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ABSTRACT
This study examined factors for employees' jobs&attion in the public sector. A case
study of Immigration Department Zanzibar. The studgdressed the following
objectives. i)To identify the factors employees finds most satigfat their workplace.
i) To determine factors employees consider as underqitheir job satisfaction at
their places of workThe associated questions arewlat factors employees find most
satisfying in their job and whyi) What factors employees consider to be dissatisiying

their job and why.

The population of the study consisted of Immignateanployees in Zanzibar. The study
involved a sample of 85 respondents, including Wé&stjonnaire respondents who were
randomly selected and 14 interview respondentswvilea¢ selected purposefully. Three
methods were used to collect data to address #®ameh objectives. These included a

questionnaire and interview for primary data anduheent review for secondary data.

The data collected were analyzed by using qualgaéind quantitative methods. The
qualitative data were analyzed whereby themes angerdrom interviews and

documentary transcripts were documented and theasnmgs assigned to a view to
answer research questions. Direct quotes werepa¢sented to preserve the originality
of data. The Quantitative data were analyzed bynseadescriptive statistic derived by

using SPSS and respective results were presentesbiammarized in the relevant tables.

Key findings with regard to the first objective tie study show that the factors
employees consider satisfying in their job were gl non job related. Employee
relationship with co-workers was highly identifieRegarding the second research
objective, the findings revealed that factors fonpéoyee's dissatisfaction were an
unclear system of promotion, favoritism, poor congsion for overtime, lack of

employees' participation in decision making andystenatic job rotation. The study
concludes that, the factors for employee's jobstatiion are both job and non job
related factors. However, the findings show thah nab related factors were most
important for employee's job satisfaction. Thus fir@ings challenge Herzberg's'

suggestion that non job related factors are nobmapt for employees job satisfaction.

Vi
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Definition of Key Concepts
This section provides the working definitions ofreokey concepts used in this study:

Satisfaction/According to Morse (1997), Satisfaction refershe tevel of fulfillment
of one's needs, wants and desire. Satisfaction ndepé&asically upon what an
individual wants from the world, and what he geinployee satisfaction is a

measure of how happy workers are with their joliswarking environment.

Employee: An individual who works part time or full time ued a contract of
employment, whether oral or written, express orliea and his recognize rights and
duties (Muhl, 2002).

Job: Refers to the specific tasks and duties to beopmed in a particular position
(Heron, 2005).

Job satisfaction Robbins (2003) job satisfaction is a subjective snea of worker
attitudes, that is, an individual's general attéud his or her job. A person with high job
satisfaction holds positive attitudes towards g, pnd one who is dissatisfied with it

has negative attitudes towards it.

Job dissatisfactionit is an employee's response to their job that reaige from
feelings of apathy, to depression and despair,nggera frustration and resentment
(Easter, 2011).

Xiv



CHAPTER ONE
INTRODUCTION

1.1 Overview of the chapter

This chapter presents introductory information e study. Specifically, it provides
background to the study, a statement of the propbtesearch objectives and questions,
the significance of the study, the focus and litlotas of this study. Organizational

profile of the case study organization is presefitst

1.2 Organizational profile of Zanzibar Immigration Department

Zanzibar Immigration Department (ZID) is a part tife Tanzania Immigration

department (Tanzania constitution, 1977). Accorditgy Zanzibar Immigration

department annual report (2011), ZID is categorizgd five regional immigration

offices, namely the Urban West, the South regioguje, the North region Unguja, the
North region Pemba and the South region Pembaesffiommigration Department

Tanzania Zanzibar headquarters known as Zanzibamdration Head Office (ZIHO),

which is located at Kilimani/Miembani Zanzibar Z& from Zanzibar International

Airport and 0.5 km from Zanzibar sea port. The ZIHW@s five sections, namely,
permits, visas and passes section; passport amdnship section; administration and

finance section; border management and controlose@nd lastly is the legal section.

According to Immigration (Amendment) Act 2014, thead of Zanzibar Immigration
department is known as Commissioner of Immigrati®ervices (CIS). The CIS is
responsible for supervision of all activities cadriout by the Immigration Department
Zanzibar. The organization structure of the ZIattached as Appendix Immigration
department is governed by Acts and Regulationssdheclude the Immigration Act,
1995; the Tanzania Passports and Travel Documertts 2002; the Tanzania
Citizenship Act, 1995; the Anti-Trafficking in Perss Act, 2008; and the Prevention of
Terrorism Act, 2002 (Immigration Services Departingnlanzania 2011).



According to Tanzania Immigration Act (1995), fuocs of the Immigration
Department are: (i) to ensure national securityighly observed and maintained; (ii) to
facilitate entry, exit and stay of all immigranteiddor emigrants with a view to
promoting investments and tourism for national saxonomic development; (iii) to
facilitate exit and entry of citizens travellingrabd for both private and public affairs;
(iv) to conduct patrols and apprehend the unddsisator expulsion or other possible
legal measures; (V) to issue citizenship and atharigration documents to immigrants
like investors, tourists, experts, missionarieggdsnts, researchers and others; (vi) issues
various types of passports and travel documentd; (@n) provision of visas to

foreigners.

1.3 Background of the study

Studies on job satisfaction date back to the eéEB30’s with the situationist perspective
on job satisfaction (Resheske, 2001). Accordingthis perspective, satisfaction is
determined by certain characteristics of the jolol ah the job environment itself
(Sherman, 2001). This view has been held in liteeatsince the major studies by
Hauser, Taylor and the various famous study prejattthe Western Electric plants in
Hawthorne (Cranny, Smith, Stone, 1992). These studstablished that when a certain
set of job conditions are presented such as, gaw#img condition, good relationship
with management, opportunities for advancementlaetter payment a certain level of

job satisfaction will follow (Resheske, 2001).

Job satisfaction is an important precondition far success of any organization. This is
because satisfied employees are a crucial assetyimrganization since they are likely
be committed, loyal, accountable, and can work h@vththis & John, 1999).
Dissatisfied employees on the other hand, are idiglities who are more likely to
provide inferior services (Kaarna, 2006). Job &atison influences behaviour and
performance of individual employees. Any organi@atcannot achieve its goals and
targets unless its employees are satisfied witlr fobs. As Diaz- Serrano and Viera
(2005) observe, job satisfaction is a good indicatgob quality.



Job satisfaction has been defined as the degreéhith employees have a positive
effective orientation towards employment in theamrigation (Price, 1997). According
to Locke (1976), job satisfaction is a pleasuradxeotional state resulting from the
perception of one’s job as fulfilling or allowingpe fulfilment of one’s important job

values; provided these values are compatible witisoneeds.

Employees’ job satisfaction has turned out to bechallenge in many public
organizations, making employees move from one argéon to another searching for a
good working environment, good payment, opportufotyadvancement (Amis, 2005).
As Syptak (1999) observes, few organizations hasdamnob satisfaction a top priority
in their overall strategy. Employees can lose thelr satisfaction due to different
reasons, which include: poor working conditionssuniderstanding with the employers,
unfair payment compared to the job being done, tdapportunities for promotion, fear
of losing their job, little or no say in decisioraking, routine work, and irrelevant work,
which is incompatible with the skills and interestsemployees (Mullins, 2007). Other
factors include discriminatory practices, favosnti among employees in matters such
as training opportunity, recognition, and rewardtsgn. These factors affect employees’

job performance and ultimate production (Georg®020

Almost all countries around the world face the peab of employees’ job
dissatisfaction; for example, 4% of the total warkipopulation in Switzerland, 10% in
the United States of America and 16% in Russia wbssatisfied with their work
(Sousa-Poza and Sousa-Poza, 2000). The authorthagtall of the five east European
countries studied namely Hungary, Russia, SlovaBidgaria and the Czech Republic,
were among the eight countries showing the lowekt gatisfaction levels. Japanese
workers reported the third lowest level of job sfttion. Workers working in
unattractive jobs with few expectations change jwbgquently due to the low level of
job satisfaction (Liorente & Macias, 2003). A swvey European Foundation for the
Improvement of Living and Working Conditions, (2Q0‘@vealed that workers with no

permanent employment contracts in Austria, the Bz&epublic, Denmark and



Germany are not satisfied.; Part-time workers m thK were found not to be more or
less satisfied with their jobs than full-time worke

In Africa, many countries seem to experience lowgrdes of employees’ satisfaction.
For example, in the education sector of Kenya @8tyof employees were satisfied with
their job (James & Hannah, 2013). In Malawi, 18.8%@ in South Africa, 41.4% of
health workers were actively seeking for new emgplegt because of low satisfaction
with their current jobs (Aziza, 2013). Poor claggmoenvironment and human relations
made teachers in the following countries to chamgdessions: 23.5% in Madagascar,
61.5% in Senegal, and 54.2% in Ivory Coast (Micbael2002). Similarly, a survey by
Bennel and Akyeampong (2007) on teacher's motinadiad job satisfaction in twelve
(12) countries in Asia and Sub Saharan Africa,uditig Tanzania raises concerns about
low teachers’ job satisfaction, which weakens teashetention and commitment which

result in teacher absenteeism and tardiness.

While many organizations attempt to explore motoratof their employees by
introducing a variety of packages the problems aif patisfaction continue to be
reported in many organizations across countriesTdnzania things are the same,
according to Sumra (2006) in secondary schoolgyraber of teachers dropped out of
the teaching profession, less than 30% of teaclers willing to teach because the
living and working conditions of teachers have moproved significantly, and the
workload and low salaries have affected teachemaimIn the health sector, there were
some employees’ strikes, especially among doctorthé public Tanzanian hospital
demanding for salary increase and a more condugor&ing environment (Isangula,
2012). The Tanzania Mining and Construction Workérson's (TAMIKO) also went
on strike over dissatisfaction with pay and workiognditions (Jonny, 2012). Also,
Tanzanian Certified Public Accountants (Tanzani®&A€) were unhappy with pay and
promotion (Mpeka, 2012). This study aimed at undeding the factors for employees'
job satisfaction in public organizations. A casdromigration department Zanzibar was

used to carry out the study.



1.4 Statement of the problem

Job satisfaction represents one of the most congieas facing today’s managers when
it comes to managing their employees (Aziri, 201d)an effort to satisfy the needs of
employees, public sector managers and governingebochake use of different
incentives. For example, the introduction of rewasgstem, involvingrewarding
employees who perform better and an increase ofnmim wages are some of the
measures of addressing employees’ dissatisfactrablgm (Greystar, 2013). The
government of Tanzania has adopted different psicuch as Public Service Pay and
Incentive Policy of October 2010, which pay gre#¢raion to improving performance,
employees’ motivation and satisfaction, as welkthees application of laws such as the
Employment and Labour Relations Act of 2004, whitder alia stipulates the rights of
an employee such as the right to leave includinty,daeekly, annual, maternity and
paternity leave. Similarly Zanzibar Labour Act 397, among other aspects provides
for the rights and duties of an employer such asvipion of minimum wage, provision
of medicine and medical treatment, provision ohs$gort, provision of incentives such

as rights to accommodation, meals, and travellilogvances.

Despite all these efforts, job dissatisfaction twastinued to be reported among
employees in the public sector. As reported by Mgaeq2010), about 81.8% of
employees in high learning institutions admittechttihey would move to other
organizations if they g got a chance. As Ngota (@0doted, in the year 2008, 19
employees and in 2009, 6 employees left their pbthe Muhimbili National Hospital

because of job dissatisfaction. Currently, 18.8%heélth workers in Tanzania leave
their jobs annually (Global Health Action, 2013). rlaggingquestion then is what

factors satisfying employees iheir job? This is a question this study attempuis t

address using a case study of the immigration deeat in Zanzibar.

1.5 Research gap
It is true that researches have been done regandingsatisfaction of different

employees in various organizations for examplehéndearning institutions of Tanzania



by Mwesiga (2010), Muhimbili National Hospital byghta (2010), and Azania Bank
limited by Mwangakela (2009). Existing studies hawainly focused on "assessing the
levels of employees' motivation and satisfactiothweir jobs". Studies on factors for
employees' job satisfaction are rare. This is a&aeh gap this study attempts

contribute to its filling.

1.6 Objectives of the study
The study was guided by both general and spediiieatives as follows:

1.6.1 General objective
The main objective of the study was to understamal factors for employees' job

satisfaction in the public sector.

1.6.2 Specific objectives

I. To identify the factors employees find most siging at their workplace.

ii. To determindactors employees consider as undermining theisgilsfaction at their

places of work.

1.7 Research questions
i. What factors employees find most satisfying inttlad and why?

ii. What factors employees consider to be dissatigfin their job and why?

1.8. Significance of the study
The study is significant due to the following catesiations:

i.  The findings help the Immigration Department andilsir organization to
identify areas of job dissatisfaction among empésyeand act proactively to
address them;

ii. The findings of the current study provide vital impto the Immigration
Department in developing strategies which can hlpattract and retain

employees in the organization;



lii. The study explores one of the area rarely explsegate employees' job
satisfaction is often taken for granted as a mattgay;
iv.  The findingsand recommendation provide useful reference méddoastudents

and researchers in human resource management.

1.9. Limitations of the study
The study was limited by the following factors:

i. Some respondents declined to take part in the stadg even demonstrated
disinterest. To address this limitation, the regfmms were informed about the
significance of this study to their organizationdaencouraged them to
participate;

ii. Some officials were not accessible for schedulddriews. Reminders and
follow up were made and in the end all plannedrui¢evs were carried out;

li. It was difficult to access some documentary soyreggecially those considered
confidential. To overcome this limitation, specifequests for documents were
made during interview sessions with senior offiiaf Immigration Department

Zanzibar. These documents were finally made aMail@bthe researcher.

1.10 Organization of the dissertation

This dissertation is organized in five chapterse Tihst chapter presents an introduction
and administrative profile of the case study orgation, background of the study, a
statement of the problem, research gap, objectwesresearch questions, significance
of the study, the focus of the study and limitasiaof the study. The second chapter
review theoretical and empirical literature focgson job satisfaction. This chapter also
presents a conceptual framework of the study. Tiied tchapter discusses the
methodology of the study. The fourth chapter presséve data collected and discuss the
findings. Chapter five presents the summary of thdy, conclusion and
recommendations.



CHAPTER TWO

LITERATURE REVIEW
2.1. Introduction
The aim of this chapter is to review selected ditere on job satisfaction. The
literature review is important due to the followirgpsons: it helps the researcher and
readers to familiarize themselves with the theoa¢tdebates and understanding on
employee job satisfaction in a wider scope. Theewe\of literature is also essential
in identifying the gaps in the previous researtprdvides vital information to shape,
reforms the research objectives, questions and takscentire design of the study
include the conceptual framework and the methodolof the study (Creswell,
2007). This chapter is divided into three majortqaihe first and second parts review
theoretical and empirical literature respectivd@lfae third part selects and discusses

the conceptual framework of the study.

2.2 Theoretical literature review

This section reviews the theoretical literaturesomployees’ job satisfaction. It covers
the concepts and importance of job satisfactiomedisions of job satisfaction, job
satisfaction measurements, factors that lead toleymes’ job satisfaction, factors

leading to employees’ job dissatisfactiand theories of job satisfaction.

2.2.1 Concept of job satisfaction

There are various definitions of job satisfactiowl anany authors define job satisfaction
in terms of feelings, attitudes and beliefs. Geoegel Jones (1996) define job

satisfaction as the collection of feelings andddslthat people have about their current
jobs. Robbins (2003) defining job satisfaction asudjective measure of a worker’s

attitude to his or her job. A person with high jshtisfaction holds a positive attitude

towards the job and someone who is dissatisfiell hig/her job has a negative attitude
towards the job. Some authors define job satisfiadh terms of the way people react to
their work environment. Gannon (1979), for examplescribed the job satisfaction as

the difference between the amount of some valuécbmes a person receives and the



amount of that outcome. Thus, an employee beconssatfied when things are not
the way they should be (Carrell, Elbert, & Hatfield®98). On the basis of the above
definitions, in this study the concept job satisifat refers to as an attitude which
individuals have about their jobs and the resuitheir jobs perceptions and the degree
to which there is a good fit between the individoalthe needs of an individual and
those of the organization.

2.2.2 Importance of job satisfaction

A number of considerations can be described asinip®rtance of job satisfaction.
Firstly, job satisfaction contributes to mental Ileaand general life satisfaction of
employees. Thisnay happen because of the possibility of acquiselfresteem, which
is a person's overall sense of self-worth or patomlues (Ellison, 1997)The
opportunity to participate in a satisfying work @ften thought to contribute to
psychological well-being. Hence, the more satisfied workers are healthier often

physically and psychologically (George, 2000).

Secondly, job satisfaction leads to employees’ nteda at the work place. When
employees are satisfied with their job they alwaysrk for a long time in one
organization (Sageer, Rafat & Agarwal, 201Rnployees who are satisfied with their
job do not change from one organization to anothay.satisfaction may be attributed to
organizational cultures that emphasize on integuexs relationship values,
compensation and benefits (Greer, 2003). As maunglies suggest, employers reap
benefits from satisfied employees. They are mokelyli to profit from lower staff
turnover and peaceful industrial climate associat@ti high level of job satisfaction
(Nguyen, Taylor & Bradley, 2003).

Third, job satisfaction raises employees' commitmétesearch findings show that
people who are relatively satisfied with their jolodl likely be more committed to their
organization (Mathis & John, 1999). Job satisfati® so important in that its absence
often leads to tardiness and reduced organizatiocoaimitment (Levinson, 1997;

Moser, 1997). Indeed, employees' satisfaction as@e employees’ morale, satisfied



employees may work hard and ensure that they fillgir responsibilities within the
time planned by the organization.

Moreover, job satisfaction increases employeesoactability and it has important
implications in a discussion of accountability inganizations. Research shows that
there is a positive relationship between accoulitylaind job satisfaction (Locke, 1968;
Rafat, 2012). Accountability of employees may raae performance and productivity.
It can be argued that by increasing job satisfactibe performance and productivity of
workers can be increased. Considering the aboweraengts, job satisfaction is not only
important for the individual functioning but alsorforganizational functioning. Thus,
organizations must be aware of the job satisfacdod dissatisfaction factors. The
managerial employees have to consider the neetteimfemployees and appreciate the

work they do in order to retain and make them etitt@hto work with the organization.

2.2.3 Dimensions of job satisfaction
The literature identifies a number of dimensionkisTsubsection reviews the Luthan
(1998) and Leon (2010) dimensions.

2.2.3.1 The Luthan's dimensions of job satisfaction

Luthan (1998) identified three important dimensitm$ob satisfaction as follows: first
job satisfaction is an emotional response to ajtlation. As such, it cannot be seen; it
can only be inferred through observation of the leyg®e’s behaviours; for example the

time they get to work, and how they work and tlyeineral mood.

Secondjob satisfaction is often determined by how wedl fob meets expectations. For
instance, if organization participants feel thaytlare working much harder than others
in the department, but are receiving fewer rewahney will probably have a negative
attitude towards the work, the boss, and co-workersthe other hand, if they feel they
are being treated very well and are being paidtaljlyi and fairly they are likely to have

a positive attitude towards the job.
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Third, according to Luthan (1998) job satisfaction repnés several related attitudes
which are the most important characteristics ofola about which people have an
effective response. These are the work itself, paynotion opportunities, supervision,
and co-workers. These aspects imply that, the eyapbo may feel satisfied if they are
interested to work, receiving a better financialaed including basic pay and variable
pay, upgrading from a low position to high positi@nd good relationship between

supervisor and employees and the relationship artft@gmployees themselves.

Generally, the above dimensions of job satisfactioply that, the employers should
make observations in order to understand employdeslings. For example,
observations can be done when employees get irgandut of the work place. The
management must be familiar with employees and staled the contribution of each
employee in the organization. This can help to wtded the satisfaction or
dissatisfaction of the employee. Also, the managerslkould be able to make sure that
the working environment is conducive and that eiygés have some incentives to keep

them energized in their work.

2.2.3.2 The Leons' dimensions
Leon, (2010) identifies three important dimensitm$ob satisfaction as summarised in
Table 2.1. These are: (i) physical dimensions, ifitellectual dimensions and (iii)

emotional dimensions

1) Physical dimensions: are at the conscious letredse tend to be noticed by the
management. These include safe working practicecandition at the workplace, good
pay such salary, bonus, commission and overtimg thay make employees be
punctual at work place, and the employees' uniforay make employees be smart and
with appropriate dressing at working time. If the emplkegy are successful on these then
they will be satisfied. These aspects are compléngno each other; one aspect may

affect another.
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i) Intellectual dimensions: these are also atdbescious level. Sometimes such things
are visibly demonstrable skills, and at other tintegsy are less obvious. For example,
employees can be initiative if they are given resilality in their workplace; they may
come up with new ideas if they are happy with theark and getting opportunity for
promotion. Some employees prefer much challengiok wecause they get a chance to
use their skills for the work they do, and lastfythe organization provides a variety of
work, it enables the employees to be flexible meguihat they can do different types of
work. Thus, the success of these aspects contsiboitemployees' satisfaction with their
job (Leon, 2010).

iii) Emotional dimensions: these are often at theamscious level and, as a result, they
are not always as visible. These include such thagy respect, loyalty, empathy, and
enthusiasm, and these are on the basis of givdaked For example, if the employer
respects the employees, he may also be respectdielbgmployer. All these aspects

may be resulted when there is a good relationshiywden management and employees.

For each of the three above areas or dimensionglogars require an investment of
their employees and in return, employees need alasinmvestment from their
organization. It implies that in order for the emy®es to reach at the satisfaction level,
there must cross check relationship between emplmye employees. One part alone
cannot reach to the satisfaction unless the twis fi& integrated; this satisfaction can be
contributed by the good relationship between enmgrl@and employees, recognition of
employees job performance, opportunity for emploggeancement and existing of
good communication between employer and employ€esrefore, governing bodies
should make sure that, there is an investment legtwenployer and employees to make
the presence of job satisfaction of their respeabirganizations.
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Table: 2.1 Leon dimension's of job satisfaction

Investment » Return
Turn up Get paid
. Punctual .
Physical Dress appropriately Uniform Physical
Do the job Safe woidkipractice
Initiative Give mmsibility
Come up with ideas Interesting work
Emotional Q@pfunity for promotion Emotional
Skills Chalges
Respect Respect
Be flexible Provideriety
Loyalty Loyalty
Intellectual | Empathy Empathy Intellectual
Enthusiasm Appreicat
Investment > Return

Source: Leon, (2010). Note: investment indicated the employee's response in the
workplace, arrows indicate a way to satisfactiod eeturn indicates that organizational

responsibility to the employees.

2.2.4 Measuring job satisfaction

Measuring job satisfaction is difficult, for it i@n abstract personal cognition which
exists only in an individual’s mind (Worrel, 2004)jo measure job satisfaction, one
must have a conceptual understanding in somebadganization in order to decide
what factors to measure and how the measurementdshe priced. Since there is no
single agreed upon definition of job satisfactiamd no widely accepted theory to
explain it, it is no surprise that there is alsogemeral consensus on the best way to
measure job satisfaction (Worrel, 2004). As AZ2011) argues, usually job satisfaction
is measured by using general scientific researcthads such as the questionnaire,
interviews and observation. According to the autlsome of the most commonly used

techniques for measuring job satisfaction include:
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I. Minnesota Satisfaction Questionnaire (MSQ) and
ii. Job Description Index (JDI).

According to Smith (1969)the Minnesota Satisfaction Questionnaire is a tgpe
questionnaire and can be implemented both indiViglaad in a group, but it does not
take gender differences into consideration. Thisstjonnaire has one short form and
two long forms that date from 1967 and 1977. Redjpanto this questionnaire usually
takes between 15-20 minutes. The author obsenasttie 1967 version of the MSQ
uses the following response categorigsNot satisfied ii) Somewhat satisfiedij)
Satisfied,iv) Very satisfied, and vExtremely satisfied. The 1977 version of the MSQ
uses the following response categories: i) VerysBad, ii) Satisfied, iii) and neither
satisfied nor dissatisfied, iv) Dissatisfied, and\ery dissatisfied (Aziri, 2011). These

levels of responses aa&in to the Lickert scale commonly used in opinion sysve

The MSQ as suggested by the author can be useé@dsume employees' satisfaction at
work place but it got some limitations. It doed poovide a chance for argument, the
respondents are only required to put a tick if thaysfy or dissatisfy without providing
any clarification. This way of measuring job saittfon must be followed with
interview in order to get the much information artular aspects of satisfaction.

According to Aziri (2011), the JDI is one of the showidely used techniques for
measuring job satisfaction. It is simple and eaafplicable method. This questionnaire
allows acquisition of information on all major aspe of work and takes gender
differences into consideration. This questionnavas first introduced in 1969 and it
measures five major job satisfaction aspects wittotal of over 70 potential job
descriptions. According to the author, the factmssidered by the JDI are: the nature of
work, compensation and benefits, attitudes towangesvisors, relations with co-

workers, and opportunities for promotion. Eachhafse is explained below.

a) The nature of work: this looks at the work itsdfor example, permanent or

temporary work, high status or low status, and &ngw hard work. All these can be
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used to determine employees' satisfaction. Foamt&t, employees with permanent work
are likely to be more satisfied than employees wgrkunder temporary terms. Also

high status, unlike low status job may be moresgatig.

b) Compensation and benefits: this is about the graployees are rewarded for their
work or contribute to the organization. An orgatia with a compensation package,
regarded as generous by employees is likely totiedldeir job satisfaction. Likewise, if

they find the compensation policy transparent aaid The problem is people are not
satisfied the same way. A satisfactory pay to apleyee may not be taken the same

way by another employee.

c) Attitudes toward supervisors: this looks at te&ationship between employer and
employees. How do employees feel, think, and saytatheir employer? Do employees
have a positive or negative attitude towards teapervisor? When employees have
positive attitude to their employer, they may irage their performance in their job, but
when employees have negative attitude they may teagoor performance, low
productivity and even quit the job. The superviesmployee relationship has

consistently been rated as the most important ibanér to job satisfaction.

d) Relations with co-workers: research has shovah workers who belong to a social
group and have friendships at the job place tendetanore satisfied (Worrel, 2004).
Indeed the people who lack social support in thekplace are generally less satisfied
and unhappy (Dubinsky, 2004).

e) Opportunities for promotion: this entails ragstine status of an employee at the work
place. This can result from improving employeegdicadion, training and coaching
which increase employees’ skills. Also, it includdgnging employee's position from
low rank to high rank (Tatsapaugh, 1994). Indekd lack of advancement on the job is
a frequent factor influencing resignation and edeep job dissatisfaction and leading
negative responses such as tardiness, absentesisnelactance to work actively. For

stance a recent complaint by Dr, Mahangu (2015)EarMember of Parliament for
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Ukonga made public via mass media in Tanzania. ¢tentented that, he was deputy
minister in government for ten (10) years and egeh promoted. To him this was

highly frustrating in his career.

From the above job satisfaction measuring instrusene can note that, the satisfaction
of employees for the job is not simultaneously dremployees. The determinants of
satisfaction differ from one person and anothere $hpervisor of organization should
be able to understand which factors are best fs#tisfaction of particular employees.
The manager must be well understood the behavibra#itude of the employees so as
to make them satisfying and ultimately it may irmse organization production. But
sometimes it is not easy to make all employeesfgatg by measuring each person
alone. Usually managers make generalizations f&ir #mployees in all determinants of

job satisfaction.

One of the oldest approaches to measuring jobfaetien is the degree of facial
expressions presented by Aziri, (2011) accordingino this is the simplest form of job
satisfaction measurement. In fact, according te dipiproach, several facial expressions
are presented to the employee and he should puk aunder facial expression that
describes his feeling and opinion of his satistactor dissatisfaction for the job as

shown in Figure 2.1

Figure 2.1: Facial expressions used to measure jehtisfaction

A A
&S &

1 2 3 4 5 6

Source: Aziri, (2011, p 84).
The employee should put a tick under the facedkptesses how he/she feels about the

job in general, including the work, the pay, theewision, the opportunities for
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promotion and the people you work with. The facbeva described as number one,
means very satisfied, two satisfied, three somewhtasfied, four neither satisfied nor
dissatisfied, five somewhat dissatisfied, and sikall satisfied. Although the approach
has been recommended to measure employees' daiisfat has some limitations:
facial expression cannot always present employagsfaction. This is because people
differ in terms of what they are being looked atithfaces; some people may seem
satisfied by looking at their face but in the reahse they may be dissatisfied. It is also
difficult to pin a particular facial display to aJel of satisfaction, alone these assessing
are not likely making choices in a similar way. Shtacial expression is an inadequate

measure of employees' satisfaction.

2.2.5 Factors leading to employee job dissatisfaoti
Literature for instance Levinson (1997) and Wo(28104) has identified a number of

factors responsible for job dissatisfaction amdregemployees:

i) Poor working conditions: If is not prepared walhd made attractive may lead to
employees’ dissatisfaction; for example, lack omtiation, insufficient lighting in the
working place, and poor infrastructure such as fenaad insufficient office space lack
of equipment such as computers and other offickstés Mullins, (2007) reports, poor
working conditions compromise employee’s job satitbn and can depress employees'

morale.

i) Quarrel with employers: sometimes in the orgation, the relationship between an
employer and employees may not be good becauseogegd concerns are not
addressed by the employer, absence of recognifi@mployees’ job performance and
lack of effective communication. This leads to thse of grievances toward the
management. As a result, employees' job satisfabiéaomes compromised because the

employees fail to be committed to their respongied at work place (Levinson, 1997).

iii) Discriminatory practices: these may also letw low job satisfaction among

employees, which can then lead to poor job perfomaéGeorge, 2000)Discrimination
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in a working place occurs when the management favone party of the employees and
isolates the other party. This can be in termgahing opportunity, promotion of the
employees; and rewarding the same people repdyitiVeis is detrimental to the well
being of the company because when an employeereglected, he or she will tend to

perform at a lower level (Branham, 2005).

iv) Limited career growth and advancement: laclcafeer growth and advancement is
another reason why workers are dissatisfied wigr flobs. Employees who feel stuck in

their job positions are less motivated. Worrel,020notes, lack of advancement on the
job is a frequent factor influencing resignationoikers feel valued when employers
include them in their long-term plans and showrtla@preciation through promotions.

Employees who move up in an organizational laddet @eceive just compensation

commensurable to their title and responsibilitiessially act upon themselves to the
company for a long term (Johnson, 2008).

v) Underpayment: One of the primary reasons for g¢hksatisfaction results from
organization underpaying the workers (Johnson, R0lds means that employees must
draw out their saving further to buy higher-pricgaods and services. Not only must
employees deal with stagnant wages, but they msstdeal with high costs for health
insurance among other expenses. The stress ofghifia with limited income causes
many workers feel dissatisfied with their jobs. Trext part reviews some established

theories of job satisfaction

2.2.6 Theories of job satisfaction

A theory is a set of interrelated constructs/ \zega that present a systematic view of a
phenomenon by specifying relationships among theabkes, with the purpose of
explaining the phenomenon (Creswell, 2003). Diffiérecholars and theorists have
developed theories in the study of job satisfactiime following theories are reviewed
in this section: Hygiene theory (two factor thegprpraham Maslow's hierarchy of

needs theory, and Expectancy theory.
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Table 2.2: Summary of job satisfaction theories antheir major theme

Theory Theorist Major theme

Hierarchy of needs Maslow (1954) ati&®e needs to change behaviour

Expectance Vroom (1964) Link between behaviours,

performance and rewards

Two-factors Herzberg (1957) Hygiene factor lead to dissatisfaction

Motivators result in satidfan

Source: Resheskg(2001, p 17)

I)Abraham Maslow's hierarchy of needs theory

The most famous classification of needs theorfésane formulated by Maslow (1954).
He suggested that there are five major need caésgahich apply to people in general,
starting from the fundamental physiological nedls:need for oxygen, food, water and
shelter. Safety need: the need for protection agasanger and the deprivation of
physiological needs. Socialeed: the need for love, affection and acceptarse a
belonging to a groupEsteem needthe need to have the respect and recognition by
others and last, self-actualizatitire need to develop potentialities and skills, éodme

what one believes one is capable of becoming (patsutonomy and self direction).

Figure 2.2: Maslow's hierarchy of needs

- Love/belonging N

Source: Maslow (1943, p 375). Note: Maslow's henmgrof needs, represented as a

pyramid with the more basic needs at the bottom
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Starting with, psychological need: Satisfactiorotigh financial reward that will enable
employees to have good shelter, enough food anithb\Vigy of getting some water. If
the organization puts consideration the good paymetheir employee, the employees
may become satisfied in their work. It is an impattsource of satisfaction because it
provides a potential source of self-esteem as agethe generic opportunity for anything
money can buy (Brockner, 1988). Secondly, safegdnéhe employees at work place
need protection against danger; this can be adhiegeough a good working
environment Arnold and Feldman (1996), promotedtof@c such as temperature,
lighting, ventilation, hygiene, noise, working heumand resources as part of working
conditions. The absence of such working conditi@mspngst other things, can impact
poorly on the worker's mental and physical welldgeiBaron and Greenberg, 2003).
Thirdly, social need: the employees need love acck@tance of workplace, these
aspects obtained in good relationships with co-exwk According Friedlander and
Margulies (1969), friendly staff relationships cadlotite to the level of job satisfaction.
Fourthly, esteem needs: develop programs to promibtéles in the organization and
build programs for career development of each.tiflee organization should give the
opportunity to every employee for using their dla, skills and creativeness (Sageer,
Rafat & Agarwal, 2012). The last, self actualizatito become what one believes one is
capable of becoming. From this need the employeed advancement and achievement

in work to make them satisfy with their job (Orriete2004).

Kaarna (2007) argued that this theory enjoys witiseptance because of its behaviour
research, even though these have been little exapevidence to support this mode. It
has been criticized from several theoretical viem{so Some critics appoint that need of
the individual is dynamic rather than static andrenthan one level of need may be
operating at any given time. As need reflects pshmical and physiological
deficiencies, these must be continually and repatsatisfied. It is not realistic to

expect these to be constantly satisfied in som@tukical order.
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i). Expectancy theory

The concept of expectancy theory was formulatedVibgom (1964). It originally
contained in the valence, instrumentality, expextafVIE). Expectance refers to the
person's assumption that efforts will lead to aedmeent or accomplishment.
Instrumentality refers to a person's assumptioasgbod work will bring about reward.
Valence refers to the perceived value of the rew@ittie recipient (Chelladurai, 1999).

Expectancy theory has several implications for rgangent. It suggests that managers
should make an effort to help employees see tltaioakhip between the various job
activities they are expected to perform and tharel@soutcomes. As Sageer, Rafat,
Agarwal (2012) noted that if one receives a morteamue tharexpected, then he will be
highly satisfied and vice-versa. For example thepeetation to good salary,
opportunities for promotion, and opportunities foareer developmentTo help
employees avoid the frustration that results whee intended outcomes fail to
materialize managers should work with employeesstiablish realistic expectations.
They need to find out the desired outcome an engelay seeking and to work with that
employee to establish the necessary efforts taiatif@t outcome, given the employee’s
ability. Locke and Latham (1990) suggested thatstiecess of a person's expectation is
analysed as a factor that creates job satisfactiorparticular, managers can help
employees develop a realistic assessment of theirabilities and can point to ways of
factoring that assessment into the effort neededeffect a desired outcome. To
encourage employees to make such an effort, mareagenust present employees with
reasonable chances for getting attractive rewawas the organization.

iii). Hygiene Theory (two-factor theory)

This theory was developed by Frederick Herzberghasdolleagues (Armstrong, 2009).
Herzberg (1959; 1966) developed the two-factor thexd job satisfaction: motivation

and hygiene. According to Herzberg hygiene factorslude company policies,

supervision, working conditions, administrationp jeecurity, pay, and interpersonal
relations (with superior, co-workers, and extraheTother set of factors known as
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motivation like achievement, advancement, recognjti the work itself and
responsibility leads to satisfaction. These issaresdirectly related to the employee's
environment. On the contrary, motivators creatéstsattion by fulfilling individual's

needs for meaning and personal growth (Syptak, 1999

In order to promote satisfaction within one' jobygiene issues need to be addressed.
First, clear company administrative policies sholld developed: Organizational
psychologists can decrease employee dissatisfattjomaking sure the company's
policies are fair and apply equally to all Syptal©99). Second, supervision: job
satisfaction improves when supervisors are perdeiwebe fair,helpful, competent and
effective (Alexander, 2000). Thuthe provision of emotional and technical support by
supervisors may increase job satisfaction (Hucay&siBuchan, 1991; Smith, 1992;
Spector, 1997). Third, salary: accordingHertzberg’'s (1966) if the pay is acceptable
for an employee, a level of job satisfaction mayihereased to an extent that the
employee’s level of job satisfaction is dependemnpay. Johns (1992) also suggests that
satisfaction and pay have a positive interrelatigmsFourth, interpersonal relationship:
Resheske, (2001), noted that working in an envimmnof cooperation and mutual
respect is important to the employees' job satigfacHerzberg's (1966) suggests that if
co-workers create a supporting environment andvaitalividuals to set free their full
potential, the job might be satisfying. Five, wardiconditions: a thing such as a nice
desk or clean work area may contribute employesgsfaction. Syptak (1999) notes
that, organizations should do best to ensure that drganizations equipment and
facilities are modernizing. Finally, job Securitit: is an employee's assurance or
confidence that they will keep their current jobm@oyees with a high level of job
security have a low probability of losing their jobthe near future.

A side of satisfiers or motivational factors to f{bb satisfaction, the management in the
organization should be aware of the following fastd-irst is the work itself/ nature of
the job: Organizations have to ensure that thepleyees believe that the work they do

is important and their tasks are meaningful (Sypi®©9). Second is achievement: most

22



people want to do a good job that can bring theme&gh into the achievement. To help
them, the organizations should make sure that #neyplaced at the positions that can
use their talent and knowledge and are not setougdilure. Third is recognition:
employees need to feel appreciated, as workers aengbeople (Branham, 2005).
Recognition of an employee’s hard work is essentiahis or her satisfaction in the
workplace (Kaye & Jordan-Evans, 1999). Fourth responsibility: this is the way of
giving employees enough freedom and power to cautytheir duties, this makes them
feel they are the part of the organization. The leygy should find the way to
meaningful work and giving employee greater freedand authority. The fifth is
advancement: Herzberg (1968) found that employees@tisfaction is influenced when
they have an opportunity for advancement of indigidcompetencies through various
training programs, career development and promotidter reviewing a number of
theories on job satisfaction. The hygiene theompo (factor theory) will be adopted for
this study. The next part reviews the empiricarature of job satisfaction

Table: 2.3. Two factor theory of job satisfaction &ctors

Non job related factors Job related factors

Clear company policies The nature of the job/work itself
Supervision Achievement

Salary Recognition

Interpersonal relation Responsibility

Working condition Advancement

Job security

Source: Hertzberg, (1976)

2.3. Empirical literature review

This section reviews some selected research retatgob satisfaction. This review is

important as Kothari (2004) notes that the emgiditarature consists of studies made
earlier which are similar to the current one. Aeaasher gets the knowledge and

experiences that were established by other resaatchlso, knowing of methodology,
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focus, questions and objective of the previousietudrhe knowledge can help to shape
the design of the current study. The review cogexseral studies: national, regional and

international.

(i) National studies

Mwesiga (2010) did a study on job satisfaction aghadministrative staff in higher
learning institutions of Tanzania: A case studytha Institute of Social Work, Dar es
Salaam. Her study findings reveal that supervisiod treatment of the employees have
a big influence on an employee’s job satisfactioecduse they determine the
relationship between supervisors with employees $tudy also found that a good
working environment improves productivity and effiecy of the employees as they are
able to work efficiently and comfortably and herigely satisfied with the work. Also,
the study concluded that job satisfaction can Haenced by work stability, absence of
which may result in many labour turnovers, and mamployees thinking of moving

out of the organization to look for more secure ¢piportunities.

Ngota's (2010), study on work motivation and jolistaction among employees: A
Case of Muhimbili National Hospital (MNH) revealéuht job satisfaction is important
to an organization because it makes employees prodkictive, creative and committed
and likely to stay rather than leave the organmratirhe study found that good working
environment, good interpersonal relationship, proomo opportunities, satisfactory
salaries and training opportunity as factors in galisfaction. The findings also showed
that, poor working environment, poor administratgystem, lack of job security and
tribalism, low salary, lack of employees' recogmiti employees' attraction, employees
promotion, and lack of equipment are the factospoesible for job dissatisfaction at

work place among the MNH employees.

Mwangakala (2009) studied the influence of emplogagsfaction with the quality of
customer service delivery at the Azania Bank Lichit€he findings of the study show
that among the factors that affect job satisfactwa physical condition of the office
such as ventilation, lighting and also furniture ather equipments. The study findings
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also show that employees are likely to be dissatlsiith their job due to low pay, lack
of transparency in their pay and compensation padind unequal treatment of the
employees, and also when employees are assignedhjabare beyond their skills or

qualification.

(i) Regional studies

Tumwet (2011), in her study on effects of employ@entive on performance in Private
Universities in Kenya: A Case Study of Kabarak Wémsity found that both financial

and nonfinancial reward were used and perceivedbdoof equal importance in

influencing employees job satisfaction. The studo a&ound that the use of social
recognition such as compliments for accomplishirsgigned tasks contributed to
enhanced performance and recommended that employeesntive scheme should

comprise both financial and non-financial rewaise study observed that the incentive
system would be more effective if the implementatic done consistently and

equitably.

(iii) International studies

Parvin (2011), conducted research on factors afigemployees' job satisfaction in the
pharmaceutical sector in Dhaka. The study alsosinyated various factors such as: type
work, work experience, age and sex and their plessffect on job satisfaction. The

study focused show that salary, efficiency in wdrkige benefits, style of supervision,

and co-workers relation were the most importaniofagccontributing to job satisfaction.

2.4. Conceptual framework

A conceptual framework is a visual or written proguone that explains either
graphically or in narrative form, the main thingstte studied including, the key factors,
concepts, or variable and the presumed relatioesdmpong them (Miles & Huberman,
1994). The purpose of this study was to understiéwedfactors for employees' job
satisfaction at the Immigration Department ZanziliBased on Herzberg two factor
theory, the Luthan's and Leon's dimensions, theceqal framework involves two

independent variables: i) job related factors @andan job related factors:
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Job related factors
Job related factors consisted aspects such as eraeat) relationship with employees

and employee's opportunities for advancement.

i) Management relationship with employees

It also refers to the ability of the supervisomimvide emotional and technical support
as well as guidance on work related tasks (Robl2®83). The manager works out and
agrees clear targets with individual employee. Ttas be examined by using the
following indicators: (i) communication between doyges and senior management, (ii)
participation in decisions making, and (iii) managst recognition of employee job

performance.

i) Employees opportunities for advancement

Refers to the availability of opportunities for eiayees' advancement (George, 2000).
The possibility that the employees can move from lttw stage to high stage in the

organization. Indicators that can be used to exarthirs variable are: (i) opportunities

for career advancement, (i) job specific trainargl (iii) promotion opportunity.

Non job related factors
It consists factors such as financial rewards, warkironment and relationship between

co-workers

1) Financial rewards

These are monetary incentives that an employee @& a result of good performance.
Employees should be satisfied with their pay afeiobenefits. Also, satisfied with the

level of pay compared with colleagues who performilar job. Indicators that can be

used to examine this variable are: (i) compensdtorovertime, (ii) better salary and

(iii) fringe benefits.
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lii) Work environment

Work environment consists of all factors which awctl react on the body and the mind
of employees (Gupta 2008). The work environmenthis study will be examined
through the following indicators: Indicators thatncbe used to examine this variable
are: (i) job security, (ii) physical working conidihs, and (iii) opportunity to do a variety

of tasks.

iii). Relationship with co-workers

Co-workers as a dimension of job satisfaction esldb the extent that employees are
friendly, competent and supportive (Hakim, 1994hnky 1992). Herzberg’'s (1966)
theory suggests that if co-worken®ate a supporting environment and allow indivislua
to unleash their fulpotential, the job might be satisfying. Indicattiniat can be used to
examine this variable aré: enjoying respect from fellow workers, (i) Socsupport

from fellow workers, and (iii) Teamwork spirit amgpemployees.
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Figure 2.3: Conceptual framework for a study on fators for employees' job
satisfaction

Indicators

Independent variables/v[ Teamwork spirit among employees
/[ Relationship with Social support from fellow worke ]
co-workers
Respect from fellow employees
[ Financial reward >
\

Fringe benefit ]
\/'[ Physical working conditions ]
Work environment (
:L Job security ]
J
\A[ Opportunity to do a variety of work

/v[ Opportunity for career advancement]

—>

Non job
related
factors

Better Salar

Compensatio for overtime Dependent

o Yo VR VS

Variable

Job
satisfaction

Opportunity for

advancement Promotion opportunity ]

N )

Job related

Job specific training ]

Factors

Participation in decision maki ]

N

Relationship with

> Communication between
management

employees and senior management

.
Management recognition of
employee jotperformance

Source: Investigator (2015) based on Herzberg (1883 factor theory, the Luthan's
(1998) and Leon's (2010) dimensions
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2.4.1 Operationalization of the conceptual framewdt

Table 2.4: Variables, indicators and their measuremants are shown in the table

Objective Variable Indicators Approach for
measurement/analysis
1. Financial i. Better salary
rewards ii. Employees fringe benefits

iii. Employees' compensations for

overtime

To understand the factors

for the employee’s job

2. Relationship

with management

i. Effective communication between
employees and senior management

ii. Management Recognition of employe
job performance

iii. Employees participation in decision

making

satisfaction in the public

sector

3.Work

environment

i. Good physical working conditions
ii. Employees Job security

iii. Opportunity to do a Variety of tasks

4. Opportunities fo

advancement

i. Career advancement opportunity
ii. Job specific training

iii. Employees opportunity for promotion

5. Relationship

with co-workers

i.Employees respect from fellow
employees

i.Employees Social support from fellow
workers

iii. Team work among employees in

doing organization responsibilities

A checklist from:
e . .

i. Most satisfying,

ii. Somewhat satisfying

ii. Neither satisfying

nor dissatisfying,

iv. Somewhat

dissatisfying,

v. Not at all satisfying

Source: Author (2015).
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1. Introduction

This chapter discusses the methodology that was tasearry out this study. It includes
research design, study area, study population, shiely sample and sampling
procedures, data collection methods, data colledatistrument and approaches to data

analysis, validity and reliability of the study aethical considerations.

3.2. Research design

According to Kothari (1997), a research design @am of action for collecting data,
organizing and analyzing it with the objective adntbining the relevance with the
economic procedure. A case study design was usedignstudy. A case study is a
method of exploring and analyzing the life of sbaiaits, be that unit, a person, a

family, an institution, a cultural group, or evec@nmunity (Bharadwaj, 1989).

The case study enabled the collection of in deptbrination on factors employees in
the case study organization considered importarnthiam job satisfaction. Furthermore,
case study design enabled the investigation obfadbr employees' job satisfaction in
real job context (Yin, 2003). Budget constraint matle case study approach more
appropriate for the study where a single case siodglves Zanzibar Immigration
department was used to carry out the study. Indé@edature for instance Silverman
(2006) indicates the single case study is a comp#ttidy capable of generating
information that can be used to test theories aficn or challenge existing beliefs. So
the case study design was used to test the valafityactors for employees job
satisfaction established by mainstream literatoepresented by Herzberg two factor
theory, the Luthan (1998) and Leon (2010). Casdystlesign was selected because it
facilitated an intensive analysis of employeesiwgieand opinions that is employees'

perceptions on factors they found most satisfymtheir jobs and at their workplace.
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3.3. Area of study

The study was conducted at the Immigration Departrhead office in Zanzibar. This
organization was selected for this study because: @area was reachable and the
researcher was able to get relevant data due t@risence of key people that were
willing to support the study. This enabled the agsker to access required data. The
presence of a mix of people in term of job spezaion that demonstrated a willingness
to participate in this study greatly influenced ti®ice of the above stated department
of study. Literature for instance, Mason (2002)ises researchers to avoid study areas

with no or limited prospect to obtain required diaastudy.

3.4. Population of the study

The population of this study consisted of employeésimmigration Department
Zanzibar at the head office. The Immigration hetid® Zanzibar comprised 150 staff,
14 were managerial staff, including heads and stugmas of sections and 136 were non
managerial staff, including, supporting and professl staff (Department of
Immigration Zanzibar annual report, 2014).

3.5. Study sample

A sample is a small portion of the study populat{@dwuondo, 1994). According to
Cohen, Manion and Morrison (2007), researchers walltect data from a smaller
number of participants who are part of the largpytation or group and that smaller
number is what is referred to as a sampigo types of samples were used: interview
and questionnaire sample. The interview samplelwadb14 respondents that included
senior officials of Immigration department Zanzibak sample of 14 interview
respondents was obtained by means of sample satugainciple whereby no more
interviews were carried out beyond 14 respondestsilise additional interviews did not
produce new data in relation to the objectives guektion of the study (Mason, 2002).
The selection of interview sample is consistenthwilie suggestion in the literature
(Mason, 2002; Silverman, 2006) that interview woviigh small samples because its

purpose is to obtain in-depth information on a eabjunder investigation. Such
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information is unlikely to be obtained where a hsgenple of respondents is involved
(Kothari, 2004).

The second category of sample was questionnairglseaithis included 71 respondents
selected from members of the general staff of Imatign department Zanzibar. The
selection of 71 questionnaire respondents was basdtie rough guide principle that
proposes a sample of at least thirty (30) respasdsnadequate to carry out statistical
analyses (Prince, 2005). This sample was also stems$i with the opinion survey
requirement of using a larger sample of respondémt$acilitate generalization of
findings (Kothari, 2004). A specific formula wastnased to select the questionnaire
sample since doing so, would produce a very laagepée that would not be manageable
because of the limited resources available torthiestigator.

3.6. Sampling procedures

Sampling is the process of choosing actual data fadarge set of possibilities (Given,
2008). For the purpose of this study, two proceslukere used to select the study
samples: namely purposive sampling and random sagndihese sampling procedures

are explained below:

3.6.1 Purposeful sampling

It is non probability sampling procedure where st of individual in the sample does
not give all the individuals in a population an agehance of being selected in to
sample (Kothari, 2004). Purposeful sampling invelve conscious and deliberate
selection of people on the basis of a particular cfeattributes (Stringer, 2007).
Purposeful sampling was applied in the study fer plarpose of selecting an interview
sample that included 14 managerial staff: headhefsections and supervisors of the
sections. This sample procedure enabled the imaetito have control over the sample
by including only the respondents that meet thiea set by the investigator that is the
ability to provide information on job satisfacti@md dissatisfaction factors in the case

study organization.
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3.6.2 Simple random sampling

It is a probability sampling procedure where evieeyn of the universe has an equal
chance of inclusion in the sample (Kothari, 2008gveral steps were carried out to
select study sample using this sampling approdciirst involved obtaining sampling

frame that is the list of all employees in eachtisacand thereafter the slip of paper
were numbered each representing a name of an eegloy the respective

section/department. To reduce the sample selediiam the numbered slips were
systematically shuffled in a box and then one eteiof paper was randomly picked at a
time. The process was repeated until a requiregpkaat seventy one (71) respondents

was obtained.

3.7. Methods of data collection
This section describes methods used to collect. déta study employed multiple

sources of data collection. These are describemhbel

3.7.1 Primary sources
The source of primary data for this study inclu@eguestionnaire and interview. These

methods are clarified below:

(i) Questionnaire

A questionnaire is a set of prepared questionsbtaim responses from respondents
(White, 2002). Questionnaires attached as Appe(idliwere used to collect employees'
perceptions on factors they found most satisfyimg aissatisfying in their job at
Immigration general staff in Zanzibar. Questioneanabled the investigator to gather
perceptions on factors for employee's job satigfactfrom a large number of
respondents in a short period of time. This made s#tudy fast and cheaper
(Shuttleworth, 2008). Questionnaire is not perfegtit has a risk of low response rate
when respondents find it too long to fill and ifist poorly designed, to overcome this
potential limitation the questionnaire was suffitlg edited and simplified to make it

read friendly. It was also pre tested before beised in the actual data collection phase.
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(i) Interview

Hader and Lindman (1987) defined interview as ac@se consisting of dialogue or
verbal responses between two persons or betweamatgersons. The interview was
used to collect data defected from 14 members dfiagerial staff of Immigration
department Zanzibar on factors for employees' misfaction. A guide of interview
used during the interview was attached as appemdixinterview enabled the
investigator to capture in-depth account on a swbpé interest (Yin, 1994). Unlike
questionnaire, interview enabled the investigatoreiach small number of the selected
respondents and collect in depth information on tegpondents' experiences and
opinions on factors for employee's job satisfactionthe case study organization
(Kothari, 2004). The interview appointments wepeedl with the respective respondents

and follow-ups made to ensure all planned intergiewre carried out.

3.7.2. Secondary sources

The secondary sources are the pre existing dat&ala been collected and recorded by
someone other than the researcher (Given, 2008¢ S§tbdy reviewed different
documents such as Immigration department journald Bnmigration department
monthly and annual reports. Secondary sourcestafefabled the researcher to collect
additional information on factors for employee's gatisfaction. Secondary sources of
data may be inaccurate, outdated, false and misigd@orter, 1999). To avoid these
limitations documentary review was done selectiaiy critically in the sense that data
obtained had to be counterchecked with data frdmerasources such as questionnaire

and interview.

3.8. Data analysis

The data collected were analyzed by using bothitgtise and quantitative methods.
The qualitative data were then critically analyzetereby themes emerging from
interviews and documentary transcripts (Kotharip20 The emergent themes were
documented and their meanings assigned to a viemswer research questions. Direct

quotes were also presented to preserve the oiityinaf data and also capture
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respondent’'s perceptions on the factors they censmbst satisfying in their job. Also,

the check list was used to determine factors ensgl®yfound most satisfying and
dissatisfying. The Quantitative data collected frima questionnaire were analyzed by
means of descriptive statistic derived by using SP#id respective results were

presented and summarized in relevant tables anemages

3.9 Validity of the study
The term validity refers as the degree to whicksearch study measures what it intends
to measure (Forzano & Gravetter, 2009). To certifg validity of the study, the

following measures were taken into consideration:

First, complementary sources of evidence were useabtain desired outcomes,
including interview, questionnaire and documentatidhis approach enabled the
investigator to make analysis of data by making gamson the weight of the findings
from multiple sources (Creswell 2005). Second, #ortewas made to ensure that
opinions and rival arguments that are opinions thatnot confirm to overall findings
are addressed in the analysis and conclusion o$tity (Yin, 2003). Third, relevant
literature was used to guide the design of theystidluding the selection of conceptual
framework, research objectives and questions (Muz804). Fourth, the survey
instrument used in this study was pre-tested thrqugsenting it to experts and peers
for discussion and comments. This helped to elitein@mbiguities in its content
(Ngimbudzi, 2009).

3.10 Reliability of the study
Reliability refers to the degree to which an assesg tool produces stable, consistent
results (Phelan &Wren, 2006). To enhance the néitalof the study, the following

measuresvere taken into consideration:

First, attention was paid to ensure research pmobtgbjectives and research questions
were clearly defined. This enabled the investigatoobtain relevant data for the study.

Second, an attempt was made to ensure the reconsoh@natocols for data collection

35



and analysis are observed. Also, recommended puoceedor selecting study samples
were applied (Silverman, 2006). Third, the survagtiument was presented to the
supervisor for discussions and comments duringetiftar adjustments and corrections
were made to the instrument before it was admirgdtéo the target population sample.

This helped to improve the quality of the itemgha instrument (Muijs, 2004

3.11 Ethical considerations
Ethics is the science of morality (Gupta, 1996).Tolowing are summaries of some

ethical considerations diis study:

First, authorization for entrance to field resean@s sought through writing application
letters to the organization (Immigration departm&ahzibar). Second, the purpose of
the study was explained to the host organizatiosh thle respondents (Silver, 2006).
Third, participation in the study was voluntary ahd people who were responsible for
distributing the questionnaire in each unit witthie Immigration department did not use
any form of coercion to the respondent and theamdgnts were made aware that they
could withdraw from the study at any time of thelfroice (Kaarna, 2007). Fourth, the
investigator ensured the protection of the respotsdérom harm because of their

disclosure of information (Borg and Gall, 1989).
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CHAPTER FOUR

RESULTS AND DISCUSSION OF FINDINGS
4.1 Introduction
This chapter presents the data collected and dissuthe findings in relation to the
study objectives and questions set out in the doictory chapter. The chapter is
organized into two parts: the first part presente tfindings on demographic
characteristics of the respondents of the studg. SEtond part presents the results of the
study with respect to the research objectives whidre to identify factors for
employees' job satisfaction and dissatisfactior attempts to answer the associated
research questions.

4.2 Demographic characteristics of the respondents
The characteristics of respondents examined weps sgx, educational level and
working experience of the respondents. These ctaistics are important since they

tend to affect the nature of responses providethbéyespondents.

4.2.1 Age of respondents

The age of respondents was categorized into tlgeegeoups: 18-25, 26-45 and above
46 years. Two respondents (2.4%) were in the cayegmge between 18-25 years old,
seventy three respondents (85.8%) were aged bet&6etb years old while ten
respondents (11.8%) were aged above 46 years ath [ Table 4.1 show the

distribution of respondents by age group.

Table 4.1 Distribution of respondents by age group

Age

Frequency Percent
18-25 2 2.4
26-45 73 85.8
46- above 10 11.8
Total 85 100.0

Source: Questionnaire and interview data (2015).
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The findings show that the majority of the respantdevere middle aged between 26-45
years old, and therefore adults capable of exprgdbeir feelings and even experiences

with regard to their jobs at the Immigration depseht Zanzibar.

4.2.2 Sex of the respondents
The findingsshow that sixtywo respondents (72%) were male, while twenty thveee

female (27.1%). Data in Table 4.2 show the distrdyuof respondents by sex.

Table 4.2 Sex of the respondents

Sex Frequenc Percent
Male 62 72.9
Female 23 27.1
Total 85 100.0

Source: Questionnaire and interview data (2015).

As indicated in Table 4.2 the male respondents wkee majority. These findings
suggest that the findings of this study might haeen influenced by male than female
respondents. This finding is not surprising becatnsemajority of employees in many
organizations in the south tend to be male (Woddl8 2004).

4.2.3 Education levels of respondents
Education level of respondents was categorizedthree: primary education, secondary

education and higher learning education as showialie 4.3.

Table 4.3 Level of education of the respondents

Levels of education

Frequency Percent
Primary education
Secondary education 00 00.0
27 31.8
Higher learning education 58 68.2
Total 85 100.0

Source: Questionnaire and interview data (2015).
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The study findings show that twenty seven respotsdi.8%) had attained secondary
education; fifty eight respondents (68.2%) attaitégher learning education and no
responses were provided for primary education. Tinelings suggest that the
respondents were well educated and knowledgealoegbnto critically evaluate their
job situation and were able to identify most sgirgf and dissatisfying factors in their

jobs.

4.2.4 Respondents' work experience

The findings show that one respondéhi2%) had been in employment for one-two
years, thirteen respondents (15.3%) had been inogmpnt between two-five years

while seventy one respondents (83.5%) had beempioyment in five years and above.

Respondents' work Experience is indicated in Tdble

Table: 4.4 Respondents' work experience

Working experience Frequency Percent
One year - two years 1 1.2
Two years-five years 13 15.3
Five years — above 71 83.5
Total 85 100.0

Source: Questionnaire and interview data (2015).

The findings in Table 4.4 suggest that the majoof respondents had been in
employment for five years and above. This impliest the respondents had sufficient
experience in their jobs and hence in a positiostare their opinions regarding the

factors determining their job satisfaction.

4.3 Results, analysis and discussion of findings

This section presents the data collected and dissuindings obtained in relation to the
two objectives of the study presented in the inimddry chapter. The analysis begins
with the first research objective, followed by sedwesearch objective.

39



4.3.1 Factors for employees job satisfaction in thenmigration Department

The first specific objective of the study wasidentify the factors employees find most
satisfying in their jobThe associated research question wiaat factors employees find
most satisfying in their job and whyPhe identification was done based on the
conceptual framework and the associated indicdt@sincluded, job related and non
job related factors set out in chapter two (seeré@.3). Managerial and non managerial
staff was asked to identify the most aspects tloegider as most important for their job
satisfaction. A five-point scale was used, wheraepresented most satisfying, 2
somewhat satisfying, 3 neither satisfying nor disfang, 4 somewhat dissatisfying and
5 not all satisfying.

(1) Job related factors
It included variables such as management relatipnstih employees and employee's

opportunity for advancement.

(i) Management relationship with employees

The management relationship with employees includemmunication between
employees and senior management, recognition ofloyegs’ job performance and
participation in decision making. The respondentserasked to give their view on the

factors they found most satisfying in their job sBenses are summarised in Table 4.5.

a) Communication between employees and senior maremgent

The findings show that the majority of respondadentified communication between
employees and senior management as the most sajidigctor in their job. Data

provided in Table 4.5 show that 43.5% of the resigoits mentioned communication
between senior management and employees as mis$yisgtfactor. The reason was
that workers were encouraged to come up with nedvlkaaiter ways of doing things,

boss promoted open communication with subordinates management welcomed
openly discussion with different opinions from nmanagerial staff. The respondent in

the field from managing staff confirmed that:
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..."If the staff needs to either meet with managenier all aspects
private issues or work responsibilities the doomjfen it has not been
closed, the staff can meet management from superviad of the
section even commissioner, they are free the mamagehas arranged
system that is different from other organizations".
The above findings are congruent with Gilbert & G40998) commented that access to
good communication between employees and manageem@nces employees' job

satisfaction.

b) Recognitions of employees job performance

Data from the field depicted that a large numberespondents identified management
recognition of employee's job performance as somaéwhtisfying factor in their job.
The findings in Table 4.5 indicate that 30.6% & tRspondents mentioned recognitions
of employees' job performance as an important fafcho employee's job satisfaction.
This is due to the fact that, the employees werarded when they did better their duty.
This was confirmed by the managerial staff who $laad:

..."In our organization the employees who do tltkities accurately and
timely we offer them an incentive as a reward foaithey have done so
as to motivate them and other employees to incrgdsperformance”...

SHRM (2009) survey report acknowledged that, emgdsy performance through
praise, awards and incentives is believed to beosi-effective way of increasing

employee morale, productivity and competitiveness.

(i) Opportunities for advancement

This aspect includes: opportunity for career adeament, job specific training and
opportunity for promotion. These aspects are ingrfor employees job satisfaction as
it summarized in Table 4.5.

a) Opportunity for career advancement
Opportunity for career advancement was among thkcators introduced in the

conceptual framework to understand employees'atibfaction. Data in Table 4.5 show
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that 37.6% of the respondents identified opportesifor career advancement as the
most satisfying factor in their job. This was besmuhe organization developed its
members for their career such as lawyers, procureared human resource. Responses
from managerial staff in the interview, argued themnployees of Immigration get

chance for developing their career, he describatd th

..."generally we prepare a meeting to arrange whitdreer to put
emphasis, nearly we develop our staff in all casegre send them to be
developed for example, we prepare training consigestaff career such
as accountant, lawyer, procurement and customeg'car
It implies that when an organization develops skilhd competencies of employees as
their career it is important factor for employeges satisfaction. The governing bodies
should make sure that employees' careers are ghekfm as to satisfy the employees in

their job.

b) Job specific training

The employees cited job-specific training as anartgnt contributor to employee job
satisfaction, Table 4.5 show that 32.9% of the sadents mentioned jobpecific
training as somewhat satisfying factor in their.jdlhe reason provided was that the
employees were financed by the organization andes@mployees only getting
permission for further study. The findings were puped with data collected through
documentation whereby from 2010 to 2015 about 8pleyees went for further studies

sponsor by the Department. The managerial stgfioreses from interview said that:

..."I declare that our organization is leading in prding education for

its staff and we are better than all departmentstted Revolutionary

Government of Zanzibar, there are some staff findray the department
while others only getting the permission of stugyiaducation has been
given priority"...

The findings indicate that providing opportunity fob specific training is one among
the factors for employees' job satisfaction. Thenadiate application of skills acquired

through such training may boost employee confidemzkproductivity.
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Table: 4.5 Job related factors

Most Somewhat Neither satisfying Somewhat  Not at all

satisfying  satisfying  nor dissatisfying dissatisfying satisfying

n % n % n % n % n %
Communication between 37(43.5) 17 (20.0) 14 (16.5) 11 (12.9) 6 7.1
employees and senior management
Recognition of employees job 22(25.9) 26 (30.6) 11 (12.9) 14 (16.5) 12104.
performance
Participation in decision making 7 (8.2) 17 .®0 16 (18.8) 25 (29.4) 20 (23.5)
Opportunity for career 32 (37.6) 14 (16.5) 16 (18.8) 15 (17.6) (8.4)
advancement
Job specific training 18 (21.2) 28 (32.9) 192.4) 9 (10.6) 11 (12.9)
Opportunity for promotion 14 (16.5) 14 (16.5) 5 1(17.5) 22 (25.9) 20 (23.6)

Source: Questionnaire and interview data (2015).

(2) Non job related factors

It consists factors such as financial rewards, warkironment and relationship between

co-workers.

(i) Financial rewards

These include salary, fringe benefits and compensdbr overtime. The respondents

were asked to describe aspects they found mostygag in their job. Responses are

summarised in Table 4.6

a) Salary

The findings show that the majority of the resporidedentified salary as the most

satisfying factor in their job. Data provided iretffable 4.6 show that 37.6% of the

respondents mentioned salary as most satisfyirtgrfathe reason behind was that, the

salary paid by Immigration department is higher pared to that paid by other
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institutions, especially those governed by The Reianary Government of Zanzibar.
The response from one of the interviewees confirthedfinding, noted that:

. "The Immigration department employees, if they coenpheir
salaries scale with other public organizations treege satisfying but if
they compare among them would not satisfy. Generalary is
satisfying because the scales of salaries are mhaether than other
organizations"...

The above finding is congruent with those of Sagedrafat (2012) who argued that
competitive salary packages is important aspectébisfying employees hence when
they comparing their pay packets with those of dhésiders who are working in the

same industry.

b) Fringe benefits

The findings indicated that fringe benefits wereoam the factors for employee's job
satisfaction in the Immigration Department in Z&azi Large number of respondents
identified it as a factor for their satisfactioratd in Table 4.6 show that 38.8% of the
respondents mentioned fringe benefits as somevdiatysng factor in their job. The
reasons mentioned for this satisfaction were tralability of special funds to cover
human needs like water, breads for breakfast, auild coffee, honoraria to energize
from hard tasks, health refund. However, Managestedf clarified that:

..."aboutfringe benefits, the staff uses a health insuradeatity that the
department paid for them, also, it happened thatdhwas a person who
got accident, his treatments were financed by #madment, he was sent
to India for further treatments”...

The findings were supported with data collectecbulgh documentation. Where by
Financial Budget Report 2014/15 gives directivewaims the provision of House
Allowances for Immigration Officer, the pay is 15%fthe scale of salary. The finding is
consistent with Zobal (1998) who argued that fribgaefits is a very valuable tool for
employees retention; it is also a motivator for employee in commitment to the

organization which in result enhances employedisfaetion.
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(i) Work environment
This variable includes: physical working conditipjab security and opportunity to do a

variety of tasks.

a) Physical working conditions

The interview and questionnaire data revealedttietnajority of the respondents in the
Immigration Department identified physical workiegnditions as the most satisfying
factor in their job. Data in Table 4.6 depict t&.9% of the respondents mentioned
physical working condition as most satisfying fact®espondents from interview
explained that the working conditions of Immigratidepartment staff are very good for
example; he mentioned the existing of comfortalbfieas that include air condition for
each office, working instruments like a computdrpiocopier machines and cleaning of
the office after a short time of period. The fingnof the study imply that good physical
working conditions are a crucial factor in emplogeb satisfaction. This finding is
consistent with Parvin (2011) suggested that a geodk conditions can increase
employee job satisfaction and the employees wyll ttr give their best which can

increase the employee work performance.

b) Job security

Job security was the most important factors for legge's job satisfaction in the

Immigration department. The findings show that th&jority of respondents identified

job security as their satisfying factor at theiaqe of work. Data in Table 4.6 indicate
that 43.5% of the respondents mentioned job sgcastmost satisfying factors. This

was because the employees were safe from beingrlyrterminated. The respondent

from interview said that Immigration employees hHall security and job insurance,

continued to say no employees can be terminatezssirocedures have been followed,
he provided example from 1978 to date, only oneleyge was terminated because of

his misbehaviors. He noted that:

..."here job security is good, since | started trkwvith this organization
only one staff was terminated because of theftfemdl, but he was not
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terminated until the commission was sent from H@adrters at Dar es
Salaam, he was required to express himself foerdef when evidence
completed he was terminated"...
The findings reveal that job security is contrilsutéactor for employees' job
satisfaction. It implies that the employees needsécurity of their job in order to stay

long time in their organization the fact that makesm satisfied with the job.

c) The opportunity to do a variety of tasks

The findings depict that the majority of the respemnts identified the opportunity to do
a variety of tasks as somewhat satisfying factahair job. Data from questionnaire and
interviews indicated that 37.6% of the respondenémtioned the opportunity to do a
variety of tasks as satisfying factor. This wasdwuse Immigration employees were
always rotated (shifted) from one point (sectioheork) to other points; the managerial
staff described that they made rotation to make leyeps to understand variety of
works about Immigration. The employees were hapgh this rotation and become

satisfied with their job. The respondent from thieiview, argued that:

..."the staff accepts rotated in the best manne&abse they understand
our job based on rotation, today you can work heraorrow you can be
shifted. In our organization, rotation is a normalatter and staff is
happy with it"...

The findings imply that when employees' changemfame duty station to other duty
stations make them satisfying this is because tpelya chance of understanding
different tasks that is the role of Immigrationioérs. Generally, one can conclude that
giving employees different assignments is one antbiegmost important factors for
employees' job satisfaction. The finding is congtueith those of SHRM (2009) survey
report argued that employees are more satisfidu théir jobs and find their work more

meaningful when they can use a variety of skills.

(iif) The relationship with co-workers
The relationship with co-workers includes: resp&om fellow employees, social
support from fellow workers and team work spiritaarg employees.
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a) Respect from fellow workers

Respect from fellow workers was found to be the tmiagportant aspect of job
satisfaction of the employees. The questionnaickiaterview data in table 4.6 portray
that the respondents 52.9% mentioned respect fedlowf workers as most satisfying
factor. The reason for satisfaction was clarified rhanagerial staff who explained
that,'the employees of Immigration department have agtetydof respecting each other
regardless their status and positiorit implies that respect from other employees is a
contributing factor in employees' job satisfact&ince the employees feel comfortable

and prestigious to work in the organization.

b) Social support from fellow workers

The findings from an interview and questionnair®vghthat a large number of the
respondents identified social support from fellowrkers as the most satisfying factor
in the Immigration Department in Zanzibar. Datavided in the Table 4.6 show that
48.2% of the respondents mentioned social suppom fellow workers an important
factor for employee's satisfaction. Intervieweesrfrmanaging staff noteeémployees of
the Immigration department helping one anotheiheone has got harms like funerals
and other disasters'This makes employees like to work at particulayamization and
satisfying them with their job. This is in line WwitHerzberg's (1966) theory which
suggests that if co-workers create a supportingremwent and allow individuals to
unleash their full potential, the job might be sfiing.

c) Team work spirit among employees

Based on results in Table 4.6, show that 41.2% @fréspondents identified team work
spirit among employees as most satisfying factdh@ir job. This is due to the fact that,
one of the interviewees of managerial staff saad, ttmmigration's works its nature must
be done collectively, the employees doing the wiodether for example the issuance of
passport cannot be done by one staff alone, itiregjcooperation and teamwork in
order to fulfill the providing of services. The pesses depicted that, regardless of job

responsibilities, organization often require empley to work together to accomplish a
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common goal, so teamwork is generally importantsfaccess. It implies that teamwork

is the most important factor for employees' jobiséattion of the Immigration

Department in Zanzibar.

Table: 4.6. Non job related factors

Most Somewhat Neither satisfying Somewhat Not at all
satisfying satisfying nor dissatisfying dissatisfying satisfying
n % n % n % n % n %
Salary 32 (37.6) 25 (294) 6 (7.1) 10 (11.8) 12 (14.1)
Fringe benefits 18 (21.2) 33 (38.8) 18 (21.2) 7 (8.2 9 (10.9)
Compensation for 5 (5.9 16 (18.8) 17 (20.0) 23 (27.1) 2%°8.2)
overtime
Physical working 45 (52.9) 25 (29.4) 11 (12.9) 2 (2.4) 2 4§2.
conditions
Job security 37 (43.5) 33 (38.8) 5 (5.9 8.4) 2 (2.4)
The opportunity to do a 26 (30.6) 32 (37.6) 19 (22.4) 6 (7.1) 2 4]2.
variety of tasks
Respect from fellow 45 (52.9) 32 (37.6) 4 (4.7) 4 (4.7) 0.0§0
employees
Social support from 41 (48.2) 36 (42.4) 3 (3.5 4 (4.7) 1.211
fellow employees
Teamwork spirit 35 (41.2) 34 (40.0) 5 (5.9 7 (8.2 4,714

among employees

Source: Questionnaire and interview data (2015).

Other factors that have not mentioned in the caiegframework employees find most

satisfying in the Immigration Department are disads here. The question from

guestionnaire requested employees to mention fadtey will likely satisfy at their

place of work, they came up with following respaise

(a) Health insurance:

Finding showed that the employees of Immigrationp&tment mentioned health

insurance as most satisfying factor. Questionnasponses depicted that 52 (73.2%) of

respondents satisfied with health insurance. Tlasams provided were immigration
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employees use the National Health Insurance FukdRN They use it free without any
payment from their pocket; the managerial staffficored that, the organization pays
for NHIF. Health insurance may create employees gitod health and making them
satisfied with their job, this finding is supportdty SHRM (2009) survey report
confirmed that, health care/medical benefits wdre most important benefits for
employee job satisfaction.

(b) Good management

The data from the field indicate that, good manag®@nin the organization was most
contributed factor for employees' satisfaction. Thepondents noted that they were
satisfied with their management, 47 (66.2%) of thsepondents from questionnaire
described that they satisfy with management of Ignation department. The reasons
that were provided was that, the Immigration managy@ motivates the employees in
various issues such as learning, giving the emplyane for exercise and delegating

power to subordinate, management is good advisireio employees.

4.3.2 Factors for employees job dissatisfaction e Immigration Department

This part presents and discuss the data with a w‘ewdentify factors undermine
employees job satisfaction in the Immigration Dépant in Zanzibar. Thus the section
addresses the second specific objective of theystwhiich was toidentify factors
employees consider as undermining their job satigia at their place of workWith
this objective the associated research questionwhas factors employees consider to
be dissatisfying in their job and whyPhe identification was made based on the
literature for stance Levinson (1997) and WorrédO@) in chapter two identified a
number of factors for employee's dissatisfactiQuestionnaire to members of the
general staff and interview with managerial sta#pidted a number of factors that
limited employees' satisfaction in ZIHO (Table 4.7)
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Table 4.7 factors undermining employees' job satiattion

Dissatisfying factors n %
Unclear system of employees promotion 42 495
Favoritism 43 50.5
Poor compensation for overtime payment a7 55.3
Lack of participation in decision making 45 52.9
Unsystematic job rotation 46 54.1

Source: Questionnaire and interview data (2015).

(i) Unfair/unclear system of employees' promotion

The data from Table 4.7 revealed that the majarftyespondents in the Immigration
department identified unfair/unclear system of potion as a most undermining factor
for employee's job satisfaction in their organiaatiData provided in Table 4.7 show
that 49.5% of the respondents mentioned unfair@amcpbromotion system as most
dissatisfying factors in their job. This was beaatl®e system of promotion was not well
organized for example the employees claimed thaibjuemployees can be promoted
leaving senior employees or sometime the employesthe same education level who
are employees at the same day they are promotidedifly. However, responses from

one of the interviewees confirmed this finding,noted that:

"... I myself, | studied earlier than all staff this office, | have studied
since 1983 when | submitted my certificate | watspmomoted while our
fellow police force once the staff submit certifeche was promoted but
for our side was not such that..."
This implies that an unfair/unclear system of prtioro undermines employees' job
satisfaction in their place of worKhis finding is congruent with those of the Johns
(1992) who contend that the people who feel thareghare unfair promotion

opportunities in the workplace will be likely disisflying with the job.

(if) Favoritism
The findings in Table 4.7 indicated that 43 (50.5%6)espondents mentioned favoritism

is one among the factors of employees' dissatisfacThe reasons that were provided

50



include: unfair and biased treatment by superviseosne employees were favored in
various opportunities such as attending seminargses, internal extra time duty

payment and the way employees were transferredeanéw stations. This finding is

supported by Virtual University of Pakistan (20Q&port stated that discriminatory

practices not only create potential legal liabjlityit also lead to poor employee morale
and low job satisfaction, which can lead to podr performance.

(iif) Poor compensation for overtime payment:

The findings show that the majority of the respardedentified poor compensation for
overtime payment as the most dissatisfying fagtaheir job. Data in Table 4.7 show
that, 55.3% of respondents identified poor compgmsafor overtime a most

dissatisfying factor. This was because the paynselow and not well organized. Some
employees enjoyed payment for overtime, but som@plpedid not enjoy it. Some

employees argued that they had never been paidviatimes duties. As indicated by

one of the managerial staff in the interview.

..."some of the employees have complained with eosapion for

overtime payment, this is because some sectiorgagefor overtime but
some sections not getting it. In this organizatisome staff benefited
with this pay and some others not benefited"...

Based on the above finding one can conclude thabriipensation for overtime is not
well provided it may undermine employee's job dis&action. Johns (1992) also
suggests that satisfaction and pay have a posititerrelationship. The overtime
payment may increase employees' morale to perfogin tduties at work placelhis

finding is also consistent with Spector (1997) sggd that, it would seem that low,

uncompetitive pay is often one of the factors ttettacts from overall job satisfaction.

(iv) Lack of employees participation in decision raking
The findings show that lack of employees' paratign in decision making lead to the
employees' job dissatisfaction. Data in Table 4arify that 52.9% of the respondents

mentioned the lack of the employee's participatiodecision making as a dissatisfying
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factor in their work place. The reason was that imens of the general staff claimed
that, they were not participating in making deaisidhe decisions were done by the top
management and managerial staff, the members @frgestaff they only receive order
for making application. The responses from one h& interviewee confirmed this

finding. He noted that:

..."the staffs who participate in decision making gupervisors and head of sections.
The decisions made by them are not discussed byn#mber of the general staff.
Generally, no participation in decision making loyllevel employees. They take action

on decision made by top level"...

The finding depicted that low chance of participatin decision making is a factor of
employees' job dissatisfaction with their job. Atroag (1993) noted that participating
employees in making decision enhance employeasfazton with their jobs and vise

visor.

(v) Unsystematic job rotation:

The findings show that majority of the employeesniified unsystematic job rotation a
as dissatisfying factor in their job. Data Tabler 4rovided, 46 (54.1%) of the

respondents mentioned unsystematic job rotationoat rdissatisfying factor in the

Immigration Department in Zanzibar. The reasonsvigdex were: rotation was not

systematic, the employees claimed on the ways wesg transferred from one post to
another some of the staff stayed at work statiorafltong time but the other stayed in a
short period of time. However, there were no spedimes being set to work at a

particular station. As indicated by one of the ng@ral in the interview:

..."some employees work at one station/post foorag Itime without
shifted. This did satisfy the employees. The ermaptowlways need to
shift from one post to another. But they prefdratsystematic in order all
employees to be shifted"...

From these findings, one can note that job rotaifomot well practiced may be

contributing factors to employees' dissatisfaction.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Introduction
This chapter presents a summary of the study, elesion based on findings presented
and discussed in chapter four and finally provelsommendations. The summary of the
study is presented first.

5.2 Summary of the study

The study focused on understanding factors for eyags' job satisfaction in the public
sector, Immigration department Zanzibar was usea @@se study. Purposely the study
examined the factors for employees' job satisfactio the workplace. What factors
employees find most satisfying at their workpland &actors employees consider being
dissatisfied at their workplace. A single case gtddsign was applied, employing both
primary and secondary data collection methods @eito achieve the above mentioned

objectives.

Data collected were analyzed by using various stiedil techniques and presented in
tables and percentage. The qualitative data weie edited and presented using direct
quotation. From the analysis of data collected,fdtiewing are the major findings of

the study.

Starting with, factors for employees' job satistatt The findings depict that the
majority of employees in the Immigration departmertked out: communication
between employees and senior management, oppgrtéont career advancement,
physical working conditions, salary, job securitgspect from fellow workers, social
support from fellow workers, teamwork spirit amosgployees, health insurances and
good management as most satisfying factors in jbbirThese findings are congruent
with those of Ivancevich and Matteson (2005) wiatesthat, job satisfaction stems from
various aspects such as pay, supervisors, and daewso work group affiliation and

working conditions.
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A side of the second part of the objective the ifigd noted that the respondents
acknowledged that favouritism (inequality) betwesmployees, unfair/unclear system
promotion, unsystematic job rotation, lack of papation in decision making and
compensated for over time were the main factorsefoployees job dissatisfaction in

their job.

5.3 Conclusion
Based on the data presented and analysis madstubisconcludes that:

(i) The study concludes that, the factors for emés’ job satisfaction are both job and
non job related factors. However, the findings lermaje Herzberg's suggestion that non
job related factors are not important for employjebssatisfaction.

(i) Relationship with co-workers in the Immigratialepartment was highly emerged,
there was teamwork spirit among the employees wihey were doing their duties, and
also there were social support, the employees rigglpamong themselves either when
good or bad happening, respect is high to all eygae regardless their rank or position.

These relationships, build employees satisfactiaheir job.

(iif) Favoritism undermined the performance of thrganization; the employees who
were discriminated become less satisfied and dserdélaeir effort of working. The

favoritism at work place creates inequality whitkert leads the existing of classes at
work place. This is dangerous for the organizatimvelopment this is because the

employees become discouraged in practicing theieslu

(iv) Promotion not well organized, it was conttiimg factors for employees job
dissatisfaction, the employees of Immigration weo¢ happy with the way they were
promoted. The promotions did not consider the agpee or duration of work between
one staff and another. This contributes some sthdkatisfied. Well organized
promotions of employees create employees satisfaaiihich results happiness and

increase employees' performance.
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(v) Poor system of employees' job rotation has ¢dnbany negative effect to employee's
job satisfaction. It created bad relationships leettwvmanagement and members of the
general staff. Also, decreasing employees' efféotsconduct their duties because

employees do not satisfy as well not happy of tjodir

(vi) Recognition of employees' job performance tfis well practiced, leads to
employees job satisfaction and increasing effortptactice their duties. Always
employees feel comfortable if they are recognizedaxhat good or best they have done

at their place of work.

5.4 Recommendations
From the findings of the study and the conclusibove, the study recommends the

following:

(i) Equality for all employees

The employees need to be treated equal, for examepleality should be done with
career development opportunities, and the employdes meet criteria should be
developed. Seminars, the workshop must be partedpdy all employees in the
organization not always repeated by the same erapky

(i) Keeping good system of job rotation

The organization needs to develop mechanisms tarenhat job rotation is well
organized. There must be a specific period of tforethe employees to work in the
working stations. All employees must rotate frone @tation to another and not always,
the same people getting chance for rotation. Thiisnerease satisfaction of employees

in performing their duties.

(iif) Improving overtime payment
The management should review or develop pay pa@icy other benefits which fit for
employees' needs. There should be fair pay amorgogees doing similar jobs and

paying the employees who use extra time for thekwdihis will encourage the
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employees to use extra force to complete theiredudnd make employees available at
their place of work.

(iv) Promotion of employees

In the case study organization some of employesmsédd about the way promotion were
provided, they claimed about poor system of proamtiherefore, the organization
should arrange database of all employees in omamterstand the details of each
employee so as to make sure that promotion is degleto improve organizational

performance.

(v) Recognition of employees' job performance

Effective employees' recognition enhances employatsfaction and leads to the

increase employee productivity and contributesrtproved organizational performance.
Therefore the case study organization should suipgroat value employees for their

initiative and creativity, rewarding employees &whievement, excellence performance

and their contributions to the organizational depetent

(vi) Build Corporate Culture:

We should focus on making proper communication nkhngood and supportive
relationship with coworkers and with supervisorandoyee satisfaction can be
increased by demonstrating respect for everyomtleemrganization or company.

5.5 Area for further research

This study has focused on factors for employeéssgiisfaction. The study has touched
different aspects on satisfying and dissatisfyegidrs. In this study, poor compensation
for overtime payment of employees emerged as stréagjor for employees’
dissatisfaction. It needs to conduct research \testigate if there is a relation between
compensation for over time payment and job satisfiadén place of work.
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APPENDICES

APPENDIX |
THE ORGANIZATION STRUCTURE OF THE ZID
COMMISSIONAR OF
IMMIGRATION SERVICES
REGIONAL
STATION | IMMIGRAT!I
OFFICE . > ON OFFICES
INCHARGES (RIOS)
DIOS
\ 4
v
BORDER ! v
MANAGEM " ADMINISTR | | PASSPORT PERMIT,
ENT AND ATION AND | | AND VISSA AND
CONTROL FINANCE CITIZENSHIP || pASS
\ 4
i. INVESTIGATION 1).HRM i) TRAINING i. PASSPORT i. PERMIT
iii). PLANNING
ii. INTERLIGENCE iv).STATISTICS ii. CITIZENSHIP ii. VISSA
v).ESTATE AND
TRANSPORT ii.PASSES
vi).PROCUREMENT
vil).PUBLIC
RELATIONS
viii). ACCOUNT ix)
ARCHIEVE
x).MONITORING AND
RVALUATION
xi.)REGISTRY xii).ICT

Source: Immigration annual report (2014)
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APPENDIX Il

QUESTIONNAIRE FOR IMMIGRATION DEPARTMENT STAFF

Dear respondent

I am Juma M.Kombo, a student at Mzumbe Universitysping a Master degree in
Human resource management. | am doing a study @hogees' job satisfaction in the
public sector. The aim of the research is to uridads factors for employees' job
satisfaction and dissatisfaction at work place.sTHwould like be very grateful if you

would spare some few minutes to fill in this quasstiaire.

Some notes:
i).You are not required to write your name on theper
i). The information given will be treated confideaily.

PART A: Demographic characteristics of respondent
Please put{} where appropriate, for the answer.

1. Name of dePartMeNt...........uuuuuiiiiii e s e e e e e e e e e e e e e eeneee e e e e as
JOD HIHIE. . ———————————————
3. Age (Years)

1. 18-25 2. 26-45 3. 46- above

4., Sex
1. Male 2. Female

5. Your Education Level
1. Primary Education | 2. Secondary Education| 3. Higher Learning
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6. For how have you been in this organization?

1. Less than a year

2. One year - two years

3. Two years- five years

4. Five years and above

PART B:

Put {N} where appropriate, for the answer. Thinking aballiaspects of your job, how

satisfied are you with your current job.

Most Somewhat | Neither Somewhat Not at all
satisfying | satisfying | satisfying nor| dissatisfying | satisfying
dissatisfying

1. Salary

2. Compensation for overtime

3. Fringes benefits

4. Communication employees and senior

management

5. Recognition of employee job performance

6. Participation in decision making

7. Physical working conditions

8. Job security

9. Opportunity to a variety of tasks

10. Career advancement opportunity

11. Job specific training

12. Promotion opportunity

13. Respect from fellow employees

14. Social support from fellow workers

15. Team work
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PART C: Briefly answer the following questions.

1. Mention factors which will likely make you sdiex] with your current job.

3. What do you think can be done to improve emmgsygob satisfaction in the

Immigration department?

Thank you very much for your help and cooperation
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APPENDIX IlI
INTERVIEW GUIDE TO THE MANAGERIAL STAFF AT THE
IMMIGRATION DEPARTMENT, ZANZIBAR
1. FACTORS LEADING TO EMPLOYEES JOB SATISFACTION

1. Financial rewards
i) Better salary
i) Compensation for overtime
iii) Fringe benefits
2. Relationship with management
i) Communication between employees anébsenanagement
if) Recognition of employee job performance
iii) Participation in decision making
3. Work environment
i) Physical working condition
i) Job security
iii) Opportunity to do a variety of tasks
4. Opportunities for advancement
i) Career advancement opportunity
i) Job specific training
iii) Promotion opportunity
5. Relationship with co-workers
i) Respect from fellow employees
ii) Social support from fellow workers
iii) Teamwork spirit among the employees
2. FACTORS UNDERMINE EMPLOYEES JOB SATISFACTION
i) Poor working conditions
i) Discriminatory practices
i) Limited career growth and advancement

iv) Underpayment
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INTERVIEW QUESTION TO THE HEADS OF SECTION AND SUPE RVISORS
OF SECTION OF THE IMMIGRATION DEPARTMENT

1. Is there an employee satisfaction in your oraion? Give explanations.

2. In your organization, what do you see as thefémpors for employees' job

satisfaction?

3. In your organization, what do you see as thefampors for employees' job

satisfaction?

4. What initiatives is your organization takinggositively influence employees

job satisfaction?

5. What changes, if any do you feel need to be madiis organization to

improve employees job satisfaction?
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