 

extreme northern part of Tanzania Mainland dominated by Africa’s largest lake, the 

Lake Victoria. The northern part of the region is surrounded by the waters of Lake 

Victoria locally known as Lake Nyanza. These waters in turn separate the region 

from the neighbouring countries of Kenya and Uganda. To the west is Kagera region 

while the south and south eastern parts border Shinyanga region. Mara region 

borders Mwanza in the northeast. Mwanza region is administratively divided into 

seven districts, which are in turn divided into divisions. Divisions are further 

subdivided into wards and eventually wards into villages. By the year 2002 the 

region has 33 divisions, 174 wards and 683 villages. In mid 2002, Mwanza district 

was divided into the two new districts of Ilemela and Nyamagana each with 10 

wards. 

Administratively the region is led by the Regional Commissioner (RC) as a Chief 

Representative of the Government in the region. The RC is a performer and 

coordinator of all development and administrative services to the Local Government 

Authorities and other organizations within the region. Likewise the Regional 
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Administrative Secretary (RAS) is the principal adviser to the Regional 

Commissioner in performing all advisory, consultative and monitoring roles related 

to the development and administrative services to the local government authorities 

and other stakeholders within the region. Moreover the RAS is the Head of all the 

Public Services and the accounting officer in the Regional Secretariat. 

3.3 Population of the Study 

The study was conducted in Mwanza region, at the regional secretariat and the target 

population of the study is 120 people who are employees of Mwanza regional 

secretariat head office. The distribution of the population is in units and sections, 

there are five units namely; Information and communication technology unity, 

Procurement management unity, Finance and accounts unity, internal audity unity 

and Legal Servises unity. Also there are eight sections namely; Planning and 

coordination section, Health and social welfare section, Education sector section, 

Economic and productive sector section, Administration and human resources 

management section, Infrastructure section, Water servises section and Local 

government management services section. All sections are headed by the Assistant 

Administrative  Secretaries (AASs). The population of Mwanza regional secretariat 

is summarised in Table 3.1 below. 

TABLE 1: Summary of the population of the study 

Sections & Units Number of employees 

Planning and coordination section 4 

Health and social welfare section 8 

Education sector section 6 

Economic and productive sector section 9 

Administration and HR management section 59 

Infrastructure section 9 

Water servises section 1 

Local gvt management services section 5 

Finance and accounts unity 12 

Information and commn technology unity 1 

Procurement management unity 3 

Internal audity unity 2 

Legal Servises unity 1 

Total population 120 

Source: Mwanza Reginal Secretariat records  
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3.4 Sampling Procedures and Sample size 

The sample size of the study was forty people who were considered to represent the 

population of workers in Mwanza Regional Secretariat. To select the sample a 

researcher use both probability and non probability sampling techniques. The 

techniques that were used by the researcher to select the sample size are; 

Purposive Sampling: A purposive, or judgmental, sample is one that is selected 

based on the knowledge of a population and the purpose of the study. In this study, 

heads of sections and units were sampled purposively as they were asked questions 

related to their specific units.  Administrative officer and human resource officers 

were also purposively selected. 

Stratified Sampling: A stratified sample is a sampling technique in which the 

researcher divided the entire target population into different subgroups or strata and 

then randomly selects the final subjects proportionally from the different strata. This 

type of sampling is used when the researcher wants to highlight specific subgroups 

within the population. This was a best technique in this situation as the researcher 

wanted proportional representation of each section and/or unit. Below is the 

summary of the sampled individuals from each unit/section  

TABLE 2: The Sample size 

Sections & units Numberof 

employees 

Sample size from 

each department 

Planning and coordination section 4 1 

Health and social welfare section 8 3 

Education sector section 6 2 

Economic and productive sector section 9 3 

Administration and HR management section 59 17 

Infrastructure section 9 3 

Water servises section 1 1 

Local gvt management services section 5 2 

Finance and accounts unity 12 4 

Information and commn technology unity 1 1 

Procurement management unity 3 1 

Internal audity unity 2 1 

Legal Servises unity 1 1 

Total  120 40 

Source: Compiled by researcher, 2013 
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3.5 Data Collection Methods 

Data was collected from both primary and secondary data methods as detailed below; 

3.5.1 Primary Data Collection Methods 

Questionnaires  

Both open ended and closed questions were prepared and given to the required 

respondents who work in different units and sections.  This method helped the 

researcher to get much information from different sources.  

Interview 

A researcher conducted interview to some of the AASs due to their significance in 

the Regional Secretariat as part of the management team because they are the ones 

who make important decision including those related to employee retention, also to 

administrative officer and human resource officers because they are the ones who 

deals with employees problems. Open discussion interview was also used to ordinary 

employees. Therefore the interview was guided by research questions and that helped 

the researcher to be systematic in the process of interviewing 

Observation 

Observation was done through conducting visits in sections and units offices and 

technical areas in order to observe prevailing situations that might relate with 

employee retention. 

3.5.2 Secondary Data Collection Methods 

Documentary sources 

This method involved reviewing of various documents related to retention 

factors/strategies which the management and employees may not remember but they 

are recorded in the files, report books, minutes of the past meetings, computers and 

any other equipment of record keeping, to know the factors influencing employee 

retention and the actual number of the employees leaving the organization  
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3.6 Data Analysis Methods 

In analyzing the data collected the researcher used both quantitative and qualitative 

methods. Quantitative analysis involved computation of descriptive statistics mainly 

percentages.  The use of tables and percentages in particular helped the readers to 

note the relationships in quantitative sense more clearly. The data from 

questionnaires were analysed using Statistical Package for Social Science (SPSS) to 

get only frequencies and percentage 

Qualitative data analysis on the other hand involved factual and logical 

interpretation, comparison and explanation of study findings. The researcher narrated 

the findings in words especially the data that were obtained through documentary 

sources and observation.  
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CHAPTER FOUR 

PRESENTATION OF THE FINDINGS 

4.0 Introduction 

This chapter provides presentations of findings from the analysed data. Before 

reaching this stage the data collected were coded and quantitative data were analysed 

by using Statistical Package for Social Science (SPSS) computer software which was 

used to draw tables, charts and percentage from the respondent’s answers.  

The data presented in this chapter, sought to answer the following research questions; 

I. What are employee retention strategies at Mwanza Regional Secretariat?  

II. How strategies for employee retention are designed and then implemented at 

the Secretariat?  

III. What are the effects of retention strategies at Mwanza Regional Secretariat?  

IV. What is the solution for effective employee retention at Mwanza Regional 

Secretariat?  

4.1 General information of the respondents 

This aspect was very important in obtaining the overall picture of the respondents 

from which the data were gathered.  It includes gender of the respondents, their age, 

level of education, employment status, and time of employment as well as if they 

were employed somewhere else before joining Mwanza Regional Secretariat. 

4.1.1 Gender of the respondents  

Both men and women were involved in order to avoid biasness. The males involved 

were 26 (65%) and females were 14 (35%) as shown in the table below. 

Table 3 Gender of the Respondents 

Respondent Sex Frequency Percent 

Male  

Female  

Total  

26 

14 

40 

65 

35 

100 
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4.1.2 Education level of the Respondents 

This question was posed in order to understand the educational background of 

respondents under the study. The findings showed that 15% respondents were form 

four leavers, 5% were form six, 10% were diploma/advanced diploma holders, 30% 

respondents were degree holders, and 40% respondents were Postgraduate/masters 

holders as presented in the next table. 

Table 4 Education level of the Respondents 

  

Level of Education Frequency Percent 

 Form four 6 15.0 

Form six 2 5.0 

Diploma/Advance diploma 4 10.0 

Degree 12 30.0 

Post graduate/Masters 16 40.0 

Total 40 100.0 

 

4.1.3 Age of the respondent 

Pertaining to age category of respondents the researcher asked the respondents their 

age by grouping their age in four categories; 18-29 years, 30-39 years, 40-49 years 

and 50-60 years. The findings were as follows; 18-29 years were 4, 30-39 years were 

12, 40-49 years were 8, and 50-60 years were 16 as seen in the chart below. 
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 Figure 4.1 Age of the respondents 

 

4.1.4 Time of Employment 

The findings shows that, no one was employed in less than a year, 22.5% were 

employed between 1-3 years, 25% between 4-9 years, 12.5% between 10-15 years 

and 40% were employed more than 15 years ago as shown in the table below, plus all 

the respondents are employed on permanent terms of employment 
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Table 5 Period of service at Mwanza Regional Secretariat 

Years Frequency Percentage 

Less than a year 0 0 

1-3 9 22.5 

4-9 10 25 

10-15 5 12.5 

More than 15 16 40 

Total 40 100 

 

4.2 Employee Retention Strategies Employed by Mwanza Regional Secretariats 

Respondents were asked to mention the retention strategies of employee at Mwanza 

Regional Secretariat. Since the researcher was interested to know employees level of 

satisfaction regarding the retention strategies the list of items that were assumed by 

the researcher to be the strategies of retaining employees in public organisations was 

provided for the respondents to indicate their satisfaction level from number one to 

six. 1 = Very satisfactory, 2 = Satisfactory, 3 = Moderate, 4 = Not satisfactory, 5 = 

Not satisfactory at all and 6 = Does not apply.  The respondents gave almost similar 

strategies to those indicated by the researcher for them to tick. On the basis of their 

similarities the responses were grouped into ten categories as presented below:-  

Promotion opportunities: it was mentioned by 57.5% of the respondents. In 

showing their satisfaction level regarding the way they get promotions the findings 

were as follows 7.5% very satisfactory, 22.5% satisfactory,  25% moderate 15% not 

satisfactory 12.5% not satisfactory at all and 17.5% does not apply. 

Good working relationships: Regarding relationship at work place it was 

mentioned by 65% respondents. In rating the working relationship between top 

management and the subordinate at Mwanza Regional Secretariat 7.5% very 

satisfactory, 30% satisfactory, 45% moderate, 12.5% not satisfactory and 5% not 

satisfactory at all Furthermore the relationship between employees 42.5% very 

satisfactory, 32.5% satisfactory, 25% moderate, no one was unsatisfied.  

Training opportunities: 47.5% of the respondents mention it as one of the retention 

strategies in their organisation as well as the management. The researcher also 
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observe it while collecting the questionnaires and conducting interview it appears 

that some of the employees were not available at the office because they attend a 

certain training somewhere. In addition to that respondents indicate their satisfaction 

regarding training opportunities at their organisation as follows; 12.5% very 

satisfactory, 25% satisfactory, 32.5% moderate, 20% not satisfactory and 10% not 

satisfactory at all.  

 

Participation and involvement in decision making: Employees at the secretariat 

have the chance to participate in some ordinary decision making during their 

sections/units meetings. 42.5% of the respondents said so by mentioning it as one of 

the retention strategies in their organisation. Their satisfaction lever regarding this 

factor were as follows; 5% very satisfactory, 20% satisfactory, 42.5% moderate, 15% 

not satisfactory and 17.5% not satisfactory at all. 

Working environment: The physical working environment at Mwanza Regional 

Secretariat was good enough for employees to work comfortably as it was observed 

by a researcher and supported by 62.5% of the respondents who point it out as one of 

the retention strategy. 15% very satisfactory, 32.5% satisfactory, 22.5% moderate, 

20% not satisfactory and 10% not satisfactory at all 

Job security: Mwanza Regional Secretariat being a public organization use job 

security as a way to retain their employees, this was proved by the large number of 

respondents (thirty three out of forty) which is equal to 82.5% who mentioned it as 

employee retention strategy. Not only that but also the ratings were as follows; 

47.5% very satisfactory, 27.5% satisfactory, 20% moderate, 5% not satisfactory.  

Opportunities for career growth: Half of the respondents 50% mention this point 

as one of the retention strategy at Mwanza Regional Secretariat. Plus the chance to 

develop their career through their job was perceived like this; 30% satisfactory, 30% 

moderate 22.5% not satisfactory 10% not satisfactory at all and 7.5% does not apply. 

Good retirement benefits plans: This turn out to be a very good strategy of 

retaining employees in the public sector and Mwanza Regional Secretariat in 

particular as it was explained by those who where intervened together with other 
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70% respondents who also mention it as one of the retention strategy at the 

organisation. Satisfaction level was that 12.5% very satisfactory, 37.5% satisfactory, 

17.5% moderate 17.5% not satisfactory, 15% not satisfactory at all.  

Availability of allowances; Mwanza Regional Secretariat provide several 

allowances to its employees such as extra duty allowance and house allowance, 

32.5% of the respondents point it out a as retention strategy at their organisation. But 

many of the respondents were not satisfied with the level of allowances they receive 

per month. The findings were that; 20% satisfactory, 30% moderate 37.5% not 

satisfactory, 12.5% not satisfactory at all. 

Good salary; This is one of the least mentioned retention strategy as only 15% 

mention it, and the satisfaction level of most of the respondents regarding the salary 

scale per month was low as indicated here, 10% satisfactory, 22.5% moderate, 40% 

not satisfactory, 27.5% not satisfactory at all.  

The above strategies are the primary reported reasons why the respondents stay at 

Mwanza Regional secretariat. The retention strategy mentioned most frequently was 

job security, followed by good retirement benefits plans, good working relationships, 

working environment, promotion opportunities, opportunities for career growth, 

training opportunities, participative decision making, availability of allowances and 

salary scales as presented in the table below. 

Table 6. Retention strategies at Mwanza Regional Secretariat. 

Retention strategies Frequency Percentage 

Job security 33 82.5 

Good retirement benefits plans 28 70 

Good working relationships 26 65 

Working environment 25 62.5 

Promotion opportunities 23 57.5 

Opportunities for career growth 20 50 

Training opportunities 19 47.5 

Participative decision making 17 42.5 

Availability of allowances 13 32.5 

Salary scales 6 15 
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4.3 Employee retention strategies design and implementation at Mwanza 

Regional Secretariat. 

4.3.1 Design of the strategies 

In responding to the question how they design the retention strategies some of the 

respondents explained that, the management team is the one who design the retention 

strategies in their meetings then implementation follows. In answering the question  

whether the management involved in designing the retention strategies, 30% 

responded yes while (70%) answered no as shown in the next figure. 

 

Figure 4.2 Employees involvement in designing retention strategies 
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4.3.2 Implementation of the strategies 

Employees of Mwanza Regional Secretariat are not satisfied with the way retention 

strategies are implemented at their organisation since only 30% responded positively 

to the question if they were satisfied with the way retention strategies were carried 

out at Mwanza regional secretariat as in seen in table seven below.  

Table 7 Respondents satisfaction with implementation of the strategies 

  
Frequency Percent 

 Yes 12 30.0 

No 28 70.0 

Total 40 100.0 

 

4.4 The effects of Employee Retention Strategies at Mwanza Regional 

Secretariat.  

In responding to a question if retention strategies at the regional secretariat have any 

effect, 92.5% responded yes, and 7.5% responded no, moreover those who answered 

yes were required to mention the effects, the findings shows that the respondents 

mentioned few effects as indicated in the  table below. 

Table 8 Effects of the retention strategies 

Effects Frequency Percent 

Labour turnover 40 100 

Transfer of employees 9 22.5 

Low working moral and commitment 21 52.5 

Delays and partial implementation of the 

activities 

13 32.5 

Regular complains 6 15 

 

Since the researcher perceived labour turnover to be one of the effects, the 

respondents were asked about it, in responding to the question if there was any 

employee who left Mwanza Regional Secretariat in the past nine month, all the 

respondents meaning100% answered yes, the question also require them to mention 

their reasons for leaving. The reasons mentioned are presented in the 
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Table 9 Reasons for employees leaving Mwanza Regional Secretariat 

Reasons Frequency Percent 

Low salaries 36 90 

Seeking the opportunity for career 

growth 

8 20 

Promotion matters 11 27.5 

Poor working conditions 17 42.5 

Poor financial incentives  13 32.5 

Poor working equipments 20 50 

No allowances  27 67.5 

Ineffective retention strategies 6 15 

Career changes 3 7.5 

Poor advancement opportunities 5 12.5 

 

In addition to that the respondents were asked if they would consider leaving 

Mwanza Regional Secretariat. The findings was that 51% responded yes and 49% 

answered no, both giving the reasons why they would or would not consider leaving 

the secretariat as shown in table ten .  

Table 10 Reasons for considering leaving or not leaving Mwanza Regional 

Secretariat. 

Reasons Frequency Percentage 

YES   

If not promoted and get paid as I deserve 7 17.5 

To find the organization which can make work and life 

enjoyable 

1 2.5 

To look for higher salary 24 60 

If improvement in our retention schemes is not done 3 7.5 

There is no work-life balance here 2 5 

To look for satisfactory working environment 6 15 

To look for more challenging jobs 2 5 

NO   

I am about to retire  8 20 

Personal reasons 3 7.5 

I am comfort/able with working conditions here 3 7.5 

Because of the allowances and fringe benefits 2 5 

I am satisfied with my salary 4 10 

I am settled here in Mwanza  5 12.5 
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In answering the question if the increment of salary and other allowances, good 

working condition, opportunities for career growth, etc as explained by (Lewin, 

2006), may improve employee retention 90% responded yes and 10% replied no. 

And their justifications were different as they mention; Some employees have higher 

ambition if not met on time they tend to quit and look for a job somewhere else, 

because comfort ability at work is contributed by salary increment and good working 

condition, it is proved beyond doubt by the theories of motivation, each employee 

have some needs to attend to so they need  money to do that, there will be no need to 

go somewhere else to look for green pasture, employees will be able to meet their 

basic daily needs and be able to deliver more, they increase moral at work and 

decrease labour turnover, most of the workers are after those so their presence will 

make them stay, it depends on employees position, for junior ones it will improve but 

not for the senior workers because they are after recognition and good plans for 

retirement benefits. 

Furthermore the respondents were asked if they are not satisfied with the retention 

strategies of the organisation what decision will they opt among the following; quit 

the job, leave the job after getting new employment opportunity, tolerate the situation 

and pressure for changes. Their responses were as shown in the following table. 

Table 11 Decisions that the respondents would opt if they are not satisfied  

  

Decisions Frequency Percent 

 Quit the job 6 15.0 

Leave the job after getting 

the new one 

12 30.0 

Tolerate the situation 7 17.5 

Pressure for changes 15 37.5 

Total 40 100.0 

 

4.5 Suggested solution for effective employee retention at Mwanza Regional 

Secretariat. 

Before knowing what should be done to increase employee retention it was important 

to find out how much the employees were satisfied due to the strong correlation 
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between employees satisfaction and retention. Therefore they were asked; “are you 

satisfied with your job?” 52.5% responded yes and 47.5% replied no. 

Since they were required to explain the reasons for their answers, the points in the 

table below were mentioned as to why they are satisfied or not satisfied with their 

job. 
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Table 12 The reasons why employees were satisfied or not satisfied with their 

job 

Satisfied Frequency Percentage 

Conducive working environment 6 15 

I like my job 3 7.5 

Promotions are timely 6 15 

I am performing professional activities 1 2.5 

Satisfactory salary compared to the past 3 7.5 

Allowances are paid timely  4 10 

Working facilities are provided accordingly 4 10 

Not satisfied   

Nobody value my job 2 5 

Poor treatment from supervisors 5 12.5 

No promotions 7 17.5 

Very low salary  14 35 

Not involved in decision making 9 22.5 

Lack of allowances 8 20 

 

The research went further and investigates whether the employees were satisfied with 

the retention strategy of the secretariat. Therefore in answering the question “ are you 

satisfied with the retention strategy of this organisation?” 17.5% respondents said yes 

and 82.5% answered no as shown in the following chart.  
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 Figure 4.3 Employees satisfaction with the retention strategy of the 

organisation 

 

The researcher asked those respondents who replied no, to mention the strategies that 

can contribute to their retention. Since a huge percent answered no, the strategies 

they mention are the solutions for effective employee retention at the secretariat. For 

that reason the next table presents the solutions for effective employee retention at 

Mwanza Regional Secretariat as mentioned by the respondents. 
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Table 13 Solutions for effective employee retention at Mwanza Regional 

Secretariat 

Solutions Frequency Percentage 

Increase the salary 34 85 

Increase the allowances 30 75 

Fair and equal treatment 26 65 

More participation of employees in decision making 23 57.5 

Improve working environments 16 40 

Reduce the gap between the top and lower employees 16 40 

Increase transparency  13 32.5 

Equal distribution of the organization resources 13 32.5 

Improve relationship between management and 

subordinates 

12 30 

Give promotions on time, 11 27.5 

Provide training and seminars regularly  10 25 

Increase the opportunities for career growth 8 20 

Adherence to law, rules and regulations 7 17.5 

Building houses for employees  6 15 

Recognition of the achievements 5 12.5 

Increase motivation 4 10 

Provide transport to employees 4 10 

Improve succession plan 3 7.5 

 

Not only that but also once a person is recruited in a certain organization he/she came 

with some expectations but after working in that organisation for some time, you 

may find out that what is going on is not what he/she expected hence they became 

disappointed, and that can be the reason to leave the organisation so as to find the 

place where those expectations can be mate. Therefore the respondents were asked 

“What expectations did you have when you first came to Mwanza Regional 

Secretariat that has not yet been met?” they mention different things such as;  Good 

salary (35%), good relationship with my supervisor and co workers (10%), 

recognition from top management (7.5%), transport facilities will be provided (5%), 

to get extra duty allowance every month (22.5), cooperation from other 

employees(5%), appreciation for an achievement (7.5%) opportunities for higher 

studies (17.5), training opportunities (15%), good working facilities (12.5%) and to 

be respected and recognized by all staff at all levels (2.5%).  
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CHAPTER FIVE 

DISCUSSION OF THE FINDINGS 

5.1 Introduction 

This chapter provides discussion of findings regarding factors influencing employee 

retention at Mwanza Regional Secretariat, as mentioned by Kerlinger (1973) that 

“the analysis of data and information does not by itself provide answers for research 

questions thus it is necessary to interpret the data for proper understanding of the 

findings”. In this chapter the author discuss the main retention strategies of employee 

employed by Mwanza Regional Secretariat, the way they design and implement 

those strategies, the effects and suggested solution for effective employee retention at 

the secretariat, by starting with the general information of the respondents. 

Gender of the respondents: A question was asked so as to identify the gender of 

respondents because it was very important to find out their gender in order to know 

whether there were balanced views between men and women. The findings imply 

that at Mwanza Regional Secretariat there are more male employees than female. 

Though the percentage of respondents differs in terms of their sex this had no 

negative impacts to affect the research as both sexes were included in the study, and 

their opinions were the same in spite of their difference in gender. 

Education level of the respondents: This aimed at helping the researcher to know 

employees understanding on retention matters in terms of knowledge, skills and 

experience in relation to their education level. The findings indicated that many 

employees at Mwanza Regional Secretariat their education level is high due to the 

significance of their designation and the tasks they perform. The findings also 

showed that, as the level of education of an employee increases his/her level of 

understanding regarding employee retention increases as well. 

Age of the respondents: It was important at least to know their age range because of 

the assumption that the age of an employee may affect retention strategies implied on 

him/her, and that was verified as a researcher find out that the old employees for 

instance those who are about to retire they don’t care much about how their employer 



42 

 

retain them, all they say is that they are going nowhere no matter what because they 

are just waiting for their time to retire and get their retirement benefits.  

Period of service at Mwanza Regional Secretariat: There was a need to know 

about when the respondents were employed at Mwanza Regional Secretariat so as to 

understand if there is any correlation between the time of employment of an 

employee and his/her perception about the retention strategies of the organisation. 

The findings demonstrate that those who were employed at MRS for more than 

fifteen years are more satisfied with the retention strategies than the rest.  

5.2 Employee retention strategies employed by Mwanza Regional Secretariats 

Previous researches suggested several factors which play pivotal role in employee 

retention.  The factors which are considered and have direct affect are; career 

opportunities, work environment, work life balance, organizational justice, and 

existing leave policy and organization image. Cappelli (2000). Employees stay loyal 

with organizations where employee have value, sense of pride and work to their full 

potential. Cole (2000). There are many employee retention strategies around the 

global but each organization choose to apply some of the strategies which they 

believe will be more efficient for them to retain their valuable employees. The same 

goes to Tanzania public organisations including Mwanza Regional Secretariat, as 

presented in chapter four, the following are the strategies employed by Mwanza 

Regional Secretariat to retain their employees. 

Training opportunities: Providing training to employees is a good way to help and 

build employees skills that not only make a difference in their lives but bond them 

more closely to the organization. Training provides specialized technique and skills 

to employee and also helps to rectify deficiencies in employee performance. Gomez 

et al (1995). Employees want to develop new knowledge and skills in order to 

improve their value in the marketplace and enhance their own self-esteem, therefore 

they must have the necessary training to do their job well or they will move to an 

employer who provides it as recommended by Storey and Sisson (1993) that training 

is sign of organization commitment to employees. In fact, many companies have 

discovered however that one of the factors that helps retain employees is the 
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opportunity to learn and try new things (Logan, 2000). Jennifer Potter-Brotman, 

CEO of Forum Corporation (a firm out of Boston that helps Fortune 500 companies 

develop learning systems) also claims that there is strong evidence indicating a link 

between strong training programs and employee retention (Rosenwald, 2000).  

The Tanzanian government knows the importance of training employees as well, that 

is why they make policies, rules and regulations regarding training, for instance 

section 103(1) of the Public Service Regulations describe that “every employer shall 

be responsible for training and development of staff”. The Government Standing 

Orders for Public Service also provide guidelines that prescribe how to implement 

training programs for public services.  It is on the basis of these provisions that 

Regulation 103(5) and 103(6) of the Public Service Regulations prescribe to all 

employers to set aside adequate funding for training programs and all appointing 

authorities should prescribe terms and conditions for public servant’s attendance of 

various training courses and put in place an effective management system for 

coordinating and monitoring to avoid unwarranted disparities within public sector. 

During discussion with some of the respondents they explain that the implementation 

of training programs at Mwanza. Regional secretariat is not appropriate because first, 

they don’t carry out training need assessment so as to know who exactly need 

training at a particular time, and what kind of training does he/she needs contrary to 

the policies and second the management team are the ones who attend training 

regularly not the actual performers i.e. middle and lower lever employees who need 

several training so as to improve their performance. They were supported by 30 

percent of the respondents who were not satisfied with training opportunities offered 

by the organisation. But this is contrary to what Herzberg explained in his two-factor 

theory who mentioned advancement/ training opportunities as one of the factors 

which motivate employees and leads to their satisfaction and it is easy to retain a 

satisfied employee.  

Once the HRO was asked during the interview how they implement training 

programs, the explanation was that; they do plan to train several employees in every 

financial year and they set aside a certain amount for training programs but in most 
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cases the government through a certain ministries are the ones who design training 

programs and inform them about it, with the explanation of who should attend the 

training. 

Promotion opportunities: Each employee wish to be promoted at work for one 

reason or another, for some getting a promotion means gaining more salary or power 

and for others it means management recognition of his/her efforts in performing the 

duties. Section 6A(3) of The Public Service (Amendment) Act of 2007 says; “Every 

promotion in the service shall be made by considering (a) performance and 

efficiency to perform and execute the duties by an employee (b) career development 

and succession plan (c) seniority among the employees”.   Presently the decision 

whether a public servant deserve promotion depends on the results of Open 

Performance Review and Appraisal System (OPRAS) between employer and 

employee. Standing Orders and Public Service Act address the implementation of the 

promotion policy, which is very much dependant on workers’ and supervisors’ 

adherence to performance contracts.  

Section 22(3) of the Public Services Regulations clearly states how the performance 

contracts can help with promotion; “information obtained through performance 

appraisal should be used in awarding or withholding increments, planning job 

rotation and training programs, and in making appointments to higher posts or in 

demotions or terminations or appointment to that particular posts”. Standing Orders 

for the Public Service 2009, which set out the way in which the day to day activities 

in the civil service are run, the Public Service Management and Employment Policy 

of 1999 and Public Service Act also recognizes the importance of promotion 

deserving public servants.  

Some of the respondents 57.5 percent mentioned that they get their promotions as 

they deserve according to the rules and regulations on time, while others like record 

keepers complained that there is no such thing called promotion in their section no 

matter how well they perform or how long they have been working at the secretariat. 

But many of the respondents complained about OPRAS saying that it is just in 

writings but in real sense OPRAS is not applicable because in order to accomplish 
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the planned activities one need some resources but the secretariat and the 

government in general does not provide the required resources, so OPRAS is just a 

way to prevent employees from getting their promotion as they deserve. The 

researcher also discover that some of the employees just copy the previous OPRA 

form because nobody care about them and their supervisors don’t even read the 

forms and discus it with them as required. 

Working relationships: It is very important to have and maintain good relationship 

between people at work place, not only the relationship between the management and 

their subordinates but also the relationship between employees themselves. The 

factors emerging of retention strategies also indicate that employees stay when they 

have strong relationships with others with whom they work (Clarke 2001) as a 

positive learning environment (Dillich, 2000) and encouragement of team building 

activities, project assignments involving work with colleagues and opportunities for 

interaction both on and off the job leads to higher retention rates. Johns et al (2001) 

In Tanzania Public Service Act and Public Service Regulations specify the expected 

relationship between public servant and their supervisors so as to increase the 

efficiency and effectiveness of public service delivery. Section 40(3) of the Public 

Service. Act stipulates that ‘relationship in the public service shall observe that every 

public servant is entitled to recognition and respect for dignity, regardless of 

hierarchy in the service’.  

Section 4 of the same clause goes on to emphasize the importance of co-operation in 

the workplace by clarifying that ‘every public servant shall respect and co-operate 

with fellow public servant at work or elsewhere within public service in order to 

achieve the objective of public service”. To ensure that there is good relationship 

between supervisors and subordinates, the Public Service Regulations stipulates that 

‘public servants shall be given  feedback at regular intervals of not less than six 

months on their performance against the objectives, and shall be given advice and 

support to improve any shortcomings” Regulation 22(5).  
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According to the finding the relationship between employees at secretariat is very 

good compared to the relationship between supervisors and their subordinates. One 

of the respondents also explained that there is good relations between them not only 

at work place but also outside, they help one another even in personal problems but 

the relationship between employees and their supervisors or the management is not 

as good since there is a certain gap between them. 

Participation and involvement in decision making: The ability of the employee to 

speak his or her mind freely within the organization is another key strategy of 

retaining an employee. Employees should be able to offer ideas, feel free to criticize 

and commit to continuous improvement if not, they bite their tongues or find 

themselves constantly in trouble until they leave.  Section 64 of the Public Service 

Regulations provides that “the representation of public servants in the discussions 

with employers on matters of employment and welfare in general shall be through 

workers’ councils and joint staff councils”.  

This is the mechanism which continues to be used in dealing with matters pertaining 

to civil servants that workers may participate as member of trade union or through 

workers meeting available to all employers. Mwanza Regional secretariat employees 

are given the chance to participate in some of the decision making through labour 

unions or section/units meetings. As they explain during the discussion with the 

researcher, some of them mention that they participate only in deciding small maters 

because important decisions are made by the government or management of the 

secretariat. This was supported by the big percent of the respondents who were not 

satisfied with their chance to participate in decision making. 

Working environment: Work environment is considered one of the most important 

factors in employee’s retention (Zeytinoglu & Denton, 2005). The most important 

employee retention strategies have to do with creating and maintaining a workplace 

that attracts, retains and nourishes people. This covers a lot of issues, ranging from 

developing a corporate mission, culture and value system to insist on a safe working 

environment and creating clear, logical and consistent operating policies and 

procedures. According to Ramlall, (2003), people strive to work and to stay in those 
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corporation that provide good and positive work environment, where employee feel 

that they are valued and making difference. Environmental employee retention 

strategy address three fundamental aspects of the workplace, the ethics and values 

foundation upon which the organization rests, the policies that interpret those values 

and translate them into day-to-day actions, and the physical environment in which 

people work. Section 63(1) of the Public Service Scheme of 2003 pursuant to section 

7 of the Public Service Act states that, “every employer shall take all reasonable 

precautions to ensure occupation safety standards in order to avoid unnecessary 

cause of health hazards and shall facilitate annual medical check-up for public 

servant within his jurisdiction”. Working environments at Mwanza Regional 

Secretariat were good enough to be regarded as one of the retention strategies by 

62.5 percent of the respondents and to satisfy 47.5 percent among them as presented 

in chapter four. 

Job security: This is one of the main retention strategies of employees at Mwanza 

Regional Secretariat and the public sector in general. Employees want the assurance 

that their job will be there when they wake up tomorrow, and not to wake up and go 

to work only to find out that he or she is fired just because the employer does not 

want them any more in his/her company for no special reason. According to 

Herzberg (two-factor theory) job security is one of the hygiene factors that its 

absences create dissatisfaction to employees, and it is very difficult to retain an 

employee who is dissatisfied.  

The Tanzanian government protects the jobs of its employees by using the rules and 

regulations such as Public service regulations which explain the valid reasons to 

terminate an employee, and Section 37 (1-3) of the Employment and Labour. 

Relation Act explain about unfair termination that it is unlawful for an employer to 

terminate employment of an employee unfairly. Mwanza Regional Secretariat abide 

the laws, regulations and policies relating to job security that’s why 75 percent of the 

respondents are satisfied, and during the interview one of the HR officer explain that, 

they secure the jobs of their employees as much as possible because the procedures 

of hiring a new employee in public organisations at present time are too long 
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Opportunities for career growth: It is essential for employees to develop their 

careers and grow in their career path so that they become more competent and be 

able to improve their performance and the quality of their work, so if an organisation 

offers that opportunity for them they will stay and make the most of it. Career 

development is vital for both the employees and employer (Hall, 2002). Career 

development is mutual benefited process because it gives imperative outcomes to 

employer and employees (Hall, 1996; Kyriakidou and Ozbilgin, 2004). Also 

according to Herzberg in his two factor theory opportunity to advance ones career 

motivate employees and it leads to satisfaction. 

Knowing this Mwanza Regional Secretariat management tries their best to offer their 

employees that opportunity that’s why in answering the question of what do you 

think are the retention strategies at the Secretariat half of the respondents mention 

this as one of the retention strategy at their organisation. Some went further and 

explain that not only the organisation allow them to go for further studies, it pay for 

their studies as well. But the chances to advance employees career through their jobs 

are not good enough to satisfy the employees, since only few were satisfied with it 

and to some it does not apply. 

Good retirement benefits: It is very important for any employee to be certain that 

he or she will be able to live comfortably after retiring from his/her job. That can 

only be possible if there are good retirement plans that will enable employees to reap 

the fruits of their works by receiving reasonable amount of money or benefits after 

they retire. The government knowing the importance of planning how the employees 

will benefit after they retire from their jobs, Retirement Benefits Act was introduced 

to elaborate everything related to retirement benefits. Mwanza Regional Secretariat 

comply with the Act by contributing fifteen percent of an employee salary and 

cooperate with those responsible to make sure that each month an employee 

contributes five percent of his or her salary as well, so as to enable that employee to 

obtain good retirement fund in the future.  

 

The HRs also mention that they try their best to prepare those who are about to retire 

by informing them to prepare all the required documents so that as soon as they retire 
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they may receive their money and they also give them transportation fair for them 

and their belongings to their place of origin. This strategy seems to work as fifty 

percent of the respondents were satisfied with it. 

Salary scales: Salary is a very important aspect in retaining employees because it is 

one of the basic needs according to hierarchy of needs theory and its absence cause 

dissatisfaction to employees mentioned in two-factor theory. Ihsan and Naeem 

(2009) also indicated pay and fringe benefits as the most important retention factor 

which is supported by the findings of past studies and this study as well since ninety 

percent of the respondents mentioned it as one of the reasons why employees left the 

secretariat and sixty percent might consider leaving in order to look for higher salary 

because the salary scales of most of the employees at Mwanza Regional Secretariat 

does not satisfy them. And there is a big gap between salary scales of the heads of 

sections and those of their subordinates. 

But prompt payment of salaries after employment act as a way to retain employees at 

the secretariat. After joining the public service in Tanzania it was normal for that 

employee to take a long time (up to five month sometimes) before starts to be paid 

his or her salary because of the payroll system that was used in acknowledging and 

paying the benefits of the said employee.  That system disappoints employees a lot 

and makes others leave if they get a job somewhere else during that period of 

hardship of living without a salary. But that is not the case anymore because the 

system is changed and secretariat human resource officers make sure that once the 

person is recruited in their organisation that employee will get the salary in that same 

month. Therefore some of the employees view this as a retention strategy as they 

explain it during the discussion with the researcher. 

Provision of allowances: Any team member wants to feel that he or she is being 

paid appropriately and fairly for the work he or she does, therefore if someone works 

extra hours and get extra duty allowance for that he/she will be satisfied and that can 

be one way of retaining that person or if the organisation you are working with pays 

you house allowance it makes you feel good as it will ensure you will always have a 

place to stay as long as you are working in that organisation. Mwanza Regional 
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Secretariat provide some allowances such as extra duty allowance, housing 

allowance, and night allowances for to employees, and this is another strategy of 

retaining employees at the secretariat although only few respondents perceived it that 

way, while most of them were not satisfied with the level of allowances they receive 

per month.  

This is due to the fact that lower level employees receive very low amount compared 

to the top officials even though they perform the same task, contrary to Equity theory 

by John Adams who want equity to be maintained between the inputs that one brings 

to a job and the outcomes that he receive from it against the perceived inputs and 

outcomes of others around him, because an individual will consider that he is treated 

fairly if he perceives the ratio of his inputs to his outcomes to be equivalent to those 

of his co-workers. 

5.3 The design and implementation of employee retention strategies at Mwanza 

Regional Secretariat 

Organizations differ in the way they design and implement their retention strategies 

basing on what they believe is the right way and their ability to do it. Apart from 

verifying the existence of employee retention strategies the researcher also wanted to 

know how they design and implement those strategies, according to the findings this 

is how Mwanza Regional Secretariat design and implement the strategies. 

5.3.1 Design of the strategies 

The fact that the respondents who did not agreed that they are involved in designing 

retention strategies are more than those who agreed proves that the way Mwanza 

Regional Secretariat does not involve the employees in designing the strategies. 

Once the management, was asked how do they design retention strategies, the 

response was that various strategies like those related to salary scales, job security, 

retirement benefits, provision of allowances, participative decision making, good 

relationship at work place, opportunities for career growth, and so forth are 

externally designed, meaning that they are not the ones who formulate them but the 

top government, they just implement them in a good way which they believe will 
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work for their employees so as to be able to retain them, the techniques which 

differentiate them from other regional secretariats in the country. And they only 

design few strategies such as rewarding best performers in group works and 

providing breakfast to employees. 

5.3.2 Implementation of the strategies 

The HROs of Mwanza Regional Secretariat explain that to implement retention 

strategies as required is hard because most of the strategies need money to implement 

even the so called non monetary incentive strategies like training and promotion, 

concurrent with Dussault and Franceschini (2006) who said “Non Monetary 

Incentives are ultimately financial incentives because they have to be paid for”.  

There was no enough money to do so and most of the time the funds from the 

government delay to reach them which cause the delay in implementing the 

strategies as planned. Some of the respondents explain why they were not satisfied 

with the way Mwanza Regional Secretariat implement the strategies and said that, 

the whole process of retaining employees was not participatory as they were no 

involvement of staff in designing the strategies and some of the strategies are one 

sided because they base mostly to those employees with higher positions in the 

secretariat, they are the ones who get high salaries, attend training courses regularly, 

they are also the only ones who get the house allowances and transportation to and 

from the work place. Therefore there is a need for some improvements in the 

strategies to be done. 

5.5 The effects of employee retention strategies at Mwanza Regional Secretariat.  

When the government or public organizations in Tanzania particularly Mwanza 

Regional Secretariat make strategies to retain their employees they expect positive 

results but that is not always the case, this may be due to the strategy itself or its 

implementation. Since this research also intended to detect the effects of the retention 

strategies of employee at Secretariat, the following are the mentioned effects by the 

respondents. 
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Labour turnover: This is the main effect in view of the fact that all the respondents 

(100 percent) mentioned it as one of the effects of employee retention strategies at 

the secretariat. It was also found from the organization documents that from 1
st
 

march 2011 to 1
st
 march 2013 twenty eight employees resign from the secretariat, 

most of them being junior staffs like car drivers.  

Transfer of employees: Because of the poor implementation of the retention 

strategies at Mwanza Regional Secretariat some employees ask for transfers to other 

regional secretariats because they believe things will be different there. As one 

respondent gave an example of his fellow office mate whom had poor relationship 

with the reporting manager therefore he decides to ask for transfer to other regional 

secretariat because he was not happy with the situation although the organisation 

needed him because he was a hard worker. 

It lowers good working moral and commitment of the workers: Some employees 

have good moral and they are committed therefore they perform their jobs as 

required, but underprivileged retention strategies can change their good morals as 

well as lowering their commitment. Some of the respondents explained it during an 

informal discussion with the researcher saying that, there is no reason why they will 

be committed while the management does not value their work and opinions that’s 

why they don’t involve them in big decision making plus the relationship between 

them is poor. 

Delays and partial implementation of the activities: This is due to shortage of 

manpower as a result of labour turnover and transfer of employees to other 

secretariats. For instance car drivers are the ones who leave the organization the most 

therefore the few who remain are not enough so once an officer want to go 

somewhere for a meeting may be or to perform a certain activity outside the 

organisation you may find that there is no a driver to take him/her there on time. 

 

As well as regular complains especially from supporting staff and it worsen working 

relationships between employees and the management. When something is wrong at 

work place and the one responsible is the management, employees always complain 
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about it, the same goes to Mwanza Regional Secretariat employees. But according to 

the AAS of administration and management section, the effects of a certain strategy 

was good at the start of its implementation but after sometime the employees get use 

to it and perceive it as their right then it no longer works as a way to motivate or 

retain them. 

5.6 Suggested solution for effective employee retention at Mwanza Regional 

Secretariat. 

Wallgren et al (2006) write in accordance with Robbins that management should put 

a lot of effort into increasing employee job satisfaction because of the correlation 

between satisfaction, productivity and retention. This correlation regards the impact 

job satisfaction has on productivity, such as employee well-being, absences, and 

retention. Employees that are satisfied with their jobs have a positive experience of 

their pay, supervision, chances for promotion, work environment, and tasks. The 

finding of this study concur with Robbins as chapter four shows respondents 

satisfaction level to employee retention strategies at the secretariat. Employees who 

are satisfied have higher intentions of persisting with their organization, which 

results in decreased turnover rate (Mobley et al.1979). The respondents also 

mentioned what should be done so as to improve employee retention at Mwanza 

Regional Secretariat as follows; 

Increment of the salary: People stay in jobs because they want to contribute to 

something bigger than themselves, because they love what they do, or because their 

job gives them a sense of purpose. But, the primary reason anyone works is for 

money, if an employer is not paying his employees at the same level as his 

competitors, they will know and their job satisfaction will erode. Williams and 

Dreher (1992), wages is the key factor influence in the employee attraction and 

retention, and play important role in the recruitment process. It is very important for 

the government to increase their employees’ salaries so as to retain their employees, 

because the findings of this study shows that only 10% of the respondents are 

satisfied with their salary scales and 60% mention that they might consider leaving 

the Secretariat to look for higher salary and 90% said that this was the reason behind 
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those who left Mwanza Regional Secretariat to do so. Other studies have proposed 

that the cost of replacing lost talent is even higher, as much as 70 to 200 percent of 

that employee’s annual salary (Kaye, 2000). 

Improve working relationships between the management and their 

subordinates: A recent study conducted by Indiana University found that a bad boss 

is the main reason people quit jobs. A good manager must be a good communicator, 

clearly communicating expectations and providing encouragement for a job well 

done, good bosses acknowledge the work of others and genuinely care about their 

employees. According to Silbert (2005), well skilled and talented workers may easily 

find good job, position and workplace elsewhere however the effective way for 

retention these talented employees is to enhance friendly and close working 

environment and to promote leader support.  

Freyermuth (2007) also recommended that organization must groom leader to 

support the employees and to well build the work environment where workers want 

to stay. Providing opportunities test their abilities and providing level of performance 

can enhance employees’ capabilities and want to stay in the organization. Employees 

at Mwanza Regional Secretariat want to have good relationship with their 

management as 30 percent of the respondent mention it, so it’s up to the management 

to improve their relationships with the subordinates because the findings reveal that 

the relationship between them is not so good, as shown in table 5.1 when the 

respondents were answering the question “how is your relationship with your 

reporting manager?” 

 

Table 14 Relationship between subordinates and their reporting managers 

 Frequency Percentage 

Excellent 3 7.5 

Very good 6 15 

Good 11 27.5 

Poor 15 37.5 

Worse 5 12.5 
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Increase the opportunities for career growth: One of the primary reasons 

employees leave an organization is lack of career growth. One study found that more 

than 40 percent of the respondents would consider leaving their present employer for 

another job with the same benefits if that job provided better career development and 

greater challenges. The same goes to this study 20 percent of the respondents point 

out that career opportunities is the reason for the leaving for those who left.  

More participation and involvement of employees in decision making: Involving 

employees in even the smallest decisions can have tremendous results on a corporate 

level. When employees are given choices and input into the very policies and 

procedures that they adhere to each day, it creates a sense of importance. Employees 

begin to feel that they are critical to the success of the organisation. This sense of 

contribution fosters employee loyalty and increases retention. According to the 

findings employees of Mwanza Regional Secretariat participate in making few 

decisions but what they real want is to be involved more in decision making even  in 

few of those decisions which only the management team decide on. That will make 

the feel that they are valued by the management and their opinions matter, said the 

respondents who were given the chance to elaborate this point and 57.5 percent of all 

the respondents support them by mentioning it as a solution to retention problems at 

the secretariat. 

Provide training programs regularly: One of the reasons that hamper employee’s 

retention is when they predict that there is a narrow opportunity for learning so as to 

develop themselves personally or professionally. The employer obvious has a key 

role to play to ensure that its employees are equipped with the skills necessary to deal 

with their work. Projection, placing support for training under project budgets so that 

it contributes to project objectives, has been helpful in ensuring long-term benefits 

from training. Training must be designed such that it supports overall reform 

objectives and trainees are able to transfer what they have learnt into their work. 

(McCourt, & Sola, 1999) The finding of this study shows that the employees want 

their employer to perform training needs assessment so as provide training programs 

and seminars on regular bases once the need arises. 
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Increase the allowances: The huge number of the respondents (75 percent) after that 

of increasing the salary wanted the allowances to be increased as a solution for 

retention problems. Not only that but also 50 percent of the respondents were not 

satisfied with the level of allowance they receive per month. 

Reduce the gap between the top and lower employees. The findings shows that 

there is a gap between the top and lower lever employees at Mwanza Regional 

Secretariat and public sector in general, and what causes the gap are the privileges 

that the top level employees are entitled such as, exceptional salaries, transportation, 

good offices with all the necessary equipments, different allowances like house 

allowance, telephone allowance and so on, contrary to lower lever employees. This 

seems to bother 40 percent of the respondents who believe that if the gap between the 

two groups is reduced employee retention can be improved. During the discussion 

with one of the respondents she said, “I am not saying that we should get the same 

amount of salary with the AAS, but the gap between us is too big at least the 

government should increase the minimum wages with ought increasing wages as 

well.” 

Increase transparency: Employees want to know everything that is going on in 

their organisation but it seems that is not the case at Mwanza Regional Secretariat 

and that is the reason why this was mentioned with a frequency of 32.5 percent of the 

respondents think that by increasing transparent they can contribute their retention 

Mwanza Regional secretariat should adhere to the rules, regulations and policies, 

related to the rights and responsibilities of the employees. According to the findings 

it seems there is something wrong to the way the rules regulations or policies are 

followed by those responsible to implement them at the secretariat because 17.5 

percent mention it as a possible solution to employee retention problems at their 

organisation. 

Improve working environments: A numbers of studies have conduct to explain the 

work environment with different aspects such as job satisfaction and employee 

retention employee turnover, organizational commitment and job involvement. Work 

environment is considered one of the most important factors in employee’s retention 
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(Zeytinoglu & Denton, 2005). Although physical working environment of Mwanza 

Regional Secretariat seems to be good, the overall working environment is not good 

enough that why 40 percent of the respondents want the working environments at the 

secretariat to be improved. 

Recognition for the achievements: Even a simple acknowledgement of an 

employee’s good work can be quite a motivator. In a survey conducted by Office 

Team, 60% of executives polled believed that companies do a somewhat effective 

job of acknowledging top performers, while 33% believe that staff recognition 

efforts are inadequate (Clarke, 2001). Clarke highlights that “…a pat on the back or a 

word of praise after they have worked hard to deliver for the company goes a long 

way toward building individual and group morale” Paris (2002) agrees, stating that 

“…incentives provide the ‘golden handcuffs’ that keep employees from getting 

away” Employees at Mwanza Regional Secretariat wish be recognised for their 

achievements as well because 12.5 percent of the respondents mentioned it. 

Equal distribution of the organization resources: Employees of Mwanza Regional 

Secretariat needs equality, not only in the way they are treated but also in the 

distribution of organisation resources 32.5 percent of the respondents represent them 

by pointing this out.  

Give promotions on time: It is very important to for those who are worth of 

promotion according to the rules and regulations to be promoted as they deserve and 

on time because that will contribute to their retention. 27.5 percent agree with this. 

Not only that but also during discussion with one of the respondents he said “I am 

here only because I haven’t got a job somewhere else, the HRs here hate me because, 

since I was employed five years ago I never been promoted while my colleagues 

whom we were recruited together got promoted about a year and half ago” 

Fair and equal treatment: We can retain employees by treating them equally and 

fairly. Make each individual feel that he/she is important to the organisation the same 

way as his colleagues. 65 percent of all the respondents believe that equal and fair 

treatment to the employee is a solution to retention problems at the secretariat.  
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5.7 The relationship between the study findings and other related research 

findings 

There is a slight different between the findings of this study and other studies done 

on the same subject in other countries, for instance the following;  

Employee Retention by Employee retention work group (2002). The result of the 

study shows that people genuinely want to make a difference they believe strongly in 

the mission of their respective agencies and, therefore, support the overall mission of 

New York State because they have a deep respect for public service. Program 

managers were especially dissatisfied with not being able to hire in tight fiscal times. 

This frustration leads to low staff morale, which is a prime reason individuals may 

seek other employment. The desire to balance work with family is strong among 

State workers. When given the choice of State service vs. “family life,” family comes 

first. The majority of participants were greatly concerned about career mobility 

issues and the amount of time that passes before someone earns a promotion and too 

much bureaucracy that prevents employees from getting the job done. Also, while 

low  salary was listed by some as an incentive for State employment, geographical 

cost of living differences within the State often hinder retention of employees in 

critical positions, like nurses, junior engineers, accountants, and auditors. 

 

Employees Retention in Private Sector (An Exploratory Study in the State of 

Kuwait) by Qadria Alkandari and Amani  Hammad (2009) The result of the study 

shows that benefits factors such as salary and compensation were rated as most 

important to the private sector workforce in the state of Kuwait followed by leave 

benefits and differed compensation. The three strategies rated most important to 

private sector workforce are rewards and recognition, annual performance appraisal 

and training opportunities. While work at home, voluntary reduction in Work 

schedule and alternative work schedule were rated as least important. The culture of 

private sector organizations in state of Kuwait are based on openness and trusts, 

effectively communication and good deal of time spent from supervisor listening to 

employee’s ideas and suggestions. Finally, the result employees’ career plan shows 

that high percentage of private sector workforce had no plans to leave or retire from 

state employment within the foreseeable future. 
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CHAPTER SIX 

CONCLUSION AND RECOMENDATIONS 

6.0 Introduction 

Retaining employees is the most imperative target for the organization because hiring 

of qualified candidate is essential for organization but their retention is more 

important than hiring, because a huge amount is spending on the orientation and 

training of the new indicated employees. In this study only one regional secretariat 

was investigated and it was Mwanza Regional Secretariat. This chapter will give the 

summary of the research findings based on the data presented in chapter four, plus 

conclusion and recommendation. 

6.1 Summary of the Findings 

Findings of this research shows that training opportunities, working relationships, 

retirement benefits, promotion opportunities, participation and involvement in 

decision making, salary scales, job security, working environments, availability of 

allowances and opportunities for career growth are strategies employed by Mwanza 

Regional Secretariat to retain employees.  But the effective ones are job security, 

good retirement benefits, good relationships at work place, and good working 

environment, and the least effective ones are salary scales, availability of allowances 

and participative decision making. Most of the strategies were not designed at the 

secretariat but from external and the implementation of the strategies is not 

satisfactory given that the employees are not involved in the whole process, as well 

as the implementation of those strategies which need money to accomplish is a 

problem due to lack of enough fund to do so. 

Not only that but also labour turnover was found to be the main effect of employees 

retention strategies at Mwanza Regional Secretariat and other effects were; transfer 

of employees to other secretariats, low working morale and commitment of the 

employees, delays and partial implementation of the organisation activities and 

regular complains from the workers. Lastly the research reveals that in order to 

improve employee retention, the following should done;  Increase the salaries, more 
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participation and involvement of employees in decision making, increase the 

opportunities for career growth, improve working environments, give promotions on 

time, increase the allowances, provide training and seminars regularly, equal 

distribution of the organization resources, increase transparency, recognition for the 

achievements, improve working relationship between management and subordinates, 

fair and equal treatment of the employees, increase motivation, improve succession 

plan, reduce the gap between the top and lower employees and adherence to law, 

rules and regulations.  

6.2 Link between the study and theories underpinned the study 

Herzberg two-factor theory; this is the theory that says there are certain factors in the 

workplace that cause job satisfaction while a separate set of factors cause 

dissatisfaction. Remedying the causes of dissatisfaction will not create satisfaction 

nor will adding the factors of job satisfaction eliminate job dissatisfaction. If the 

management create a healthy work environment but do not provide employees with 

any of the satisfaction factors, the work they're doing will still not be satisfying. 

Herzberg's theory is largely responsible for the practice of allowing people greater 

responsibility for planning and controlling their work, as a means of increasing 

motivation, satisfaction and retention. According to Osteraker (1999), the employee 

satisfaction and retention are considered the cornerstone for success of organization. 

The retention strategies of employees and the factors that can help to increase 

employee satisfaction at Mwanza Regional Secretariat that was revelled in this study 

are identical to motivation and hygiene factors in Herzberg two factor theory, this 

means to retain employees by applying Herzberg's theory, one needs to do two 

important things. Firstly, eliminate the dissatisfactions employees are experiencing 

and secondly, help them find satisfaction and by doing that you retain them. 

How to Eliminate Job Dissatisfaction: Herzberg called the causes of dissatisfaction 

"hygiene factors", to get rid of them one need to: Fix poor and obstructive company 

policies, Provide effective, supportive and non-intrusive supervision, Create and 

support a culture of respect and dignity for all team members, Ensure that wages are 

competitive, Build job status by providing meaningful work for all positions and 
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Provide job security. All of these actions help to eliminate job dissatisfaction in the 

organization, and there's no point trying to motivate and retain people until these 

issues are out of the way! We can't stop there though. It should be remembered, just 

because someone is not dissatisfied, it doesn't mean he or she is satisfied either! So 

we have to turn our attention in building job satisfaction. 

How to Create Conditions for Job Satisfaction: To create satisfaction, Herzberg says 

we need to address the motivating factors associated with work. His premise was that 

every job should be examined to determine how it could be made better and more 

satisfying to the person doing the work. Things to consider include: Providing 

opportunities for achievement, Recognizing workers' contributions, Creating work 

that is rewarding and that matches the skills and abilities of the worker, Giving as 

much responsibility to each team member as possible, Providing opportunities to 

advance in the company through internal promotions, plus Offering training and 

development opportunities, so that to retain talented employees because by 

eliminating dissatisfaction and create satisfaction we can retain the employees for the 

reason that the satisfied employees will not leave the organization. 

Hierarchy of Needs Theory; The needs that people are motivated to satisfy can be 

classified into five categories that are in an ascending order according to Maslow, 

those needs are physiological needs, security needs, social needs, esteem and self-

actualization needs. The first three are characterized as lower level needs while the 

last two are higher order needs. In the organizational setting physiological needs are 

basic needs such as basic salary to guarantee employees survival, safety needs are the 

needs for safe jobs, fringe benefits and job security. Social needs reflect the desire 

for good relationships with co-workers and supervisors, plus participating in group 

works.  

Esteem need is the desire for respect, which is affected by the person’s standing 

reputation, needs for attention, recognition, achievement and appreciation. Self-

actualization refers to the desire for self-fulfilment; it is a drive for individuals’ self-

development, creativity and job satisfaction. They are related to developing one’s full 

potential, increasing one’s competence and becoming a better person. Individual 
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needs are influenced both by the importance attached to various needs and the level 

to which an individual wants to fulfil these needs (Karimi, 2007). The findings of 

this study shows that Mwanza Regional secretariat employees have the same needs 

elaborated in this theory and much more 

Equity theory; this theory suggests that employees’ perceptions of a working 

situation in terms of how fairly they are treated compared with others influence their 

levels of performance. According to equity theory, employees make comparisons by 

determining their own work outcomes versus the effort or inputs required to achieve 

the outcomes, and compare these with outcomes and efforts of other employees. If 

they recognize that their compensation is equal to what others receive for similar 

inputs, they will believe that their treatment is fair and equitable. Education, 

experience, effort, ability etc. are the inputs to the job by the employees.  

Outcomes that employees receive from a job are pay, benefits, promotions and 

rewards etc. Each employee wants justice in working environment, in terms of 

distributive justice, procedural and interactive to make them more satisfied, 

committed and retained. The same goes to Mwanza Regional Secretariat employees, 

according to the findings 65 percent of the respondents want fair and equal treatment 

so that they can be retained, and 32.5 percent mention equal distribution of the 

organisation resources. Therefore all of these respondents yearn for equal treatment 

as their co workers. 

6.3 Conclusion 

The Tanzanian government is familiar with the significance of retaining employees, 

that’s why they provide the financial and non financial incentive to public sector 

employees and there are laws, rules, regulations and policies that protects the welfare 

of the employees as a way to motivate and retain them. Not only that but also 

different strategies are formed and implemented to retain the employees, but still 

employee retention is a problem in public organisations in Tanzania particularly 

Mwanza Regional Secretariat. The findings of this study give a clear picture that 

regardless of having employee and labour relation laws, policies and many retention 
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strategies, the way they design and implement them is not pleasing. This is due to the 

fact that there is poor involvement of employees in the whole process. 

 

 Moreover most of the employees require financial incentives such as high salary to 

be retained while much emphasis in on non financial incentives like job security. 

Therefore the management should talk with the employees regularly on a one-to-one 

basis to find out what matters to them. Since it was discovered that the 

factors/strategies themselves does not create a conducive environment for 

employee’s retention if the circumstances of other job opportunities happens, 

because the employees of Mwanza Regional Secretariat still have the attitude of job 

hopping. From this context the government has great challenge to create new 

strategies and implement fully the existing useful strategies that will improve 

employees’ retention, with ought forgetting that one need "different strokes for 

different folks" – in other words, different people will perceive things differently and 

will be retained by different strategies.  

6.4 Recommendations   

On the basis of the findings and conclusion of the study, the following 

recommendations are proposed to Mwanza Regional Secretariat and the public sector 

in general on recuperating employee’s retention. 

The salary of employee need to be increased which will not only retain the present 

employees but will attract employees from other organization as well. This is due to 

the fact that many employees leave the public sector particularly Mwanza Regional 

Secretariat because they are offered better salaries in other places mainly in 

competitive private organizations 

Employees want fair and equal treatment, that's why organization need to bring fair 

policy and communicate it to the employees, because lack of equity and negative 

attitude toward some employees may cause them to leave the organization.  And the 

resources of the organizations need to be equally distributed among the employees. 



64 

 

More participation and involvement of employees in decision making is very 

important, because allowing employees to participate in the decision-making process 

can be one of the non-financial incentives that are highly motivating. The ability to 

have a say in what happens in the organisation, particularly as it affects the 

employees taking part in the decision, can help people to feel respected and included, 

and that the organisation values their input. Not only that but also involving all 

employees in designing retention strategies can help a lot in retaining them since the 

management will have different ideas on what employees need so as to remain in the 

organization. 

 

Recognition of the employee’s inputs and outcomes need further improvements. This 

concept may be improved if organization introduced formal recognition system i.e. 

certificates, employee of the year in each section or unity, etc.   

Working relationship between the management and employees must be improved. 

Employees should be able to feel that the management value them and their work as 

well as respecting them. 

Reward should be awarded on merit and promotion should be on seniority and merit 

both on time, which helps in production and retention.  

Sufficient training programs to all employees should be established as a regular 

practice so as to improve employee’s performance, satisfy employee’s growth needs 

and increase employee retention.   

Organizations should identify those benefits which have more influence on employee 

retention, plus revisiting their present benefits package to identify those benefits 

which are not useful in order to replace them.  

Exit interview system may be introduced which will help management in answering 

the question why employees leave, and then work on those areas which influence 

employees to leave their organization.  

Turnover rate should be monitored and consider it important in policy formulation 

regarding HR factors and organization factors  
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In order to retain employees, firstly get rid of the things that annoy them about the 

organization and the workplace. Then find out what they want from their jobs, do 

what you can to give this to them and help them grow as individuals 

6.5 Area for further study 

Recommendations for future studies concerning employee retention, is for anyone 

who might be interested in the subject.  

 
A study about employee retention, which is made in other regional secretariats, 

organizations or companies can be researched and compared. It would be appealing 

to see the differences and similarities.  

My interest when writing this dissertation lied in the perspective of the factors, in 

addition to the size of this project, just one perspective was chosen. This is just one 

of many perspectives, but further suggestions in researching this subject is to look at 

this issue from other perspectives. An investigation can for example be conducted on 

people that actually left their work place, in search for something better and more 

challenging.  

This study is not representative of the whole country. Any area of Tanzania could be 

studied and produce the same or contradictory results, since the sample was limited 

to only one regional secretariat, it is recommended therefore that for more reliable 

generalization of findings, a similar study be carried on large scale involving a large 

sample of organization. Such an approach will give more representative results. It is 

also recommended that further studies be carried out to identify the best method of 

retaining talented employees. Such studies could be used in ensuring best practice of 

the organization in managing the problem, for the betterment of the organization and 

its employees at large. 
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APPENDICES 

APPENDIX ONE: RESEARCH QUESTIONNAIRE 

 

Factors Influencing Employee Retention in Public Organization in Tanzania 

A case study of Mwanza Regional Secretariat 

Dear Sir/Madam, 

I request you to answer the following questions. The questions are purely for 

academic purpose and they do not intend to victimize any person in one way or 

another. Therefore there is no need of hesitating to answer these questions in 

transparency manner. 

Your contribution in answering these questions will assist me in writing a research 

report which is a partial fulfilment of the requirements for the Degree of Masters of 

Science in Human Resource Management of Mzumbe University 

I need your cooperation. Thank you. 

The researcher 
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SECTION A: GENERAL INFORMATION 

Please put a tick mark on the correct answer bracket to the following questions then 

give explanation where needed 

Gender  (a) Male ( ) (b) Female (    ) 

Age  (a) 18-29 years (b) 30-39 years (c) 40-49 years (d) 50-60 years (      ) 

Level of Education (a) Form Four (b) Form Six (c) Diploma/Adv dip (d) Degree 

 (e) Post graduate/Masters   ( ) 

Professional qualification........................................ 

Employment status  

(a) Permanent (       ) (b) temporally (         )  

Time of employment (when were you employed)  (a) Less than a year (b) 1-3 years 

(b) 4-9 years (c) 10-15years (d) More than 15 years  ( ) 

Were you employed somewhere before joining this organization?  

(a) Yes (    )                       (b) No (  ) 

If yes why did you leave the organization (mention two major 

factors)............................................................................................................................ 

SECTION B: RESEARCH QUESTIONS 

PART A: Employee Retention Strategies Employed by Mwanza Regional Secretariat 

1. What do you think are the retention strategies at Mwanza regional secretariat? 

Please mention them.  

....................................................................................................................... 

2. Which ones do you think are the most effective and which ones are the least 

effective 

strategies?………………………………………………………………… 

3. Here under, you are provided with a number of different things. You are 

required to analyse these things to the extent that you are satisfied by putting 

a tick mark on the box provided to indicate your position. 
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1 = Very satisfactory 2= Satisfactory 3 = Moderately 4= Not satisfactory 5 = Not 

satisfactory at all 6= Does not apply. 

  1 2 3 4 5 6 

 The salary scale per month       

 The level of allowance received per month       

 The housing allowance per month       

 Availability of  medical facilities       

 The level of job security       

 Working environment i.e. hot/cold, light intensity, 

infrastructures, working instruments, transport 

facilities,  

      

 Recognition of my performance by top 

management 

      

 The position to develop my career through my job       

 The level at which the organization value my job       

 Working relationship between top management 

and their subordinate. 

      

 Working relationships between employees       

 Participation and involvement in different official 

decision making 

      

 Involvement of management in different personal 

matters concerning employees i.e. transfer, 

diseases, death, etc. 

      

 The level of safety at work       

 Opportunities for further education and training       

 The way I get promotion        

 Retirement benefits plan       

 Accessibility to join trade unions and other 

workers association 

      

 

PART B: How retention strategies are designed and implemented at Mwanza 

Regional Secretariat 

4. Does the management involve you in designing retention strategies? 

(a) Yes ( )                       (b) No (  ) 

5. Do you have an opportunity to share your ideas at work? 

(a) Yes (     )                       (b) No (  ) 

6. Are the working facilities provided by the organization good enough? 
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(a) Yes (    )                       (b) No (  ) 

7. Do you have rewards and recognition on your achievements? 

(a) Yes (    )                       (b) No (  ) 

8, Do you feel that the company provides opportunities for your growth and 

development? 

(a) Yes ( )                       (b) No (  ) 

9. How is your relationship with the reporting manager? 

A) Excellent   B) Very good   C) Good   D) Poor   E) Worst  ( ) 

10. Are you satisfied with the way retention strategies are carried out at Mwanza 

regional secretariat? 

(a) Yes ( )                       (b) No (  ) 

Please elaborate…….................................................................................................... 

PART C: Effects of Employee Retention strategies at Mwanza Regional Secretariat 

11. Do you think the increment of salaries and other allowances, good working 

condition, opportunities for career growth, etc, may improve employee retention? 

(a) Yes ( )                       (b) No (  ) 

Explain how………………………………………….................................................. 

12. Does the retention strategies of employee at regional secretariat have any effect? 

 (a) Yes ( )                       (b) No (  ) 

If Yes,  please mention them …………………………………………......................... 

13. Has anyone left this organization in the past nine month?   

(a) Yes ( )                       (b) No (  ) 

If yes what was their reason for leaving?  

………………………………………………………………………………………..... 

14. Would you consider leaving this organization? 

(a) Yes ( )                       (b) No (  ) 

Why?.............................................................................................................................. 

15 Do the policies or procedures at Mwanza regional secretariat make your job more 

difficult?  

(a) Yes (    )                       (b) No (  ) 

16. If you are not satisfied with the retention strategies of this organisation what 

decision will you opt? 
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Quit the job 

Leave the job after getting new employment opportunity 

Tolerate the situation       ( ) 

Pressure for changes 

PART D: Solution for Effective Employee Retention at Mwanza Regional 

Secretariat 

17. Are you satisfied with your job? 

(a) Yes (     )                       (b) No (  ) 

Explain why ................................................................................................................... 

18 What expectations did you have when you first came to Mwanza regional 

secretariat that has not yet been met? 

Please  mention them ..................................................................................................... 

19 Are you satisfied with the retention strategy of this organisation? 

(a) Yes (     )                       (b) No (  ) 

If no then what strategies do you think can contribute to your retention? 

......................................................................................................................................... 

20. Can you point out any retention problems in your organisation and their possible 

solution?……………………………………………………………………………… 
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APPENDIX TWO: THE ORGANIZATIONAL STRUCTURE FOR REGIONAL SECRETARIATS 
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